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Foreword
Vocational education and training (VET) has lost much of its attractiveness in the
last decades. Especially in EU countries with predominantly school-based vocational
training (e.g. Poland, Lithuania, Latvia) the participation is low and it has dropped to
a considerably low level. By many young people participation in VET is even perceived as a dead end of for their professional career. At the same time companies
complain about the graduates’ lack of skill. The consequences are unbearable high
unemployment rates, e.g. up to 20% in Lithuania, Latvia and Poland of the 15-24-year
olds in 20161.
Due to the demographic change, the number of school leavers is dropping significantly in all countries in the Baltic Sea Region, with the exception of Sweden. By 2030
the number of 15-44-year olds labor force will decrease by to 25%2. Already today in
most countries a shortage of skilled workers exists that increasingly affects the future
and limits any growth development.
In a world of rapid technological developments, demographic change and economic restructuring, VET faces a particular challenge to ensure that young people are
prepared for tomorrow’s work places3. The increase of qualifications and at the same
time eliminating the shortage of skilled labor is the most important task and key to
sustainably strengthen innovation, competitiveness and growth of SMEs.

http://ec.europa.eu/eurostat/statistics-explained/index.php/Unemployment_statistics (July 2017)
Biermann, Ulrike, Dr. Boll, Christina et al. in Hogeforster, Max (ed.) (2013): Economic Perspectives,
Qualification and Labour Market Integration of Women in the Baltic Sea Region, Hamburg, p. 34
3 Calleja, Joachim James (2015): Stronger VET for better lives. Cedefop’s monitoring report on vocational education and training policies 2010 – 14, Cedefop Reference series 98, Luxembourg: Publications Office of the European Union, http://www.cedefop.europa.eu/en/publications-andresources/publications/3067 (July 2017)
1
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The german dual VET, a work-based learning method, leads to comparatively low
youth unemployment can make substantial contributions with lasting impact to meet
these challenges. For this reason, the project „Dual Vocational Training for the Qualification and Integration of Young People and the Strengthening of Innovation in
SMEs“, that is presented in this book publication, has the following overall objectives:
a) greatly improved integration of young people in vocational training and reduction of youth unemployment and
b) preparation of manpower and thus promotion of innovation and competitiveness in SMEs.
The following action objectives serve this purpose:
1. On the basis of the German dual VET principles, specific concepts for the realization of work-based learning for three countries with predominantly school-based
vocational training (Poland, Lithuania and Hungary) are developed.
2. In two of these countries dual vocational training is introduced. The dual vocational training is tailored to the specific conditions of the countries and includes the
experiences from all countries around the Baltic Sea.
3. Development of adapted curricula for training for trainers (in-company trainers
who educate trainees in enterprises) and implementations in Poland, Lithuania and
Hungary.
4. Development of coordinated concepts and for 13 countries establishment of international network for permanent promotion and implementation of work based
learning approach.
5. Transfer of the project results to 67 education providers from 13 countries and
promoting broad-based implementations.
The project was launched and led by the Baltic Sea Academy – an association of 17
universities and universities of applied sciences – that has successfully developed dual
7

bachelor's degree programs in recent years (vocational training in SMEs while studying at a university of applied sciences) and implemented these in different countries.
Another renowned expert of the German dual system, the Chamber of Crafts
Dresden is represented in the project consortium to share materials and experiences
for dual vocational training and the train-the-trainers training for SMEs.
With the Chamber of Crafts and SME in Szczecin in Poland that operates two
large vocational schools and two further project partners Kontiki Vocational Ltd. in
Hungary and Vilnius Builder Trainings Center in Lithuania altogether four vocational
schools are involved in the project. These partners are interested and capable to realize vocational trainings according to the work-based learning principles. Both latter
schools cooperate strongly with the regional chambers that introduce SMEs to the
operational parts of the training.
Panevezys College from Lithuania and Hanseatic Institute for Support of Small
and Medium Enterprises from Poland contribute with region-specific concepts and
curricula; monitor, evaluate and give advice while the pilots of the dual vocational
trainings are completing. In addition, both partners are responsible of the development of concepts and curricula for the train-the-trainers training and together with
chambers are capable to realise those long-term.
Through permanent involvement of 67 educational actors from 13 countries in the
project process continuous support network for the implementation of work based
learning is established.
The project was carried out between September 2014 and August 2017. All results
with extensive materials have been published separately online at the project website:
http://www.work-based-learning.eu/.
This manual contains
a) Part I with summaries of the project results,
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b) Part II with presentations and results from multiplier events organised as
international consultations’ and transfer conferences that were carried out
within the framework of the project.
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Part I
Results of the project “Dual Vocational Training for the
Qualification and Integration of Young people and the
Strengthening of Innovation in Small and Medium-sized Enterprises”
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1 | Approaches for the introduction of the dual vocational
training in Hungary, Poland and Lithuania
1.1 | Realisation concept for dual vocational training in
Hungary4
a. Vocational training system in Hungary
1. Legal regulations
The legal regulations in Hungary, in its current form, offer the possibility of
adapting the German dual vocational training system. However, in this regard there
can be identified the following difficulties:

4

-

The state-run vocational schools are in process to be centralised; the institutions monitored “from above” are very inflexible.

-

There are annual changes which professions vocational schools may offer
that is decided by for education responsible institutions. After that each
school can freely decide which professions it wants and is able to offer.
However, it is always up to the government to determine the number of pupils who can be enrolled in the individual schools.

-

In vocational schools, there is a lack of teachers who actually have comprehensive know-how of individual occupations.

-

The skills of the trainers working in the workshops of the vocational schools
are usually not up-to-date.

László Kajos, Kontiki Vocational Ltd.
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-

At the moment only greater companies can satisfy the necessary conditions
for carrying out dual vocational training part dedicated in company.

-

The involvement of SMEs in vocational training is difficult; SMEs have no
financial means to create their own modern conditions necessary to have for
training.

-

There are no research and development capacities in Hungary which would
support the development of dual vocational training and further vocational
training to equip instructors and trainers in companies.

-

In the current financing system of education, there are often conflicts of interest between schools and enterprises, and access to financing programs is
mainly secured for large companies.

2. The structure of the Hungarian education system
In Hungary, children aged from 6 – 16 have compulsory school attendance. In
general, pupils can attend daily classes until they reach the age of 21. After that only
distance learning or evening classes in the context of adult education are possible.
The compulsory education lasts for 8 school years and afterwards there are only
three possibilities to learn further: grammar school (gymnasium) offers programs of
general education for 4 years (partly 5 years) at the ISCED 3A level; graduation from
grammar school ensures admission to studies. Another education pathway is the participation in the secondary vocational education. The secondary vocational education
offers 4-(partly 5) years’ education programs. It consists of general education and
basic professional knowledge (ISCED 3) and at the same time prepares pupils to
obtain qualification for higher education. After that graduates can decide to attend
post-secondary vocational education and training for 1 – 3 years (ISCED 4C) or entry
higher education.
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In 2011, the new Vocational Training Act introduced the dual vocational training
model. Vocational schools are only allowed to start vocational training in the dual
system from the 2013/14 school year, but in some institutions such training has already been introduced as from September 2012. As of the first year, the new 3-years
dual vocational training courses offer general education and vocational training. The
share of practice increases significantly, as opposed to theory and general education.
The majority of pupils (98-99%) completes primary and lower secondary education
by age of 16 (ISCED 1-2). At the beginning of the 1990s a large expansion of the
schools began that offer graduation examination or Abitur. Meeting these social
needs this became to be the goal of education policy. The number of pupils rose in
those schools sharply (ISCED 3-3A) since Abitur (university-entrance diploma) has
become a prerequisite to entry tertiary level education. The vocational schools
(ISCED 3C, rarely 2C), however, do not offer Abitur. For this reason, and because of
lower average income and social status, the reputation and the number of pupils in
the vocational schools decreased compared to school forms that offered Abitur.
1. Table. Number of pupils in different types of schools in the school year
20011/12

Vocational education school
(ISCED 3C/2C)

Number

Share (%)

General education (grades
9-10)

42 311

9,12

Vocational training (grades
11, 11-12, 11-13)

71 573

15,4

Early vocational training

15 556

3,35

Total

129 440

27,89
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General education (grades
9-12/13)

164 991

35,55

Vocational training (postsecondary)

54 709

-

Total:

219 700

-

General education (grades
9-12/13)

169 651

36,56

Total:

464 082

100,0

Total with post-secondary level

518 791

-

Secondary vocational education
(ISCED 3)

Grammar school
(ISCED 3A)

The trend has changed rapidly in the 1990s - the proportion of pupils in the various schools after completing primary and lower secondary education (ISCED 1-2),
the claim for forms which offer Abitur has increased and at the same time pupils
avoided VET education that could not offer qualification for university entrance.
This trend has stabilized in the past 10 years, even more; it has been transformed over
the next 10 years. Thanks to the new guidelines of the policy, not only the proportion
of pupils in the vocational schools increases, but even the number - despite the lower
total number of pupils.
The structure of the Hungarian education system has changed somewhat in 2013
with the new regulations of public education, vocational training and higher education.
The centralised governmental actions (regulation) have been extended (ownership
of schools, development of the content-related programs, etc.).
The restructuring of the educational system has been accompanied by the following changes in the number of pupils in different educational schools’ types:
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Although one of the most important objectives was to increase the number and at
the same time share of pupils in vocational schools, it can be seen that this was
achieved in the 9th grade only in the school year 2012/13; restructuring of the education system didn’t have brought forth further changes. It cannot be ruled out that
increasing the number and proportion of pupils in vocational training is the result of
the involvement of representatives of the economy and the individual professions
and the strengthening of dual vocational training.
As observed in the 2. table, the educational programs that provide qualification for
higher education entrance dominate, but the figures also clearly show that there are
no other educational programs besides the "Híd I." ("Bridge I") that supports pupils
who do not manage the crossover from the compulsory education to a school of
secondary general or secondary VET education. Since the results of the investigations
clearly prove that the risk of drop-outs is very high exactly at this stage when transitioning from compulsory education to the next education level. This is why the overcoming of this problem has to be treated as a priority.
In 2012 in Hungary, the rate of the school dropout with 11.3% was lower than the
EU average of 12.9%. According to data from the year 2013, the number is, however,
15

with 12.5% rising, on the contrary to the trend of the EU, where the number has
been reduced for many years.
Unfortunately, in Hungary, the number of pupils who finished secondary level
schools has not been increased, and the drop-out rates have only declined for the last
8-10 years. In any case, the government wants to reduce the drop-out rate to 10% by
2020.
The drop-out rates are the major problem in the vocational schools (ISCED 2 /
3C). As the results of various studies underline, the Hungarian education system has
become very selective and polarized. The disadvantaged students are more likely to
"land" in vocational schools that cannot compensate those disadvantages, which
causes high drop-out rates, reproducing the inequalities5.
The dual vocational training, where practice plays an important role, can lead to
success in the case of students with learning difficulties who, however, have good
manual skills, and the work can lead to new learning experiences. The "Híd I." program, or the regulations of practice in the ninth grade of the vocational schools, expects from the pupils who did not succeed in primary school to achieve success in the
school environment, rather than to take advantage of the opportunities for resocialization within the dual education.
The government intends to reduce the dominance of theoretical education on the
basis of the German example and to increase the share of work-based learning.
In the opinion of the author of this article, pupils cannot succeed in acquiring their
profession, and the drop-out rates cannot be reduced, if vocational schools continue
the same pedagogic methodology as in elementary school, where the young people
failed. This is the biggest problem behind the high drop-out rates. As a further reason
for dropouts that can only be reduced with conscious intervention, are poor behavior

5

Berufsbildung in Ungarn – ReferNet 2012.
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of pupils’ families and society of adults, which cause long-term effects in the mental
status of pupils and which ones can be compensated by educational means only very
seldom. The author is convinced that one of the possible means for the success of
vocational schools and whole education system, concerning the drop-out issue, is the
experience of pupils in work environment. However, this is only possible with the aid
of dual vocational education.
Concerning the success of young workers on the labor market, it is also of great
importance, for example, whether the young people have acquired their practical
experience in the work environment of their profession, or in the school environment, or whether they have been able to work together with colleagues also from
other professions. There are already researches in Hungary regarding the effect of
dual vocational education. First results show that the young people, who have participated in the dual education system, appear to be more successful throughout their
professional carrier. However, there should be considered important sub - questions
(for example, large firms or micro-enterprises). On the whole, the results of the research of the Hungarian Chamber of Commerce and Industry can be used when
arguing pro introduction of the German dual system in Hungary.
„Young people who worked in a company during training could find a job easier.
41% of pupils who acquired their practical knowledge exclusively in the school workshop were able to find job within 9 months. This share is 46% of those who have
acquired their practical knowledge in the company, with 49% having both possibilities. Even students who had better theoretical grades had an advantage in the job
search (average of those who found a job was 3.68, on the contrary to those who did
not find a job with an average of 3.6)”6.

6

http://dualis.hu/hirek/ettol-fugg-hogy-szakmaval-lesz-e-munkaja
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All these aspects must be taken into account when adapting the dual VET system.
Hungarian regulation, within the framework of the Vocational Training Act, enables
the dissemination of the dual vocational training and creates the necessary framework
conditions.
2. Table: The situation of young people pursuing their profession in which they
acquired their practical knowledge (2009-2012)
(light green – school workshop, medium green - company, dark green – school
workshop and company); Left: working, Middle: unemployed, right: used profession

The § 2 of the Act states: „11. Vocational education and training: practical training is part
of vocational training, which takes place in the school workshop, in the workshop of a state institution for adult education, or in other institutions, with the aim of learning in practice the skills neces18

sary for vocational training, preparing for the practical part of examination, which is determined in
the case of school-based education by VET curriculum”.
The adaptation of the German experience and best practices is therefore possible,
but it is very important that the representation is effective.
An ideal scene of the transfer of the German experiences with regard to the dual
vocational training can be discourses, which are well-oriented with provision and
discussion of German research results and methodology. All the possible methods
and actions for experience exchange and effective adapting and thus developing own
practice should be used: travel or research project, or development workshop in
which practical questions are answered, organizational solutions elaborated and applied.
3. Educational methodological areas
There are two educational segments - vocational training and classes of vocational
schools offering post-graduate vocational training and in total three educational
methodological areas where, after in-depth analysis of Hungarian government, the
adaptation of the German dual vocational training system is possible:
First, within the framework of the 3-year vocational training, after successful completion of the primary school (occupations with code 34).
This education period lasts for 3 years; 1/3 comprises general education, the remaining two years of vocational training are suitable to be organized in a dual form.
Second, for pupils who received qualification for university entrance in secondary
vocational school, there is also the possibility to acquire a profession within the scope
of vocational training (occupations with code 54). This training lasts for 2 years,
where only specialist knowledge is provided, and this period of education is suitable
in dual form.
Third, within vocational training for drop-out students of the secondary level
schools; for this, the grades of pupils' general education subjects are credited and only
19

professional knowledge is imparted. The whole training period is for 2 years and this
period of education is suitable in dual form.
4. Participation in the implementation of the German dual vocational training system
In the case of the adaptation of the German dual vocational education and training
system, first and foremost - of the education segments mentioned in the third paragraph - particularly interesting are the professional training courses in which regulation and examination define a share of practical training of at least 60%. There are
enough professions in all fields of education to meet this requirement, but we – the
representatives of the Kontiki Vocational Ltd., propose the following profession for
the adaptation of the German dual vocational training system: bricklayer / tiler (code:
34 582 08) within the project WBL.
The special about the occupation bricklayer / tiler is that graduates can be employed by both - SMEs and large companies. This is why those pupils must be helped
during the training to be able to integrate in both working environments. For years
there is a lack of skilled workers in the professions bricklayer / tiler in the middle part
of Hungary so the young people with this qualification have good chances to find a
job.
Participation in the implementation of the German dual vocational training system
is possible according to the Vocational Training Act for all vocational schools, secondary vocational schools and enterprises of the construction sector.
The construction companies can be divided into two very different groups. Some
of them have high capital and management capacities and, in the case of larger contracts, often involve SMEs as subcontractors in the execution of the work. Their
participation in vocational education and training is important, for example, in the
construction of structural engineering or high-rise construction, which form part of
the curriculum of the bricklayers.
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Their participation in the education can be ensured by their representatives – for
example, the national association of the construction companies or the building material suppliers, which already participate in the education field, for example XELLA or
CEMEX.
However, direct participation in the education cannot be expected. Instead of it involvement of subcontractors of large companies or SMEs can be a real goal. In order
to activate the companies and to establish reliable cooperation structures between
enterprises and schools, representatives of enterprises should be involved like IPOSZ, National Association of Micro and Small businesses and Craftsmen in the construction industry, National Association of Craftsmen.
In practice, the Hungarian Chamber of Commerce and Industry cannot be included as an organizer, since it acts as the authority of the state in audit of the companies
and granting of authorizations, and can only partially represent interests of the enterprises and have no established contacts with schools.
It may be special for Hungarian that, in the 1990s, many companies have been set
up as the main job of vocational training in various occupations (among them in the
construction industry), which are largely based on the work done by pupils during
their training, and thanks to the state sources, the orders are executed at lower cost.
The legal regulation of vocational education and training offers the possibility of organizing the participation of the enterprises by specialized companies which connect
the enterprises with schools and pupils. Thanks to these intermediaries, pupils learn
and practice basic techniques in the workshops of the big companies, and they only
come to the craftsmen, where the quality of education is guaranteed by these companies. These intermediate companies help craftsmen to create jobs for graduates
through state programs for unemployed young people.
The participation of schools in the dual vocational training is legally regulated. A
part of the schools has constant contact with the companies as the summer practice
takes place in enterprises in most cases.
21

During the project, it must be communicated to the teachers of the school that the
pupils have to spend much more time than before in the working environment, because the building professions require a lot of cooperation. Cooperation that does not
allow isolated learning of profession.
The difficulties of introducing a similar system as in Germany lie not only in subjective conditions, but also in financial issues. Currently, there are financial conflicts
of interest in Hungary. When a pupil gets the practical education in a company, the
school receives less funding for education of a pupil from the state. In many cases,
the reduced financing is not proportional to the quantity of the school's work.
5. Current practice of financing vocational training in Hungary
5.1. Financing of schools:
The cost of education is partly covered by state in both cases – state and private
institutions. The amount of funding depends on the number of participating pupils
and the chosen profession. This contribution covers more or less the salaries of
teachers and other direct assistant staff.
In the case of state schools, the municipal administration finances the operating
and maintenance costs of the real estate. From the non-governmental schools, the
institutions, which are supported by the church or the minorities, receive an additional financing of operating and maintenance costs of the real estate of 500 euro / pupil
/ year. Other institutions like foundations, non-profit companies, such as Kontiki
Vocational Ltd. does not receive this additional financing.
In the case of private schools, which participate in the dual system, the contribution of the state is reduced to the extent on that training part that takes on the enterprise.
As the dual form of funding for state schools is concerned, one important task in
the project (represented in this book – ed.) is to clarify and to explore the financing
practices that would encourage the dissemination of the dual education system in
22

Hungary: how are state schools financed within the dual system? What further financing models stimulate the dissemination of the German dual system in Hungary?
5.2. Financing of companies in dual vocational training
All non-state economic operators pay a so-called vocational training contribution,
which is 1.5% of the gross salary of the employees. The original goal was to distribute
the costs of the enterprises with regard to vocational training. So companies that have
trained students have received money from companies that have not participated in
education. The distribution of the contribution was conducted by the state together
with chambers of commerce.
Today it is a tax, and economic actors and state participants in vocational education and training can request covering of the expenses for carrying out vocational
training. The conditions of this requirement are governed by laws and government
regulations. In the use of these deposits, and in the development of regulation, chambers have no longer any role.
It should be noted, however, that the payment to training companies to reimburse
their costs in respect of vocational training is generally higher than the amount deducted from the school for the same reason. The training company must pay a scholarship from this state contribution to trainees, complete an insurance policy and provide a medical doctor. Companies are entitled to request for funding, which has the
authorization of the Hungarian Chamber of Commerce and Industry to participate in
vocational training.
6. Conclusions
The Hungarian legal regulation allows the implementation of the German dual education system. Still, it is necessary to clarify the German regulations concerning the
vocational training of economic operators in order to see whether the Hungarian
regulations should be amended in order to allow the dissemination of the German
dual system.
23

It is necessary to examine the German and Hungarian environment of vocational
education and training in order to find out why cooperation between schools and
companies can be of interest to both participants. The interests of Hungarian schools
and enterprises with regard to dual vocational education and training have to be coordinated on the basis of German experience. It is necessary to examine the educational, motivation and other conditions to prepare persons involved in education
sector for the tasks related to the dual vocational training.
It has to be examined which support schools and enterprises need which want to
participate in the dual vocational training.
The monitoring system for efficient dual vocational training must be established,
the indicators must be defined, and a virtual area and the communication channels
must be established, making it possible to get to know the best practices of dual vocational training.

b. Implementation of the dual vocational training in Hungary
1. Past history
More effective Hungarian vocational training is essential. This statement is supported by the developments in the last years, even decades. So, the lack of qualified
specialists prevents the realisation of the development goals of the economy. The
opportunities for young people have worsened recently in the Hungarian labour market, and the number of unemployed young people has increased. Additionally, the
number of young people who want to learn an occupation after the lower secondary
school (ISCED 2) is falling sharply. The majority of craftsmen, for example, in small
towns and villages is getting older and the succession of enterprises is not solved.
However, despite these developments the demand for qualified craftsmen is increasing. The gap between the demand and existing skilled craftsmen is additionally
enlarged by the fact that young people who successfully complete the vocational
24

training do often not know the work processes and the working conditions in their
chosen professions, so that a large part of them do not look for job in the professional field in which the qualification is gained. Another aspect is that the practical
training in vocational schools does not integrate young people in a company’s environment, in cooperation structures and does not prepare for resolution of conflicts in
companies. The German companies investing in Hungary are very important participants in the Hungarian economy. In previous years, the transfer of the experience of
German vocational training has contributed very much to the planning and realization of the economic objectives. In many cases, German specialists, or projects were
involved in adapting best practices.
In Hungary, as a result of restructuring the vocational training system in 2012, new
legislation has entered into force which enables representatives of the economy to
participate more actively in vocational education and training. The Hungarian education policy calls the dual vocational education as a direction of development possibilities.
Kontiki Vocational Ltd. believes that this is a possible way to renew Hungarian vocational training, to spread the dual vocational training model that has already been
successful in Germany, which can be adapted to the Hungarian traditions and circumstances.
Having the lead by the Baltic Sea Academy, a consortium was formed to support
the development of a program for more effective vocational training in Hungary and
the adaption of the German ducal vocational training in Hungary. Based on a detailed
analysis of the adaptation environment, the legal and professional situation of Hungarian vocational training, the objectives of the implementation were defined in the
first phase of the project. This plan includes the necessary tasks to achieve the objectives of the project in Hungary.
2. Objectives of the implementation of dual vocational training in Hungary
2.1. Development of an effective system for vocational school’s enrolment
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-

Development of effective professional orientation activities with the participation of SMEs.

-

A well-founded choice of practice-oriented professions and reduction of
drop-outs in vocational training.

-

More intensive involvement of SMEs in the training of professions and
the development of relations between pupils and enterprises.

-

Learning about the practice of professional orientation in German dual
vocational training.
The creation of the possibility to know the working conditions of
the chosen professions at the very beginning of the training.

2.2. Overview of the contents of the professions painter and tiler (3-years vocational training in the Hungarian education system), adaption of the German content, synchronisation with a curriculum for Lithuania, developed on the basis of
German experiences in the project, as well as the development of the final content
for Hungary.
3. Framework for the realisation of the adaption
-

Organisation of the profession painter/upholsterer (2-years vocational
training in the Hungarian education system) as a dual vocational training in
cooperation with SMEs as partner for practical training.

-

Development of the vocational education and training program of the
professional painter / upholsterer in the dual system, where 70% of the
complete education is realized in SMEs. The theory at school makes only
share of 30% of the whole training program.

4. Uncovering the lack of conditions for the spread of dual vocational training
in Hungary, development of support methods for SMEs with which they can participate in dual education.
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5. Realisation of the dual vocational training at the TANEXT Academy Vocational school and at a vocational school offering secondary vocational programs in
two school years beginning from 01.09.2015 (school years 2015/2016 and
2016/2017) in the professions painter/upholsterer with at least 20 pupils.
-

Transfer of the experiences of the dual vocational training to the heads
and teachers of the TANEXT Academy Vocational school.

-

Involvement of SMEs in the dual programs of the TANEXT Academy
Vocational school in the professional painter / upholsterer, and in the development of the final educational content.

-

Dissemination of the benefits of dual education among pupils and parents
in order to achieve the necessary number of participants in dual vocational
training.

6. Development and implementation of training for trainers/instructors in
companies
-

Participation in the development of the Train the Trainer program,

-

Adaptation of the Train the Trainer course,

-

Testing the train the train course in Hungary for trainers in companies with
at least 15 participants,

-

Analysis of the experiences of the Train the Trainer course,

-

Development of the final version of the educational program for trainers in
Hungary.

7. Establishment of a monitoring system to monitor and support activities
when introducing dual training, including involved actors and evaluating experiences.
8. Development of a system for the dissemination of experiences and results
in the Hungarian language.
9. Implementation plan of the project objectives in Hungary:
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9.1. Time frame 01.09.2014 – 31.05.2015
•

Establishment of the Hungarian management of the project; establishment
of expert groups with the task of developing the concept and planning of the
introduction of dual education in Hungary.

•

Analysis of the Hungarian education system and development of the following professional documents:
a) Presentation of the Hungarian education system,
b) Analysis of the Hungarian legal frameworks that influence the Hungarian
education system,
c) Analysis of the professional content of the Hungarian education system, or
regulation of vocational training (school forms, presentation of theoretical
and practical training in Hungary),
d) Presentation of the content structure of Hungarian vocational training and
the National Education Register,
e) Presentation of the need for the further development of Hungarian vocational training,
f) Presentation of government measures in the interests of the development
of Hungarian vocational training.

•

To learn about the experiences of the German dual education, to process the
German documents, to transfer the information to experts in workshops and
meetings.

•

Translation of documents in Hungarian.

•

Development of the implementation concept of dual education in Hungary
a) Identification of characteristics of dual education in Germany,
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b) Comparative analysis of dual vocational training in Germany and vocational training in Hungary,
c) Legal framework for adaption in Hungary,
d) Lack of conditions for the successful adaption of dual vocational training
in Hungary,
e) Proposal concerning the tasks for the preparation of the missing conditions,
f) Development of a concept of the implementation of dual vocational training in Hungary (1st draft),
g) Consultation of the design and development of a final version.
•

Dissemination of information on the benefits of dual vocational training
among pupils of the 8th grade and their parents, in the interests of training in
the dual education at the TANEXT Academy Vocational school in the professions painter/upholster.

9.2. Time frame June 2015 – August 2016
•

Planning the dual grades at the TANEXT Academy Vocational school.
a) Planning and completion of the dual education program of the profession
of painter / upholsterer with the involvement of business representatives,
b) Enrolment in the school year with dual program in the professions painter/upholsterer,
c) Preparation of contacts between pupils and SMEs,
d) Final technical planning of the first school year with dual programs (September 1, 2015 – August 31, 2016).

•

Involvement of practical training partners, SMEs in the execution of the dual
education and preparation of the trainers of the practical training partners to
carry out the training in the enterprises.
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•

Implementation of the first dual year at the TANEXT Academy Vocational
school between September 1, 2015 and August 31, 2016.
a) Synchronising the timetables of the school’s and the practical training’s
parts,
b) Development of the evaluation system of student participation and progress, and support activities,
c) Summary of the experiences of the first quarter, with the participation of
the theory teachers and the practical trainers,
d) Assessment of the performance of the pupils in the first half year. Assessment of the theory by the school and assessment of the practical activities by the instructor with the help of evaluation forms and the issuing of the
testimony by the school,
e) Review of the training program of the second half-year based on the experience already gained,
f) Evaluation of the experiences of the third quarter with the participation of
the theory teachers and the practical trainers,
g) Comprehensive assessment of students at the end of the year with the participation of theory teachers and practical trainers,
h) Development of educational programs for the necessary retraining in
summer,
i) Preparation and completion of the summer internship,
j) Assessment of the summer internship and issuing certificates.

•

Learn and work out the concept and content of the train the trainer course
for trainers in the company as well as develop the Hungarian adaptation of
the trainer the trainer training program, based on the educational program
for Poland and Lithuania developed in the project and the experiences of the
practical training partners.
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•

Preparation of the Train the Trainer course in Hungary.
a) Implementation of the first Hungarian Train the Trainer course.
b) Evaluation and analysis of the experiences of the first Train the Trainer
course in Hungary.
c) Revision and completion of the Train the Trainer course for further realization in Hungary.

•

Evaluation and summary of the professional activities of the first dual year in
the professions painter / upholsterer at the TANEXT Academy Vocational
school.

•

To get to know the experiences of the first school year and the professional
content during the implementation in Lithuania.

9.3. Time frame August 2016 – August 2017
•

Preparation of the second year of dual education in the professions painter/upholsterer at the TANEXT Academy Vocational school from September 2016, 1 – June 15, 2017.
a) Synchronising the timetables of the school’s and the practical training’s
parts,
b) Revision of the evaluation system of the participation and progress of the
pupils and the support activities,
c) Preparation of trainers in the company using the Train the Trainer training
program.

•

Performing the second dual year in the professions painter/upholsterer at
the TANEXT Academy Vocational school from September 1, 2016 to June
15, 2017.
a) Summary of the experiences of the first quarter with the participation of
the theory teachers and the practical trainers.
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b) Assessment of the performance of the students in the first half-year: assessment of the theory by the school and assessment of the practical activities by the instructor with the help of evaluation forms, and issuing of the
testimony by the school,
c) Selection of the students who are allowed to take part in the examination,
based on the proposal of the practical training partners,
•

Development of the individual preparation program for a successful specialist examination.
a) Preparing students for the exam,
b) Activities to support students' job search based on the proposals of the
training companies.

•

Conduct the examination with the participants, who have already completed
the first year of training.

•

Review and adjustments to the educational program of the second semester
of the pupils who are unable to take part in the examination.
a) Summary of the experiences of the third quarter with the participation of
the theory teachers and the practical trainers,
b) Comprehensive assessment of students at the end of the year with the participation of theory teachers and practical trainers,
c) Development of educational programs for post-summer training,
d) Preparation and completion of the summer internship,
e) Assessment of the summer internship and issuing certificates.

•

Preparation of the second year's training plan at the TANEXT Academy Vocational school in a dual educational framework, from September 1, 2016.
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a) Complement the contents of the professions painter / upholsterer with
contents for tiler.
b) Incorporation of the content and educational experience of vocational
training to Finisher from Lithuania into the Hungarian education program.
•

Enrolment in the vocational training of the TANEXT Academy Vocational
school in the profession Finisher.

•

Involvement and preparation of further SMEs as new training partners, as
well as a summary of the experiences of previous training partners.

•

Summary of the experiences of the Hungarian Train the Trainer course and
development of the final training program for the trainers of the companies.

•

Summary of the experience of the first and second year of the dual training at
the TANEXT Academy Vocational school and the identification of the necessary support activities to spread the dual vocational training in Hungary.

•

Involvement of other vocational training institutions in the dual vocational
training system. Supporting the preparation of further dual education in
Hungarian partnerships in the 2017-2018 school years in various professions.

•

Preparation of the educational programs of the dual grades in the school year
2017-2018 at the TANEXT Academy Vocational School and school enrolment.

•

Dissemination of the experiences of the dual vocational training project in
Hungary and the qualification of trainers of enterprises.

•

Development of a support system to spread the experience of the project in
Hungarian.

9.4. Time frame July - August 2017
•

Summary and analysis of the activities and experiences of the project.
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•

Further use of the training programs developed in the project, development
of further necessary activities to achieve sustainable results.

•

Dissemination activities to achieve sustainable results of the dual vocational
training in Hungary.
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1.2 | Implementation plans for the future introduction of
dual vocational training in Poland7
1. The nature of dual vocational training – Polish experience as compared to other EU countries
The dual vocational training involves on-the-job training organized by the employer in a company and the theoretical education provided by school or gained outside
school. This kind of training is very popular in Germany, Austria, Switzerland, Norway and France. In Germany "more than two thirds of young people leaving compulsory school choose as a further educational path the dual system" then usually finding
the employment in the training company8.
Model of professional education called dual system involves a combination of
practice with theoretical education. The practice was defined as employment under
the contract of employment concluded between the employer and the employee as is
the case with the training of young workers in Poland. It should be noted that the
practical training in Poland within the meaning of the Apprenticeship Regulation is
wrongly equated with professional practice in Germany, which is de facto apprenticeship by working in the company.
In a document published by the Minister of Education entitled "Education in the
Polish model of dual vocational education. Cooperation with companies with special
emphasis on the changes resulting from the Act of the 20th of February 2015 amend-

Dr. Monika Zajkowska and Dr. Agnieszka Sałek-Imińska, Hanseatic Institute for Support of Small and
Medium Enterprises
8 Dziewulak Dobromir, Vocational training in Poland and in selected European Union countries Analysis of BAS, ISSN 1899 No. 6 (95) of 22 April 2013
7
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ing the Act on the education system and other acts"9 the dual vocational training is
defined as theoretical training provided by school and vocational training by the employer. According to the current legal solutions concerning Polish education system
there are two types of dual education:
1. Fulfillment of the obligation of learning in the form of employer-provided vocational training as a juvenile employee;
2. Practical training implemented in whole or in part by an employer within the
framework of the cooperation between schools and employers (without conclusion of
a contract between a student and an employer) - students of vocational schools, technical schools and post-secondary schools.
In Europe the system of dual vocational training in all the vocational and technical
schools, plays an important, if not dominant, role, in particular in the following countries10:


Switzerland - 87% of students of vocational and technical schools benefit from
the dual system of vocational training, and only 13% is educated based on the
professional school system;



Germany - 69% of students of vocational and technical schools learn their profession in the dual education system, 31% studies in the professional school system;



Czech Republic - 58% of students of vocational and technical schools study in
the dual system of vocational training, 42% in the professional school system;

Regulation of the Ministry of National Education of 11 August 2015. Amending the regulations on
apprenticeship, Pos. 1183 pursuant to Art. 70 sec. 4 of the Act of 7 September 1991. Education System
(Journal of Law of 2004r. No.256, It. 2572, as amended)
10 D. Karbowniczek, System dualnego kształcenia zawodowego- czy to się opłaci, Edukator zawodowy,
http://edukator.koweziu.edu.pl/index.php/archiwum/57-57 (12.02.2015)
9
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Hungary - over one third of students participate in the dual system of the vocational training (37%), while 63% studies in the school system of apprenticeship;



Netherlands - 33% of the participants of the vocational training is taught the
profession in the dual education system; 67% of students participates in the
school education system.
There are several types of schools in the German dual education system, namely:
•

primary school: for students aged 6-10;

•

lower secondary school - the equivalent of a Polish junior high school: for
students aged 10-15 / 16;

•

vocational schools providing education in the dual system: half of the time
(about 51%), full time (about 12%) and

•

upper secondary schools - equivalent to the Polish high schools (about 37%)
– for students aged 15-19

Persons over the age of 19 may continue their education within the higher education system (university) or may enter the labor market and continue vocational education. A very important part of the dual education system is the practice in enterprises.
In addition to the various types of schools, the German upper secondary vocational education system is based on the cooperation of many partners. Various entities
involved in this process assume different roles and responsibilities. Moreover, the
practice of seeking traineeship by graduates and participation in practical training play
a special role. 11
German model of the vocational education, so-called dual system (double check
system) combines the theoretical learning with the practical vocational training which

11

A. Kwiatkiewicz, Vocational education in the German dual system, E-mentor No. 1 (13) / 2006,
downloaded from the side www.e-mentor.edu.pl/artykul/index/numer/13/id/245
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constitutes a preliminary vocational training. Trainees in dual education most often
undergo a three-year apprenticeship at school and in the workplace according to the
chosen profession or in specialized vocational schools being subject to an exclusive
supervision of the State. In the dual education system in Germany both federal and
state level partners are involved. There are the following stakeholders in the process:
the state, social partners (representatives of employers and employees) and chambers
of industry and commerce or craft chambers.
State bodies involved in dual vocational training at federal level are primarily the
Ministry of Research and Education and the Ministry of Labor and the Economy.
State responsibility at the federal level is to establish general rules concerning the
organization of the process of upper-secondary education. These principles assumed
the form of the Vocational Training Act (Berufsbildungsgesetz). According to the
provisions of this act, regulations of the learning set by representatives of all groups
involved in the process are implemented by the competent minister at the federation
level - most often the minister of economy. Professions classification being in force is
an essential attachment to the Act which in 2001 numbered 360 professions. The dual
system doesn't include the civil service, partly also the professions performed in the
department of health. It is noteworthy, that when the Vocational Training Act came
into effect over 30 years ago, the service sector had a lower significance than it has
today and therefore the professions typical for the service sector are not included
therein. According to the discussed act the condition of learning under the dual system is the completion of a ten-year secondary modern school.
In characterizing federal legislation in the field of the lifelong education, one
should mention The Vocational Training Act, which regulates education of young
persons leaving the system of the compulsory learning. This document determines
that the vocational training combines preliminary education, lifelong education and
retraining programs. According to the German constitution, the regulations arising
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from this act do not influence the functioning of vocational schools which are left in
the discretion of individual Lands12.The German system obliges all enterprises to join
the Chamber of Industry and Commerce, but does not oblige them to accept students for internship. Despite the lack of such a legal requirement, the majority of
companies adopt students for practice regarding it as a natural course of events.
Herein it is worth emphasizing the cultural conditioning of the dual system, having its
roots in the 19th century and derived from the craft. The long - standing tradition
caused that they felt and still feel in most cases, obliged to accept graduates for practice, even in the absence of official regulations of this issue, which would impose such
duty upon them. It is possible to put forward the thesis on the voluntary, conditioned
tradition of enterprises joining the process of vocational education. It happens so,
because the practice system allows for the education with a relatively small cost of the
specific number of young people acquainted with practical aspects of work, rather
than only with its theoretical part. It is worth adding that through the entire duration
of the practice the enterprise benefits from the work provided by the cheaper employee. Additional advantages of this system are a real influence of enterprises on the
offer and a way of organizing the system of the vocational education, and in consequence on the competence of graduates.
The situation is different in case of young unskilled workers. Apart from the voluntary support on the part of employers, the dual system additionally is enhanced
with federal regulations which impose an obligation on the employers to finance or
support the organization of trainings for representatives of this group. Enterprises
can sign agreements as part of their sectors or industries. Such sector agreements strengthened by federal and domestic regulations - cause that, due to the fair share of
costs incurred on trainings, a threat of buying trained employees is reduced, and the
training itself is perceived as added value of both individual and collective nature 13.

12
13

Ibidem.
Ibidem.
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Seeing results of Germany, many persons propose to implement this system tested
in Germany also in Poland. In order to make such decision, one should point out that
in Poland there is tradition in the scope of internship - e.g. in the craft. We must also
remember that transferring the German system into our country is not possible in the
1:1 relationship, because accompanying conditions are completely different. However, it is possible to draw on the knowledge and experience of the states which introduced the systems of vocational training. Therefore, concluding, we should develop
the Polish dual system, enriching it with these elements of the German dual system
that would fit our internal conditions (economic, social and educational). It should
influence the improvement in the quality of education and reduce the incongruity
between qualifications of employees and the needs of employers.
In Germany, person trained based on dual vocational education system generally
learn the profession three years at school and in the workplace in accordance with the
chosen profession or in specialized vocational schools under the exclusive supervision of the state. There is also a dual system implemented for persons aged 16 without limit. This means that it can be and is being implemented at all levels of education. In the dual education system in Germany the federal level institutions are involved (Ministry of Education and Research), as well as the federal states (Länder),
chambers of commerce and crafts, employers and students. The students themselves
seek out employers in their chosen profession. After years of activity and changes in
the German vocational training system effects of reducing unemployment among
young people can be observed. It also reduces the mismatch of qualifications and the
needs of employers.
Dual system is organized by employers and schools or educational institutions. In
this system:
•

vocational training (so-called practice) is taken at the employer's company or
craftsman;

•

students are employed under the contracts of employment and receive specific compensation for their work;
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•

theoretical education is organized at schools or outside school;

•

one is educated in a certain profession, specialty and qualifications;

•

training ends up getting a formal qualification – profession;

•

there is an optional possibility of obtaining additional certificates.

According to its nature, the dual system should provide the student with theoretical knowledge, while providing direct contact with the labor market. It consists of:

14

•

apprenticeship organized by the employer and vocational theoretical and
general education in basic vocational school or, in case education at school is
not possible, conducting vocational theoretical training in the Centre for
Training and Professional Development (the third level of education according to ISCED 2011);

•

alternate learning of students employed in the workplace and receiving instruction at the high school (fifth and sixth level of education according to
ISCED 2011). It should be noted that often in the education environment
(especially in promotional activities) dual system is defined as organizing
teaching classes and practices by the employer, despite the fact there is no
contract of employment between the student and the entrepreneur. Probably
due to the ambiguity of the term "vocational training at the employer" during
the implementation of practical education. It is used interchangeably to describe two different processes:

•

apprenticeship with an employer - "Practical training for students is organized by the school" (§3.1.14). Practical classes are held at the employer (as a
place) and are taught by teachers employed at school. In this case we are talking about the school cooperating with the employer;

Regulation of the Minister of National Education of 15 December 2010 on apprenticeship (Journal of
Law of 2010, No. 244, It. 1626)
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•

apprenticeship with an employer - "Practical training is organized by the employer, which concludes with a student the employment contract for vocational training" (§3.2.15). Practical classes are held at the employer (as a place),
and are conducted by apprenticeship instructors employed by the employer.
In this case, we can talk about the dual system.

It is always important to clarify these concepts in order to determine whether it is
education in the dual system, or only the form of cooperation with the employer /
craftsman. Certainly, the above concept in both cases involves working with the employers and pointing in the right direction in the preparation of the trainees for the
labor market.
Observing the achievements of Germany, many people propose to implement this
proven German system in Poland. To make such decision, it should be noted that in
Poland the dual system has been used in the craft for a long time. In Poland, there is
a strong need to introduce a dual system in other areas of the economy and at all
levels of education. It is important in this respect to take advantage of both the experience of Germany as well as the traditions of education in Polish craft.
The answer to the question: "Should we implement the German dual system in Poland?" was provided by Susanne Burger at a conference organized by AHK16. She
pointed out and warned that "it is not possible to implement the German system to
other countries 1: 1," but we can and should benefit from the knowledge and experience of countries that have gone the way of implementation of vocational training
systems, despite the differences in internal conditions. ... ".

15
16

Ibidem.
Conference on the role and importance of vocational training in co-operation between Poland and
Germany, different experiences, different education systems, similar challenges in the labor market,
organized in Warsaw by the Polish-German Chamber of Industry and Commerce (AHK)
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Currently dual system is applied in the training of young workers attending vocational schools. Some universities also have introduced training in this system for a
number of majors. Poland should continue to expand dual system of vocational training, using our years of experience, at the same time enriching it with those elements
of foreign (especially German) dual systems that will fit our internal conditions (economic, social and educational). This should improve the quality of education and
reduce the mismatch between workers' qualifications and the needs of employers. To
achieve this, the interest and involvement of employers is required in cooperation
with schools and educational institutions. It is significant in the development of this
system, that preparing workers for the labor market is also the state support for the
employers.
2. Current situation of the vocational education system in Poland
“Vocational education system is not effective in Poland” – states Report 2016 of
the Highest Chamber of Control in Poland17. Although the market lacks professionals, the graduates of vocational schools are not in employment. The unemployment
rate in this group is as high as 41 percent. The main reason for this situation is the
mismatch between the offer of vocational schools and the needs of the labor market,
as well as insufficient conditions for vocational training, which affects the quality of
the staff educated in vocational schools. Meanwhile, Report notes that the reform of
vocational education from 2012 may not bring the desired results, because introducing numerous system changes have not changed the method of education financing.
The collapse of vocational education dates back to the early nineties of the twentieth century. The political transformation has caused the collapse of many companies
that financed vocational schools and provided jobs. Graduates trained by the old
methods had problems adjusting to the new requirements of the labor market. That

17

Information about the results of the audit. THE SYSTEM OF VOCATIONAL EDUCATION 2016.
Highest Chamber of Control (Najwyższa Izba Kontroli-NIK) KNO.410.007.00.2015. Nr ewid.
15/2016/P/15/029/KNO, Warsaw, Poland, 1 July 2016
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reduced the attractiveness of vocational schools for students. Additionally, the educational reform carried out in the late nineties resulted in a reduction of prestige and
importance of vocational schools in education in favor of the general schools with
cheaper financing. Unfavorable trends further deepened the economic crisis.
The effects of the collapse of the vocational education are felt to this day. The
number of schools teaching profession is steadily declining: in 2005, there were 5009
and in 2015 only 4026 of them. At the same time, the labor market lacks more and
more workers with practical skills related to the exercise of specific professions. Employers pay attention to the unsatisfactory quality of vocational training. Schools deprived of facilities in the workplace to conduct practical classes and ill-equipped
schools are not able to develop marketable specialists. This range of schools does not
always correspond to the market demand. As a result, 41 percent of graduates of
vocational schools cannot find work.
Opinions of entrepreneurs from EMPLOYERS OF POLAND18:
According to the diagnosis of Human Capital study conducted by the Polish Agency for Enterprise Development 75% of entrepreneurs declare trouble in finding candidates for jobs that match
their needs. A separate issue is the social competence, where the majority of vocational schools, even
the best ones, not included in the curriculum, and that entrepreneurs treat them on a par with professional competence.
Since 2012 the Ministry of Education began to implement changes in the system of
vocational education. These included, among others, reorganization of the structure
of vocational education, in order to modify the classification of occupations, the implementation of the modernized core curriculum of vocational training and uniform
system of examinations confirming vocational qualifications. The Minister also
amended the regulation on apprenticeship introducing, in September 2015, the assumptions on dual system of vocational education, which implies that the theoretical

18

Opinions of entrepreneurs from „Employers of Poland” (Pracodawcy Rzeczpospolitej)
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training takes place at school, while the practical skills are acquired by students in
employers’ companies.
Report notes that the overall assessment of the effects of changes in the vocational
education system will be possible only after the completion of the cycle of vocational
education, implemented by the new core curriculum.
The problem is the financial resources needed to implement the planned changes.
They rebuilt the system of education in vocational and technical schools, not adapting
to changing their financing model. In the opinion of Highest Chamber of Control,
the way of financing of vocational education from the state budget does not include
the actual cost of education in individual occupations. Because of the algorithm division of the educational subsidy for bodies carrying out vocational schools a uniform
weight was adopted – independent of the profession, the cost of education and the
requirements of the curriculum.
This may hamper the local government authorities to take a decision on the launch
of new or more costly direction, and thus adversely affect the adaptation of vocational education to the needs of the labor market. This situation perpetuates a model of
vocational education in the fields of education, in which directions of education do
not determine the needs of students and the labor market, but mainly owned infrastructure resources and personnel. In 2012-2014, vocational training costs amounted
to an average of 7.4 billion zlotys per year and almost entirely (96 percent) were paid
from the state budget. According to the estimates by the Ministry in 2015 means of
educational subsidies were to cover 94 percent of expenditures on vocational training
in districts. Support for bodies providing vocational education was also provided by
the European Social Fund, however, they allowed only periodically raise the quality of
teaching.
Total training costs incurred in all types of vocational schools run by local governments, calculated per student per year ranged from 6.4 thousand zlotys to 7 thousand zlotys and were significantly lower than the corresponding costs in schools, e.g.
forestry or agriculture, for which the founding bodies were ministers (from 18.5
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thousand. to 24.4 thousand zlotys per student). The results of the control indicate
that 40 percent of district governments had difficulty ensuring appropriate conditions
and infrastructure for vocational training. In almost all visited schools (11 out of 12
inspected) the irregularities were found in the organization of education, housing
conditions and equipment. This applied in particular to adaptation of technological teaching base to the requirements of the new core curriculum. More than one-third
(37 percent) of school directors surveyed by Highest Chamber of Control considered
that the equipment of educational base schools is outdated and inadequate for the
implementation of the curriculum. This significantly affects the quality of education
and opportunities of graduates in the labor market.
Another problem is the mismatch between the schools offer and the labor market
needs for specialists. The report notes that there is no comprehensive system for
forecasting demand to work in a few years' perspective. Analysis uses a limited
amount of data, or these are even not the leading ones e.g. market research and analysis of labor market carried out by the Ministry of Labour and Social Policy in 20122014 did not provide full information about the needs of employers, as adopting by
the Minister of the methodology to collect data on scarce occupations was based
mainly on information recorded by the district and provincial labor offices regarding
unemployed. Since 2015 minister introduced a new information-gathering tools, using
online analysis of jobs and the results of questionnaire filled in by the entrepreneurs.
Local authorities and directors themselves are responsible for appropriate planning
of vocational education and adapting it to the needs of the local market. Meanwhile,
the investigation showed that some of the new directions of education, reported to be
run by school principals, were accepted by the boards of counties without a fair discernment of the market needs, and sometimes even in spite of the negative opinion
of employment councils.
Report also noted cases in which local authorities agreed to open a school that did
not have a qualified teaching staff and appropriate teaching base for teaching a particular profession. It all points to the lack of market analysis and integrated actions,
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which at the same time defined business plans and structure of vocational training.
Only one in five controlled districts have adopted local development strategy, taking
into account the need for education on vocational training. In addition, every second
controlled district did not have even the current plan of own network of secondary
schools. Controlled schools did not have the reliable analyzes of the needs of the
labor market, and even in case of their preparation they did not always translate into
the actual decisions regarding selection of the profile of education in schools. Therefore, the directors were often guided by the available techno-teaching database and
available teaching staff. This justified the lack of any additional costs related to the
launch of a new direction.
Opinions of entrepreneurs from EMPLOYERS OF POLAND19
According to the employer’s main factor impeding finding the right workers graduated vocational
school is still a mismatch between education and labor market needs. With the rapid changes in the
economy, education is not keeping pace with the introduction of new directions and customizing training programs. The answer of education to the market needs is too slow in relation to technological
change. These delays will be even more pronounced in the era of the ongoing process of innovation in
the economy.
Employers asked about demands from the point of view of changes in the system
of vocational training, among others, indicated the need to increase the number of
hours of practical education to be completed under actual working conditions.
Meanwhile, according to surveyed counties, 21 percent conducted schools struggling
to provide students with a sufficient number of places for professional apprenticeship. These problems can be solved by the Ministry through introducing the dual
system of vocational education, in which students gain practical skills with the employers.

19

Opinions of entrepreneurs from „Employers of Poland” (Pracodawcy Rzeczpospolitej)
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Opinion of entrepreneurs from LEWIATAN CONFEDERATION 20
For employers, an extremely important factor in assessing the suitability of an employee to work is
the experience in the profession. In the case of young people, it is difficult to acquire experience during
the period of study, so it is important to spread, especially in vocational schools but also at the universities in the fields of the so-called practical system called dual education, which consists in the fact that
part of the time is spent on learning theory in school, and more on apprenticeship in the workplace.
To develop the dual system, it is necessary to better link education with local entrepreneurs. It should create mechanisms of cooperation between companies, local
government and the Ministry of National Education.
Opinion of entrepreneurs from LEWIATAN CONFEDERATION 21
What is needed is the introduction of mechanisms to bring vocational schools to the development of
education in the dual system through the mechanism of financing of vocational schools that would be
beneficial for schools providing classes in the dual system. It is indispensable to attract and encourage
employers to engage in dual education. This requires the reimbursement of employers for their contribution to the dual system of vocational education and trainings of guardians of students under the
component of practical training and reduction of the bureaucratic burden for the settlement of the
refund.
Introducing a dual system Poland benefits from the German experience, where the
practical part of the apprenticeship offered by the employers has been operating for
many years. Associations of entrepreneurs and employers note, however, that the
German system cannot be directly translated into the Polish market.
A good example of vocational education may be the idea of creating so-called educational clusters, which bring together employers, vocational schools and local au-

20
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Opinions of entrepreneurs from „Conferedation Lewiatan” (Konfederacja Lewiatan)
Ibidem.
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thorities, as well as other entities such as chambers of crafts and local educational
authorities.
They are supposed to support the development of vocational training tailored to
the needs of local labor markets and companies and enterprises present on the market. The idea is to increase the involvement of employers in apprenticeship by sharing
their practices and professional internships. Such educational clusters are formed
around special economic zones (SEZ) and become increasingly popular. According to
estimates by the Ministry in the school year 2015/2016 based on cooperation of economic zones with vocational schools 160 companies operating in the zones will adopt
for practice approx. 4 thousand students. In addition, zone companies often create
classes under their patronage; co-create school workshops providing equipment and
training materials, and award prizes for the best students. In many cases the cooperation of vocational schools with specific companies boils down to preparation of new
employees for the needs of these enterprises.
Opinion of entrepreneurs from LEWIATAN CONFEDERATION22
Analyzing the number and structure of business entities registered in Poland and the traditions of
the German association one can come to the conclusion that introducing a dual system of education
that is a copy of the German system will achieve only partially successful. In Germany, we have about
23 times more medium-sized enterprises and 6 times more large companies than in Poland, and
employer associations self-organize vocational training and fully fund it. Due to the high volatility of
the economic situation of Polish micro and small businesses they are not able to diagnose the needs in
terms of employment and have trouble deciding to invest in human capital.
This example shows that a vocational education well-tailored to the needs of the
market, ensuring employment for graduates, can become an alternative to general
education, which is also in crisis. Data from Social Diagnosis 2015 show that in the
past few years, the wages of physical workers increased and they earn not much less

22

Opinions of entrepreneurs from „Conferedation Lewiatan” (Konfederacja Lewiatan)
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than government officials. The possibility of emigration for professionals to European Union countries also increased.
In the opinion of Highest Chamber of Control under-funded vocational education
and perception of schools as institutions of inferior choice poses a risk of ineffective
spending of public funds. Students educated in these conditions do not meet the
needs of the labor market and do not meet the expectations of the employers. Ultimately, this could exacerbate a situation in which the demand for educated graduates
will not be compatible with the vocational schools not only in terms of number of
employees, but also the quality of their qualifications and competences.
On the basis of the results of analysis the following actions are recommended in
the area of vocational education taking into account implementation of dual vocational training in Poland:
For Minister of Education:
•

changes in the financing of vocational education involving the combination
of mechanisms of state funding to the actual costs of education in various
occupations;

•

monitoring the implementation of the new core curriculum of vocational education in the context of adapting technological – teaching base to the requirements;

•

monitoring the efficiency and effectiveness of the solutions related to the dual system of vocational education;

•

taking action to provide the schools with regular career counseling, including
the secondary schools;

For authorities leading vocational schools it is recommended to:
•

recognize and adapt the vocational education offer to the needs of the labor
market;
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•

ensure that the conditions of vocational education at least comply with the
requirements of education law;

•

provide an opportune timely plan of network of public secondary schools;

•

create the image of vocational education as a positive choice;

For directors of schools educating young people in the profession:
•

exploit the potential of partnerships with local employers, in order to improve the quality of education;

•

ensure local conditions and teaching equipment complying with the requirements of law;

•

take measures to eliminate violations of legislation on health and safety at
school;

•

ensure schools systematic career counseling;

•

provide systematic professional development of teachers.

3. Dual vocational training in the context of new educational reform from
the 1st of September 2017
The foundation of changes introduced in the new reform is to strengthen the position of entrepreneurs in the education industry model. In connection with the introduction of educational reforms, from the 1st of September 2017 in the education
system in professions the following schools will lead 23:

23

•

4-year technical school for young people, and since September 2019 - 5-year
technical school

•

3-year industry school I degree for young people (in place of the existing vocational school) and

http://reformaedukacji.men.gov.pl/, 28.02.2017
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•

2-year industry school II degree (for graduates of industry school I degree September 2020),

•

post-secondary school.

Instead of the current system - six years primary school, three years of lower secondary school and three years of general secondary school or four years of technical
school, the Ministry of Education will introduce education structure similar to the
pre-1999. The existing primary school will be converted to 8-class public school.
Lower secondary schools will be abolished. Consequently, the general secondary
school will take four years and technical school five years. A new element in the system is that primary education will be extended to four classes. By this time the child
will be working with one teacher, and in the last class, thanks to a new lesson - propaedeutic will start to stage a gradual implementation of subjects such as mathematics
or history. It will also create a two-stage, five-year industry school, which will replace
the so-called vocational schools.
Students who are in the process of lower secondary school education or start it in
September 2016 will complete education under the old system. As a result, in the
school year 2019/2020 the general secondary schools, technical schools and industry
schools will be attended by the graduates of the VIII class of the new system and
graduates of class III of the lower secondary schools based on the old system. The
buildings will have to accommodate a double year student. This situation triggers
competition for a place at the selected general secondary school. The Ministry of
Education is still discussing the possible introduction of entrance exams. No details
have been announced by the Ministry yet.
The Minister of Education also announced that the transitional period from the
old to the new system will last three years. At that time, a local government will decide whether class VI to VIII will be housed in the buildings of primary and lower
secondary school buildings.
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Changes also concern the curriculum. As noted by the Minister of Education, the
new system completely departs from the integrated teaching. The following subjects
will disappear from timetable, e.g.: nature, which will be replaced by the traditional
biology, chemistry, geography and physics. There will also appear more hours of history and Polish language. Ministry of Education is going to develop the curriculum
for educational hours, the topics of which were selected until now by the teachers at
their own discretion.
As pointed out by the Ministry of Education, in the face of a catastrophic demographic decline the main aim of the reform is "to save potential of Polish education."
The detailed program and plan of its implementation does not exist yet. The Ministry
does not provide how much it will cost to introduce the new system.
One of the important elements of educational reform is to change the formula for
the operation of vocational schools. The reform of the education system assumes
operation of the two-steps industry school (3-year industry school first degree and 2year industry school second degree). From the system of education, the basic vocational schools will disappear - which will be gradually extinguished.
From the 1st September 2017 basic vocational school will change to an industry
school first degree. The transformation occurs by operation of law, while the body of
the local government unit shall be obliged until the 30th November 2017 to adopt the
resolution, in which it finds to transform basic vocational school into the industry
school first degree. The introduction of industry school second degree has been
planned for graduates of industry school first degree for the school year 2020/2021.
In the industry school first degree the training in one qualification will be implemented.
After graduating industry school first degree and passing the examination covering
gained qualifications, a graduate receives a diploma certifying professional qualifications, as well as basic industry education.
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Graduates of industry school first degree educated in professions, who do not decide to study at the industry school second degree, will be able to work or choose a
general secondary school for adults ranging from class II and decide on qualifying
vocational courses.
The introduction of a 2-year industry school second degree provides continuation
of vocational education in the school system. The establishment of industry school
second degree for graduates of the industry school first degree will enable, without
interrupting the learning process, preparation for the abitur. This school will enable
graduates of industry school first degree to continue their education in the school
system. This means that it will be possible to obtain a diploma confirming vocational
qualifications in the profession taught at the technical level and obtain abitur. II level
industry school will operate in professions that have continuation on the technical
level. After graduating from second degree industry school and after passing an examination covering the second qualification, a graduate obtains secondary industry education and a diploma of technician. At least 50% of classes in the industry school will
be dedicated to practical training. In the proposed structure, technical schools will be
operating under the existing rules, with the final exams at the basic or advanced level
of abitur and diploma confirming vocational qualifications.
Graduates of industry school second degree will be able to join the abitur, and after obtaining a secondary school diploma can continue their education in higher education system. Both students of industry schools first degree and industry schools
second degree will be covered by educational activities. Adults can continue their
education in schools for adults, on qualifying vocational courses or may confirm the
level of education and professional qualifications through external examinations.
The aim of the changes in vocational education is to reconcile the dual system of
education with the needs of the economy. An important element is cooperation with
the companies constituting the economic environment of the school. One form of
such cooperation should be organizing real work for students with employers - in
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order to learn the profession in the actual working conditions, using modern technology, i.e. within the framework of dual education.
Dual training is a solution that allows to organize the mid-school activities, half of
which to be performed in the workplace. In Poland, it affects about 100 thousand
young people. Although, there is lack of regulations on dual education in Poland, in
practice, this type of learning exists. What distinguishes studying in this system, is to
have two kinds of legal status:
•

“a juvenile employee” and “student”. This applies to situations where young
worker is trained in basic vocational school. In this case, the provisions of
the Labour Code apply including its implementing regulations, along with the
Education Act and its implementing regulations.

•

“just a juvenile employee” - this applies to a situation in which theoretical
training is carried out in non-school system. In this case, only the provisions
of the Labor Code apply along with its regulations. This formula is much less
popular, and in case of craft businesses applies to ca. 9% of juveniles.

Dual education has also been introduced by the universities as a form of employment of young workers. Unfortunately, in the current legal status, there is no possibility of conducting dual education at technical schools. In new education reform, there
is no new regulation regarding introduction of dual system of education on other
levels of education.
The Ministry of Education has already taken action in order to better prepare students for informed and responsible choice of educational paths. These solutions include the introduction of classes implementing professional consulting, as one of the
activities of teaching-educational school. Elements related to consultancy work will
be carried out in the last years of primary and secondary schools. In addition, among
the activities carried out by the Ministry in the field of vocational training one can
mention the inclusion of employers in the process of creating a core curriculum, including the development of new grounds for 54 professions. The most important is
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especially working with representatives of the social partners, including employers for
adapting vocational training to the needs of the labor market (the project “Partnership for vocational training from 2016 to 2018”). Draft of regulations on the classification of professions and core curriculum of vocational education are currently at the
stage of external arrangements.
Quick response to the needs of the labor market in terms of new professions incooperation with other ministries is also possible through the operation of "branch line"
(direct contact of experts from various ministries on the education industry). Priority
for the Ministry in the area of vocational training is the active involvement of employers in the process of training and examination. In the current economic structure
of the country, it is necessary to introduce a model of education, where an important
role is played by a well-equipped Practical Education Centers with close cooperation
with employers and school workshops24. It is important to create conducive conditions, so that each student could pursue a part of vocational training with the employer.
The Ministry of Education intends to intensify co-operation at the system level
with employers' organizations, professional associations and economic selfgovernment.
The head of the Ministry of Education announced the gradual introduction of a
dual system of education, involving employers in the process of training and examinations, creation of two-gradual industry schools and the creation of the Corps of Experts and a special Fund for the Development of Vocational Education25.
The premise of the proposed changes is that in every county there operated one
center of practical training. Its task would be to coordinate vocational training, counseling and organizing and conducting professional examinations. In the process of

24
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Polish original language Centrum Kształcenia Praktycznego
Polish original language: Korpus Fachowców i specjalny Fundusz Rozwoju Edukacji Zawodowej
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realization of adult education, centers will conduct training for the labor market corresponding to the needs of employers in various industries. They also act as a certification center based on the Act on the Integrated Framework of Qualifications.
The current model of vocational training in the education system does not fulfill its
function. Educational requirements in relation to a large group of students from
technical schools are too high. This is confirmed by available data: 1 to 10 students of
technical schools will not proceed to final exams, every 2 students does not pass abitur, 1 in 4 students of technical schools does not accede to it at all, and every 3 student of technical school does not pass the professional examination.
Priority for the Ministry in the area of vocational training is the active involvement
of employers in the process of training and examination. Such actions will be possible
thanks to: creation of new jobs and the core curricula; curriculum development for
the profession (in cooperation with entrepreneurs), taking into account the skills of
graduates to meet the needs of the local and regional labor market; implementation of
the process of practical training for students (in cooperation with the school and the
center of practical training); retrofitted schools / centers of practical training in modern base techno-teaching; personal support for schools and involvement of employees of the companies in the practical training of students.
The statistical data shows a high demand for graduates of vocational schools, while
there is an oversupply of graduates of general secondary schools and higher education, who often reclassify immediately after graduation. This situation is due to, inter
alia, ineffective professional counseling. Therefore, the Ministry proposes solutions
such as:
•

the introduction of the framework programs of professional consulting;

•

taking into account the advice issues on the curriculum at every stage of education;

•

obligation to examine the professional aptitude of students before choosing
the path of education in the psychological and pedagogical center.
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In connection with the need to adapt vocational training to labor market needs in
specific industries the Ministry proposes to issue a revised opinion in time for the
district and provincial councils in the labor market. The opinion will address the introduction and continuation of vocational education in profession. Provincial Labour
Offices will issue it on the basis of investigation and reliable diagnoses in terms of
demand for workers in specific occupations.
One of the barriers to adapt education to the labor market is the lack of a system
of training teachers for vocational education, which resulted in the generation gap.
Therefore, the Ministry of Education proposes the creation of a "Corps of Experts" highly qualified specialists acquired from the companies. It will also create an educational and professional portal at the regional level, which will provide information on
the needs and opportunities for practical training with employers to both the school
and the employer.
As part of the changes in the vocational education Ministry proposes the creation
of a special Fund for the Development of Vocational Education, aimed at funding:
retrofitting schools; center of practical training in modern base techno-teaching; expansion of the network of centers of practical training; costs of conducting practical
training at the employer; organizing internships for vocational education teachers to
update knowledge and skills; incentive payments for vocational education teachers
employed at the school, in the center of practical training; additional industry allowances for students of vocational schools; counseling. The source of financing of the
Fund could be funds coming from the Labour Fund, state companies, the contribution from associated companies.
4. Concept for dual vocational training implementation in Poland
The process of the dual vocational training implementation in Poland specifies
four groups of activities: preparation of dual vocational education training (VET),
implementation of dual VET, education and preparation of SME mentors and promotion of dual VET.
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One should consider the existence of the vocational education above all in the
context of the labour market - it is a part of the entire educational system, and its task
is to prepare a student to pursue a particular profession. Therefore, it should be considered whether in our country it is possible to educate graduates adapted to the conditions of the contemporary economic system, being able to find their place on the
labour market and get recognition of the employers rapidly.
On account of:


dynamic changes in the demand for the work which requires the significant flexibility along with the occupational mobility;



substantial reduction of the significance of traditional economic branches to the
benefit of the new and innovative ones, where often (completely exaggeratedly) a
higher education is expected;



the vocational education, should in the more active and dynamic way participate
in processes occurring in the economic and social sphere.

In the Pomeranian province, in particular outside the areas of major cities, the vocational training has a long-standing tradition, along with an enormous potential that
it often has at its disposal, which must be used in order to improve the efficiency of
the regional labour market that will certainly contribute to the economic growth.
Unfortunately, long-term negligence connected with popularizing the secondary
school education, led to the situation where the reactivation of this process required
immediate corrective actions in order to raise the vocational training from the crisis it
was in.
Preparation of initial dual vocational training program consists of the following
steps:
1. Identification of the needs of the enterprise
This process is important to identify the needs of local enterprises (grouped by
sector). This is to identify the key roles, responsibilities, tasks, tools, techniques and
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technologies that are required by the industries. This is the first step preceding the
determination of the program of training and is required to identify needs and deliver
solutions according to actual needs.
During this process stage, it is recommended to:
a. Identify the industries in the region;
b. Identify the standard program that better fits the needs of the company;
c. Implement the recommendations and suggestions for changes or adapt them to
the training programs.
This process takes place at the beginning of the program, but it is important to
perform it periodically to ensure continued adequacy.
2. Recruitment of the students
The process of selecting a student is the key to ensuring the success of any vocational training program. The choice is a common process of school, the student and
the company to ensure that the interests of the student are consistent with the profession, which will be developed and practical tasks. During this process step it is recommended to:
a. Identify the students interested in the program;
b. Present the program of dual VET;
c. State the training capacity of enterprises to accept trainees;
d. Interview trainee by the company and his/her adoption to the training process;
e. Conclude formal agreement between the school, student and business, including:
content, evaluation, roles and responsibilities, processes, monitoring and reporting.
The next step of the process is implementation of dual VET in the organization,
which consists of:
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1. Implementation of the dual VET
In order to ensure consistency between theory and practice the cooperation between enterprises and schools is required to adjust the theoretical courses (including
concepts, exercises, methods, tools and techniques) used by enterprises and practices
which will be developed in the company. A key factor in the success of the program
is to identify the practices that enterprises reflect in theory and exercises. This process
is about integration and continuous adaptation between businesses and schools, to
reflect and ensure the adoption of innovative techniques and tools.
In order to ensure successful implementation, it is recommended to provide the
following:
a. Identification of the standards program;
b. Ensuring relevance of practice with theory to the needs of industry;
c. Completion and adaptation of theoretical materials to the needs;
d. Definition or completion of standard practices implemented in enterprises.
2. Adapting of the training
Practical training in the company must be consistent with the theory in order to
ensure maximum benefit. Practice may not always be fully customized because of the
interests of the company. But the important thing is that there is a link between education at schools and work in enterprises. This process is about planning work for the
company, as well as the way in which it is expected to be done (tools, techniques,
technologies) and the method of measuring the success of the work.
The third step in the process of implementation of dual VET is education and
preparation of SME mentors.
Mentors are people who support students in enterprises during practice. It is necessary to have specially qualified mentors among the staff of the enterprises, possessing both highly developed practical skills and pedagogical competences permitting
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to train apprentices. Mentors need to be carefully selected and educated to provide
them with the necessary skills, but they also act as an integrator between enterprise
and school to ensure the development of training of apprentices as expected. They
shall ensure that the organizational problems have been solved, the practice and theory are consistent and the practices are compatible with the functioning of enterprises.
This process includes the recruitment and training of trainers to work in enterprises.
In the preparation of programs for mentors and their implementation it is planned to
use Concept, Curricula and Examinations regulations for trainers at SMEs, which are
developed within the framework of the project.
At this stage, it is recommended to conduct:
a. Identification of entity personnel capable of training;
b. Assessment of the skills necessary for the profession of mentor;
c. Training to fill the gaps between desired and actual skills of mentor;
d. Evaluation of selected trainers to ensure the skills and competences acquired by
them;
e. Formal acceptance of the organizations and trainer’s capability to train the trainers;
f. Involvement in the process of selecting students;
g. Presentation and approval of the educational program.
Current laws and legal regulations binding in Poland do not provide for any mechanisms, which could motivate employers to invest in dual VET and to take part in
such program and, on the other hand which could encourage students to take part in
this kind of education. In Poland, there is a lack of understanding of the long-term
benefits of dual VET. Model of publicizing activities should include the following
target groups:
•

Entrepreneurs and other organizations;
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•

All levels of education (primary school, VET schools, lower secondary
schools, students etc.);

•

Unemployed young people without qualifications;

•

National, regional and local authorities.

In promotion program, it is recommended to conduct a promotional campaign directed to the local communities, aiming to change the perception of the vocational
education.
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1.3 | Concept of the implementation of dual vocational
training in Lithuania26
The dual vocational training concept in Lithuania (hereinafter – the Concept) is
mainly based on the German dual vocational training model that ensures high-quality
preparation of specialists for different sectors of the economy and youth employment.
Dual vocational training is old and the most widely used method of vocational
training in the world. Its application began in the Middle Ages, when craftsmen workshops started the training of apprentices. Apprentices’ training spread mainly in
protestant countries, especially in Germany. Dual vocational training system is based
on traditional training of craftsmen, which is grounded on a vocation to a particular profession, self-education and learning-by-doing principles27, so the Concept first briefly presents
the essence of the dual vocational training and the advantages that are appropriate to
use in the development of vocational training in Lithuania.
Afterwards it examines the preconditions of dual VET implementation in Lithuania, revealing the Lithuanian vocational training system peculiarities and the need for
dual training application, legal and financial conditions necessary for the organization
of dual vocational training.
The Concept mainly focuses on the dual vocational training implementation plan.
The plan presents briefly the activities associated with partial vocational training and
mentoring programmes preparation and their implementation based on German and
other EU countries dual vocational training experience. The publicizing activities of
dual vocational training are discussed separately.

26
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Dr. Ricardas Kliminskas and Rimanta Pagiriene, Panevezys College
Kuo bus naudingi Lietuvai kuriami sektoriniai praktinio mokymo centrai? Švietimo problemos analizė.
2012, gruodis No. 21 (85). ISSN 1822-4156
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In the last part of the Concept the development of dual vocational training in
Lithuania is discussed.
Abbreviations
European Credit System for Vocational Education and Training – ECVET
Lithuanian qualifications framework – LTQF
Qualifications and Vocational Education and Training Development Centre –
KPMPC
Work- based learning – WBL
Chamber of commerce, industry and crafts – PPAR
Vocational education and training – VET
Vocational school – VS
Sectoral practical training centre – SPMC
Ministry of Education and Science of the Republic of Lithuania – MES
The small and medium-sized enterprises – SMEs
Initial vocational education and training – IVET
1. The essence and benefits of the dual vocational training
In Europe three basic vocational training models can be distinguished conditionally: the liberal market economy (the United Kingdom, Ireland), state-regulated
(France, Italy, the Scandinavian countries) and German dual corporatist (Austria,
Germany, partly The Netherlands). Such different models formed, because during the
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industrial revolution in England the priority was given to the economy, in France – to
politics, in Germany – to society28.
The European Commission defines from the German-speaking area known dual
vocational education as one of three models of work-based learning approach: apprenticeships in “dual system”; On-the-job training periods; School-based programme29.
Dual vocational training model characteristics:
•

It is essentially controlled by private bodies. Dual regulation of such
schools from business and state sides is quite complicated and requires a
complex coordination.

•

The enterprise is the main place to study in this system. Students sign a
contract with enterprises, becoming a trainee with the status of employee.

•

While trainees attend vocational schools, at the same time legally they are
students and must follow the general rules of education system; common
education mission.

•

Highly specialized vocational training takes place only in vocational
schools.

•

Employers, trade unions and public authorities jointly decide on the teaching methods and content. These decisions are approved by the Parliament.
The Chamber of Commerce, Industry and Crafts has a great importance in
Germany - it decides how to organize vocational training.

•

Enterprises usually pay a salary to a trainee, which is determined through
collective negotiation.

Kuo bus naudingi Lietuvai kuriami sektoriniai praktinio mokymo centrai? Švietimo problemos analizė.
2012, gruodis Nr. 21 (85). ISSN 1822-4156
29 Manual for training dual study courses of the sector skills alliance „Skills Energy BSR“ (2014). Priedulena, Elina (ed.), Hanse-Parlament. Baltic Sea Academy, p. 355. ISBN 9783734750120
28
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•

Vocational schools are funded by state.

Benefits of dual VET: a comparably low youth unemployment, reducing the shortage of skilled workers, integrating companies into a process of assuring a new working generation, vocational training is combined with labor market and companies’
needs, providing qualified employees and promotion innovation and competitiveness
in SMEs30.
2. Preconditions for implementation of dual vocational training in Lithuania
Lithuanian vocational training system is unique and cannot be assigned to the market (liberal) or school or dual model. School model is prevailing, but there are some
elements of liberal and dual training models that create preconditions for development of dual vocational training in the country. In the following subsections of the
Concept peculiarities of Lithuanian vocational training system, the need for dual
training and legal and financial preconditions for dual training implementation are
analyzed.
2.1. Peculiarities of Lithuanian vocational training system
Lithuanian vocational training (VET) system is unique and cannot be assigned to
the market (liberal) or school or dual model. School model is prevailing, but there are
some elements of liberal and dual training models that create preconditions for development of dual vocational training in the country.
Lithuanian VET system covers primary and continuing vocational education and
training. Vocational education shall comprise formal and non-formal vocational education. Upon assessment of the competences acquired in the course of person’s nonformal vocational education, such competences may be recognised as a qualification
of an appropriate level or part thereof in accordance with the procedure for assessing
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Manual for training dual study courses of the sector skills alliance „Skills Energy BSR“ (2014). Priedulena, Elina (ed.), Hanse-Parlament. Baltic Sea Academy, p. 355. ISBN 9783734750120.
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competences acquired by a person, as laid down by the Minister of Education and
Science and coordinated with the Minister of Economy. Vocational education and
training can be completed in vocational schools by young people from the age of 14.
The training comprises the imparting of both theoretical and practical knowledge.
Four types of training programme are differentiated. Type 1 is for young people from
the age of 14 who have not gained a basic education leaving certificate, which forms
the basis for vocational education and training. This framework also affords the opportunity of gaining the lower secondary school leaving certificate. Type 2–3-year
VET is for those who have gained the basic education leaving certificate. They acquire a VET qualification (skilled worker status). Type 3 is for those who have passed
the upper secondary school leaving certificate, 1 to 2 years of vocational training.
Type 4 is for those who have passed the upper secondary school leaving certificate, 3
to 4-year course of training comprising higher education and occupational qualification. Some modules correspond to Bachelor’s level, and credits for these may be
transferred to a later course of higher education study. Every year, School Leaving
Certificates are awarded to approx. 15 percent of all graduates in the country. In
2009, 5 percent of vocational school graduates entered colleges or universities. In the
academic year 2009-2010, vocational schools numbered 47.9 thousand students,
which is the largest number of students over the past decade. Nevertheless, that is a
very small number of students in comparison with university graduates. Vocational
education and training, however, is still not very popular among young Lithuanians,
since it provides only limited knowledge which is no longer sufficient on the current
labor market in the form is imparted. Many young people wish to obtain more
knowledge about work within the private sector or about self-employment31.
In Lithuania, vocational training can be organized in the form of school training or
apprenticeship. School vocational training is applied by vocational training institution or
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Baltic Sea Academy, Analyses of labour and education markets in Baltic Sea Region, December 2014,
Hamburg, Germany; available at: http://www.work-based-learning.eu/
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another type of school, which implements the theoretical and practical training. Having signed the agreement between vocational training institution and enterprise, company or organization for which vocational training is not the main activity, a farmer, a
freelance trainer and a student, practical training can be carried out in the workplace.
Applying the apprenticeship form, the tripartite vocational training agreement is made between
VET provider, apprentice and enterprise. An apprentice’s practical training is organized in his workplace (sometimes in the sectoral practical training centre of a vocational school); theoretical training usually is carried out in vocational training institution.
There are 78 VET institutions in Lithuania providing initial VET in 2015 32. The
Ministry of Education and Science runs as the owner/stakeholder of 74 VET vocational schools (VSs). VET provides 4 private institutions offering initial vocational
education training (IVET). 25 of VSs are registered as VŠĮ: five in Kaunas, three in
Vilnius, two in Klaipeda, two in Panevezys and 13 in 12 other cities and towns 33.
Distinctive features of VET in Lithuania are34 :
Lithuanian qualifications framework (LTQF) approved in 2010 by the government,
has eight levels, covering all education sectors. All formal qualifications are incorporated in the LTQF. In the future, VET qualifications acquired outside formal education and training are also foreseen to be included.
Competence-based curricula. From 2002, VET curricula in Lithuania have been
competence-based, with clearly-defined learning outcomes. Content of VET qualifications is defined in VET standards foreseen to be replaced by sectoral qualifications

Brandos egzaminai. Profesinio mokymo įstaigos. Priėmimas į Aukštąsias mokyklas (2015). Lietuvos
Respublikos švietimo ir mokslo ministerija
33 Dual Vocational Training for the Qualification and Integration of Youth for Strengthening the Innovation and Growth in SMEs. Submitter: prof. R. Ginevičius. Vilnius 2014
34 Cedefop ReferNet Lietuva (2013). Spotlight on VET Lithuania
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standards in the near future. These standards will describe the most important qualifications in specific sectors of the economy at different LTQF levels.
Attention to quality assurance. A national concept for VET quality assurance was
developed in 2008. It is in line with the common quality assurance framework for
VET in Europe. At present, VET providers are introducing internal quality assurance
systems. External assessment of implementation of VET programmes has also started.
Low level of early leaving from education and training. In 2011, the share of the
population aged 18 to 24 with at most lower secondary education and not in further
education and training totaled 7.9% and was considerably lower than the EU-27 average. It is one of the main national aims to keep the share of early leavers below 9
percent by 2020.
Aforementioned features of Lithuanian vocational training system, particularly application of apprenticeship form when organizing VET, create the preconditions for
the development of dual VET in Lithuania.
2.2. Dual vocational training implementation conditions
Why is it necessary to develop dual VET in Lithuania? This is due to political, economic, social causes: non-compliance of vocational training services with the labor
market needs; shortage of skilled workers in different sectors of the economy, for
example in the construction sector; unattractiveness of vocational training for young
people, lack of SMEs competence to apply innovation and so on35. In 2003, SMEs
accounted for 99.4 percent of the total number of enterprises in Lithuania and employed 69.7 percent of the total working population36. In Lithuania, the problem of

Analyses of labour and education markets in Baltic Sea Region. Baltic Sea Academy. December 9,
Hamburg, Germany
36 Guidelines for Development of Apprenticeship in the Vet System of Lithuania with Respect to the
Experiences in Germany, France, the Netherlands and the UK. Report, prepared by Vidmantas Tütlys
et. All. Lithuania, 2012
35
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VET attractiveness is solved through heavy investments in the infrastructure of vocational training, the development of sectoral practical training centers, reorganizing VS
into public institutions. Practical training center is called "sectoral", because it fulfills
vocational training needs of clearly defined economic sector. Opportunities occur to
employers' associations or their representatives for active involvement into the establishment and management of VET institutions, i.e. becoming stakeholders of public
VET institutions. Industry sector employers' associations must become owners of
sectoral practical training centres and assume responsibility for the effective activity
of those centers, aimed towards the needs of future or present workers practical training of the most relevant sector. It is foreseen to ensure the participation of employers'
associations representatives in the management of centres by inviting their associations to become stakeholders of public institutions37. “Apprenticeship form of organizing
vocational education” means when training is carried out in the workplace: in an enterprise, establishment, organization, farmer’s farm, with a freelance teacher. Theoretical
training may be performed at a vocational training establishment or in any other
school38. Broader application of VET apprenticeship form allows developing of dual
VET in Lithuania, but it requires more human resources.
Lithuania considers investment in human resources paramount. This requires making
IVET more attractive to young people and, despite high educational attainment levels, encouraging more adults to develop their skills further. Only 28.2 percent of students in upper secondary education are enrolled in vocationally oriented programmes,
8 percent of upper secondary education graduates move to VET and 66 percent of
upper secondary education graduates move to higher education directly after gradua-

Dual Vocational Training for the Qualification and Integration of Youth for Strengthening the Innovation and Growth in SMEs. Submitter: prof. R. Ginevičius. Vilnius 2014
38 Republic of Lithuania Law on Vocational Education (2011). 14 October 1997 No VIII-450, Vilnius
(As last amended on 22 June 2011 – No XI-1498)
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tion39. Though the revised law on VET in 2007 provided a legal basis for apprenticeship, implementation has been low so far. It is foreseen to strengthen work-based
learning when implementing the LTQF. This is a priority in the 2012-16 government
programmes and will be supported by European structural funds in the period 201420. Improved vocational guidance, more professional development opportunities for
VET teachers and more attention to quality assurance are some of the current priorities. Although mainly school-based, IVET includes some forms of work-based learning. Apprenticeship-type training exists but is not yet very strong. There are enterprises that provide training, sectoral associations of enterprises. 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. The
intention to include non-formally acquired qualifications in the Lithuanian qualifications framework and use of European structural fund support are expected to help
strengthen work-based learning routes. Trade unions and professional organizations
need guidelines for monitoring and protecting the rights of apprentices, recommendations on the provision of support and guidance to apprentices in their workplaces,
know-how concerning external quality assessment of apprenticeship.
Regional PPAR of the Republic of Lithuania, associations of other sectors of the
economy do not have the leading role in organizing of dual vocational training. Their
role is limited to vocational training programs and student’s competencies assessment
and participation in the organization of practical vocational training in enterprises.
Having greater empowerment and funding PPAR could become an effective facilitator, mediator between educational institutions and enterprises, to help companies to
develop a mentor, practical training tasks and the environment, as well as engage in
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lobbying activities seeking more favorable tax environment for enterprises participating in dual training programmes.
Vocational training programs are prepared by IVET providers in collaboration with representatives of employers. They are guided by the relevant VET standard and general
requirements of Ministry of Education and Science - formal vocational training program development and validation description40, which foresees the transition to the
national modular training programmes. It is foreseen that development of modular
programmes or their replacement will be organized by Qualifications and Vocational
Training Development Centre. The vocational training programme consists of two
parts: general for the whole country, which determines the areas of professional activity, competencies, training objectives and provisions for the assessment (these items
are transferred from the relevant VET standard), and the optional part, covering
teaching methods, subject curricula, training facilities, etc. The newly developed programme is coordinated with the competent employers’ organization (PPAR and etc.).
Next, experts (vocational teachers, employers) evaluate the quality of the programme
and, in the case of positive assessment the program is recorded in the Register of
Study Training programmes and Qualifications.
Expert groups of all branches of the industry (they are 14), equally representing employers, trade unions and educational institutions are the main advisors to the Ministry of Education and Science at the sectoral level in developing VET standards and
the content of VET.
Currently, the requirements for vocational training programmes determine that 6070 percent of hours foreseen for teaching of subjects of study field should be allocated for practical training. Practical training in the enterprise or school basis corre-
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Formaliojo profesinio mokymo programų rengimo ir įteisinimo tvarkos aprašas, patvirtintas LR Šviet-
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sponding working conditions is compulsory and lasts up to 15 weeks. Up to 10–15
percent of hours allocated for study field subjects are foreseen for specialization. In
order to respond better to market and (or) vocational training needs of users, VET
institutions have the right to change up to 10 percent content of the programme. This
creates favorable conditions for the development of dual VET in the country.
The assessment of professional qualification is separated from vocational training. Students'
professional preparation is assessed by institutions evaluating competencies, which
are accredited by social partners. Graduates of vocational training programmes, who
have passed the final exams, are awarded professional qualification. Students of vocational training institutions, who have completed secondary education, may continue
their studies in colleges and universities. Upon successful completion of vocational
training programmes and have gained work experience in the study field, graduates
entering the schools of higher education get extra points.
IVET is funded from the state budget in accordance with a methodology for calculating
training costs for each student. The unit costs (the so-called “school basket”) include
allocations for staff salaries and social insurance, the in-service training of teachers
and funding for the acquisition of professional and technical literature, and manuals
and other learning materials. The funding for the maintenance of training facilities is
also allocated in accordance with this methodology. Additionally, VET providers,
under the approved Government investment, may receive funding from the State
budget for the development and construction of training facilities, etc. VET providers
(whose main activity is vocational training) may receive income from physical and
legal entities for services provided (e.g. training courses, rent of premises). This income should be used for educational and training purposes. State funding is not sufficient for the organization of practical training and informal vocational training in
the school. Enterprises also do not receive any funding for the organization of internships. Funding remains one of the crucial issues of the introduction and development
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of apprenticeship. Both employers and VET schools expect the state to play very
important role in the funding of apprenticeship training 41.
3. Plan for dual vocational training implementation in Lithuania
Plan for dual vocational training implementation in Lithuania specifies three
groups of activities: preparation and implementation of dual IVET, preparation of
SMEs mentors, and promotion of dual IVET.
3.1. Preparation and implementation of dual vocational training programmes
Preparation of initial dual vocational training programmes. Vocational education shall be
carried out in accordance with formal and non-formal vocational training programmes. Programmes based on the apprenticeship form application should be initiated by IVET institutions together with the social partners, in accordance with the
Description of formal training programmes preparation and validation42 and following the EU countries dual vocational training experience. In the programme a degree
to be awarded is indicated, the age, education, professional qualifications and work
experience requirements are determined, training volume, duration and proportion
allocated to practical training are defined, objectives, expected learning outcomes are
determined, established requirements for teachers (education, professional qualifications, work experience) are determined, necessary methodological and material resources, modules are specified and training plan is developed. It is appropriate to
prepare modular programmes, because the training modules are flexible and up-todate with a good balance between gaining knowledge and applying it in practical situations, which enhances the attractiveness of VET system and practices. Modular
programs are also a step towards the implementation of the European Credit System

Preconditions for the development of apprenticeship in the vet system of Lithuania. Report, prepared
by: Vidmantas Tūtlys, Centre for vocational education and research Vytautas Magnus University; Danguolė Šidlauskienė, Rita Baidokaitė, Kaunas chamber of commerce, industry and crafts, Kaunas, 2011
42 Formaliojo profesinio mokymo tvarkos aprašas. Valstybės žinios, 2012, No. 35-1734
41
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for Vocational Education and Training (ECVET) as the volume of all the modules is
estimated in credit points43. Modular programme for initial qualification is competence-based and prepared in accordance with the appropriate professional or vocational education standard.
Example. Experimental finisher (builder) VET programme will be prepared by
Panevezys College together with Vilnius Builders Training Centre by 31-07-2015.
Initially, the programme will be implemented in the form of a non-formal training
due to formalization of a training programme being a rather long process. However,
the Ministry of Education and Science will be addressed regarding the approval and
formalization of the new form of training. Finisher (builder) worker‘s vocational training
modular programme will be developed following the III level vocational education standard of Finisher‘s training44. The programme will include theoretical and practical training. The curriculum of 2-year training programme will be composed of 15-17 training modules
(reading of technical drawings; building materials and products etc.) 45 , following
German experience in this sector. The duration of academic year is 40 weeks, weekly
workload for students up to 37 hours. Academic year is divided into semesters with
duration 20 weeks. The programme will be implemented following the prepared
training plan. Not less than 70 percent of training time will be allocated for WBL at
the enterprise and Sectoral practical training centre At Vilnius Builders Training Centre. Day or Bloc teaching will be used for theoretical and practical training. Development of the programme and all documents started on 15-02-2015 and will be finished
on 31-07-2015.

Development of European Modular Training Programs for Decorator/Builder and their Adjustment
in Lithuanian and European VET Institutions/ DEMOP (project No LLP-LdV-TOI-2008-LT-0012).
44 Apdailininko rengimo III profesinio išsilavinimo lygio standartas patvirtintas Lietuvos Respublikos švietimo ir
mokslo ministro 2004 m. liepos mėn. 16 d. įsakymu Nr. ISAK-1159/A1-178
45 Detailed training programme for “Finisher (builder) worker” will be developed and provided in the
Lithuanian language
43
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Admission to Training. The enrollment into the training programme should be organized during June – August 2015, within the framework of the common annual admission of trainees held at a VET school. The training will be delivered to at least 1520 finisher (builder) trainees who will be selected with regard to the following criteria:
- not having a vocational qualification in finisher;
- having completed compulsory general education;
- demonstrating low academic achievements but good practical work skills and motivation;
- young workers who are already acting in the labour market but without having
any or required qualification.
Applying apprenticeship form, a tripartite agreement between the vocational training
provider (enterprise), an admitted person and training institution according to the
laws is signed. In this case, practical training and practice are carried out in the workplace, equipped with technological facilities corresponding to the requirements of
vocational training programme, neat necessary tools, and other technological and
personal protective equipment46.
Implementation of finisher (builder) training. Training in accordance with teaching plan
should be stated at WET and building company on 01-09-2015. A trainees’ attendance will be supervised via e-register at www.tamo.lt. This is an information system
designed for Lithuanian educational institutions in order to ease the register of students’ academic performance and class attendance (during implementation of theoretical course at school) and by an appointed mentoring person from a company (during
in-company training). The e-register provides a possibility of generating monthly
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reports on the trainees’ attendance and academic performance. Evaluation of dual vocational training will be organized by Panevezys College by using questionnaires with
closed and open questions from 01-09-2015 to 30-07-2017.
Graduation certificate. Trainees are admitted to the final examinations leading to
graduation certificate upon satisfying the following requirements:
- successful completion of the training programme with the grade not lower than 4
(using 10 point grading scale) in all subjects and at least satisfactory performance in
the practical training;
- attendance of training (including both theory and practice) not less than 90 percent.
The final qualification examinations. They consist of theoretical and practical parts and
will be organized at the Sectoral practical training centre for builders. The examination tasks will be developed together with the teachers of VET providers and the
building company’s representatives, having consultations from project partners from
Lithuania and Germany. Successful passing of the final qualification examinations
(with the grade not lower than 4 in theory and practice) will lead to the graduation
certificate issued by the training provider and recognized by the employers. In addition to the graduation certificate a student will get a certificate, justifying the activities
that were carried out during the project. Successful completion of the training programme allows the trainee choosing one of the following paths:
- entering the labour market as a qualified worker of finisher (builder);
- staying at a VET institution for one more year to acquire additional qualification
(e.g., provider of construction business services).
Finalization of finisher (builder) dual VET programme curricula, training and examination regulations will be implemented by Panevezys College (University of applied
sciences) and VET school after training evaluation until the 30-07-2017.
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Organizing a dual apprenticeship form training, greater responsibility is given to
companies that carry out practical training. For practical training and practice coordination the profession teacher-trainer is appointed, but the employee of the certain
enterprise – a mentor directly supervises practical training in the workplace, so he
needs to acquire the knowledge and pedagogical skills necessary to perform the function of a mentor.
3.2. Trainers training for SMEs
Absence of trainers (mentors) for apprenticeship in the enterprises. It is necessary
to have specially prepared and qualified trainers from the staff of enterprises, possessing both highly developed practical skills and pedagogical competences permitting
to train apprentices47. Another problem is lack of experience of apprenticeship process organization and its integration in the production process.
Development of Concept, Curricula and Examinations regulations for trainers at SMEs. In
preparation of programmes for mentors and their implementation it is planned to use
the experience of Germany and other EU countries. Concepts, curricula and examination regulations for SMEs staff, students and other interested parties for trainers
training will be prepared until 30-09-2015 by project partners. The program will be about
80 hour’s modular form. Contents: Vocational pedagogics and Leadership.
Trainer’s practical training and testing in Lithuania will be organized in Panevezys from
01-10-15 until 30-09-2016 by Panevezys College and will be evaluated by project
partners. The trainer’s group of 20 specialists working at SMEs will be selected together with Panevezys PPAR, enterprises and VET schools. The main aim of the
training is to have qualified workers possessing sufficient knowledge and skills for
performance of trainer‘s work. Implementation: alternatively, full-time or part-time,
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evening and/or weekend courses. Degree: internal audit with qualified certificate
“Trainer Qualification”.
After evaluation of the practical tests of the trainers and revision and finalization of curricula and
documents we would have tested and evaluated programme for mentor preparation and
assessment suitable for the context of Lithuania. This program could be carried out
after finishing of the project, to help SMEs professionals to gain Vocational Pedagogics
and Leadership knowledge and abilities. Enterprises participating in dual vocational
training would receive the support in the area of mentor training. In Lithuania, there
are no tax incentives for enterprises participating in dual vocational training, so it
complicates the development of dual VET in Lithuania. Dual VET promotion and
disclosure of its advantages are important components of dual VET development.
3.3. Dual vocational training publicizing
Current laws and legal regulations in Lithuania do not foresee any measures or
mechanisms, which could enhance and motivate employers to invest in dual VET and
to take part in it. From other side, the lack of understanding of the long-term benefits
of dual VET amongst the employers and other social stakeholders promotes dissemination in WBL. Dual VET model publicizing activities should include target groups as follows:
•

employers and employee’s organizations;

•

basic schools, gymnasiums students;

•

VET schools;

•

unemployed young people without qualifications;

•

responsible for VET Ministries;

•

society.

For those target groups, it is expected to apply different activities:
•

3-5 presentations on third party’s events;
80

•

project related permanent information on website of Panevezys College, 2–3
at Panevezys & Vilnius PPAR;

•

3–4 publications in partner journals, books, printed newsletter etc.

•

introduction of project results in policies, administrations, stakeholders and
other activities;

•

1 international consulting and transfer conferences in Lithuania;

•

1 press conference and 1–2 press releases in Lithuania;

•

presentation of project results in the existing site of the partner.

4. Dual vocational training development in Lithuania
Political initiatives of government to move the current supply work-based model
of VET to more demand led VET by increasing the flexibility and responsiveness of
vocational training to the needs of market. There can be mentioned such initiatives,
as intended introduction of the national system of modular training (national modular
curricula), opening the possibility for VET schools to become the public entities with
co-ownership of enterprises and other stakeholders, establishment of sectoralpractical training centres, legal introduction of apprenticeship48.
One of the possible apprenticeship development scenarios is the development of
the dual approach of apprenticeship with active involvement of the in IVET schools
as providers of theoretical knowledge. “...enterprises become responsible providers of
apprenticeship 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, enterprises would fund provision of practical training in the
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workplaces. If implemented successfully 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 competences to the needs of
enterprises, thus facilitating employability of graduates and improvement of the image
of vocational training in society. It could also significantly contribute to increasing
attractiveness of the Lithuanian economy and its human resources to foreign investors and attract new workplaces demanding skilled workers. The implementation of
this pathway of apprenticeship requires a transparent legal basis for contracting of
apprenticeship, with clear regulations of rights and responsibilities of enterprises and
public VET providers in the organization and provision of training, based on the
negotiations of the stakeholders. Different fiscal exemptions and concessions to enterprises providing apprenticeship training should also enhance the interest of employers to take responsibility for apprenticeship"49.
Work-based learning is an example of a win-win situation. There are benefits from
this type of learning for all parties involved, beginning with a learner and the company which hosts the learner and/or cooperates with the VET school/institution,
through VET provides themselves50.
It is optimal to start implementation of dual training model from sectoral practical
training centers. Colleges are better partners in the dual education model than universities, as universities focuses on fundamental research, while colleges - on applied
research, which are quickly implemented and commercialized in enterprises and manufacturing companies.

Guidelines for Development of Apprenticeship in the Vet System of Lithuania with Respect to the
Experiences in Germany, France, the Netherlands and The UK. Report, prepared by Vidmantas Tütlys
et. All. Lithuania, 2012, p 20-21. Project No. DE/10/LLP-LdV0TOI0147320
50 The dual system of vocational training in Germany and Future Educational Policy in the Baltic Sea
Region. Baltic Sea Academy. December 9, Hamburg, Germany
49
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There can be discerned the following potential risks and dangers in the introduction and development of apprenticeship in Lithuania:
1. “Risk of deterioration of the quality of VET provided via apprenticeship due to
the lack of readiness of employers and their organizations to play the role of organization of apprenticeship and the weak preparedness of trade unions to involve in the
quality assurance of apprenticeship and defense of the rights of apprentices.
2. Risk of the development of scattered and unequal system of initial VET with
different levels of training quality and different access possibilities. High quality apprenticeship can become accessible only to the minority of applicant’s due to the
scarcity of high quality training workplaces proposed by strong and motivated employers, while in the same time many of the workplaces used for apprenticeship could
not lead to the acquisition of high quality skills, competences and qualifications. Another risk is related to the possible devaluation of the theoretical knowledge and
background in vocational training, if the low-skilled workforce enterprises would
make the dominant share of apprenticeship providers“51.
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2 | Preparation, implementation and evaluation of the dual
vocational training
2.1 | Finisher (Builder) dual training program52
The Curriculum of the dual vocational training - Finisher - developed for
Lithuania, is also the basis for the pilot of dual vocational training in Hungary. The
training program "Construction finisher dual vocational training program" was developed for implementation in Hungary in accordance with the specific legal conditions.
The Hungarian training program is available here: http://www.work-basedlearning.eu/
In a nutshell about the presented Programme:
Professional qualification to be awarded: Finisher (builder)
European qualifications framework level: Level 3
Lithuanian qualifications level: Level 3 of vocational qualification
Required minimum education: basic
Programme volume in credits and duration in hours: 120 ECTS credits, 2400 hours.
Introduction
Aim, duration and structure of the Programme. The aim of non-formal dual
modular Finisher (builder) training programme (hereinafter – Programme) is to pre-
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pare qualified finishers according to second-level programme thus ensuring assimilation of training objectives and competences specified in Finisher (builder) Preparation
Standard Level 3 of vocational qualification, approved by the Minister of Education and
Science of the Republic of Lithuania order No. ISAK-1159/A1-178, dated 16 July
2004 (hereinafter –Standard).
Initially, the Programme will be implemented in the form of a non-formal training
due to formalization of a training programme being a rather long process. In the development of the Programme the preparation and implementation experience of
German dual vocational training programme was applied, a painter, a varnisher and a
tiler’s vocational training programmes were analyzed. In Lithuania, the dual vocational training programme is realized in the form of apprenticeship. Organizing a dual
apprenticeship form training, greater responsibility is given to companies that carry
out practical training.
The duration of dual training is 2 years. The scope of Programme is 2400 hours or
12 ECTS credits (one credit represents an average of 20 contact hours of work). The
duration of academic year is 40 weeks Academic year is divided into semesters with
duration 20 weeks. The scope of the Programme over one semester is 600 hours (30
credits).
The dual Programme consists of two parts: Curriculum of the practical training in company and Curriculum of the theoretical training at vocational school. Practical training covers 70
percent and theoretical - 30 percent of training time. For theoretical and practical
training will be used day or bloc teaching: for example, on Mondays and Tuesdays
training takes place at a vocational school, and the rest of the week - in the company.
Meanwhile, the first three weeks of the first academic year going on theoretical training in vocational schools and apprenticeship last semester place in the company.
In accordance with the Description of formal vocational education training programmes preparation and validation procedure (2015) a modular apprenticeship Programme was developed. The volume of one module is less than 10 credits. The Programme consists of
introductory module, 11 modules for professional competence and final apprentice85

ship in volume of 3 modules. All Finisher dual training Programme modules, with the
exception of apprenticeship, consist of practical and theoretical training hours, because in dual apprenticeship form training, company and vocational school, as equal
partners pursue a common vocational training task.
Introductory builder’s module.
Compulsory modules:
1. Construction drawing
2. General construction works
3. Basics of masonry and concrete laying
4. Manual wood processing
5. Thermal insulation of buildings
6. Plastering
7. Tiling
8. Painting
9. Covering gluing
10. Fixing plasterboard panels
11. Fixing decorative panels and linear elements
Final modules. Apprenticeship.
The content of modules is composed in a way that imparts all a finisher‘s competences defined in the Standard (2004) including the ability of learners to plan, implement and control their activities. Introductory module is designed to familiarize with
professional activity in specificity of vocational training and economic sector. Compulsory modules for professional qualification include training content for a person’s preparation for the activity, specific to qualification and giving a possibility to adjust flexibly to the needs of a person and labour market. Final modules are for summarizing of
86

theoretical knowledge, consolidation of practical skills and preparation for the assessment of competences.
Documents and other sources of information used for preparation of the
Programme
1. The Law on vocational training law of the Republic of Lithuania amendment,
2007 (Zin., 2007 No. 98; 2009, No. 93-3973; 2010, No. 67-3338; 2011, No. 864140; 2013, No. 107-5275; 2014-07839)
2. Finisher (builder) preparation Standard. Level 3 of vocational qualification. Vilnius, 2004.
3. Description of assessment procedure of an individual’s acquired competences,
approved by the Minister of Education and Science of the Republic of Lithuania
order No. V-15, dated 14-01-2015.
4. Description of formal vocational education training programmes preparation and
validation procedure, approved by the Minister of Education and Science of the
Republic of Lithuania order no. V-1435, dated 27-08-2010 (revised version No.
V- 232, dated 23-03-2015)
5. Description of formal vocational education procedure, approved by the Minister
of Education and Science of the Republic of Lithuania order No. V-482, dated
15-03-2012 (revised version No. V-479, dated 08-05-2015).
6. Description of Lithuanian qualifications framework, approved by The Government of the Republic of Lithuania resolution No. 535, dated 04-05-2010 (Zin.,
2010, no. 56-2761).
7. Kliminskas R., Pagiriene R. The Concept of the Implementation of Dual
Vocational Training in Lithuania. Work-based Learning around the Mare Balticum.
Jarke/Hogeforster. Baltic Sea Academy. Publisher: Books On Demand, March
19, 2015.
https://paperc.com/books/work-based-learning-around-the-marebalticum/404512/contents ISBN-10: 3734776155; ISBN-13: 978-3734776151.
87

8. Gesellen- und Umschulungsprüfungsordnung der Handwerkskammer Dresden
http://www.hwk-dresden.de/Portals/0/pdfs/bildung/GPO.pdf
9. Rahmenplan fuer den Ausbildungsberuf Maler und Lackierer/ Malerin und Lackiererin.
Bauten- und Objektbeschichter/ Bauten und Objektbeschichterin (Beschluss der
Kultusministerkonferenz vom 16.05.2003). Bundesinstitut fuer Berufsbildung
www.bibb.de
http://www.kmk.org/fileadmin/pdf/Bildung/BeruflicheBildung/rlp/MalerLacki
erer.pdf
10. Verordnung über die Berufsausbildung im Maler- und Lackierergewerbe vom 3. Juli 2003
Bundesinstitut fuer Berufsbildung
http://www.bibb.de/tools/berufesuche/index.php/regulation/maler-undlackierergewerbe.pdf
11. Zeugniserläuterung. Abschlussprüfung / Gesellenprüfung im staatlich anerkannten
Ausbildungsberuf Fliesen-, Platten- und Mosaikleger/ Fliesen-, Platten- und
Mosaiklegerin
12. http://www.bibb.de/tools/berufesuche/index.php/certificate_supplement/de/f
liesen___platten__und_mosaikleger_d.pdf
13. Zeugniserläuterung. Abschlussprüfung / Gesellenprüfung im staatlich anerkannten
Ausbildungsberuf Maler und Lackierer/ Malerin und Lackiererin - Fachrichtung
Gestaltung und Instandhaltung
http://www.bibb.de/tools/berufesuche/index.php/certificate_supplement/de/
maler_und_lackierer_fr_gestaltung_instandhaltung_d.pdf
1. Curriculum of the practical training in company
1.1. The objectives of practical training in company
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The objective of practical training in company is to prepare qualified finishers
who are able to perform internal and external surface finish in accordance with Finisher (builder) Preparation Standard Level 3 of vocational qualification.
A finisher plasters with conventional and decorative mortars, lays various tiles,
glues covering, insulates exterior and interior constructions of a building, fixes decorative panels, paints exterior and interior surface of a building construction with various kinds of paint mixtures, reads drawings, is able to estimate the volume of performed works. He is able to use technical literature, information tools, knows how to
apply labour law, economics, business and environmental knowledge in practical
activity. A finisher uses hand tools (blades, trowels, various brushes and etc.), small
mechanisms (cutting, drilling, spraying and other equipment), testing and measuring
tools. He works inside and outside of a building. He has to work at high altitude.
Working environment may be dusty, dirty and depends on weather conditions. Finishers work individually and in groups.
Taking into account the specificity of a finisher’s work, on the basis of Finisher
Preparation Standard (2004), where necessary competences for this activity have been
clearly defined after the analysis of the requests of employers, the list of core competencies that includes five main finisher’s activities was formed:
1. General construction works
2. Thermal insulation of buildings and plastering
3. Finishing of buildings with tiles
4. Painting of building’s surface and covering gluing
5. Fixing decorative panels and linear elements
Having successfully completed the Programme a trainee will be able to:
1. To work safely following human safety and fire prevention requirements at
workplace
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2. To choose adequate and high-quality materials
3. To read drawings and calculate work and material costs
4. To mount ladder equipment and operate it safely
5. To lay concrete foundation
6. To brick partitions from bricks and blocks
7. To process wood with hand tools
8. To insulate a building
9. To plaster using hand tools and machinery
10. To lay tiles
11. To paint a building’s surface
12. To glue covering
13. To fix plasterboard panels
14. To fix decorative panels and linear elements
15. To adapt to changes in the workplace, to apply innovations at work.
Level 3 of vocational qualification is intended for activity that includes some more
specialized professional activity goals, which require adaptation of well-known and
tested solutions. The activity environment may require the ability to adapt to simple
changes in the workplace. (Description of Lithuanian qualifications framework, 2010). A
modern worker should be interested in life-long learning, because new materials and,
new work technologies are created and developed, so it becomes important to develop general competences as follows:
•

ability to work independently and in group,

•

to use modern information and communication tools,

•

to apply innovations in work,
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•

to protect the environment.

The company‘s task is to convey necessary knowledge and skills for qualified finisher‘s activity for learners thus enabling them to plan, operate and control independently. Apprentices must demonstrate those abilities during the final examination.
1.2. The organization of practical training
In the Programme it is foreseen that practical training comprises 1680 hours, i.e.
70 percent of training time. According to The Law on vocational training of the Republic of
Lithuania, vocational training provider applying apprenticeship training form, makes
labour and vocational training contracts with a person. A person’s practical training is
organized at his workplace.
The workplace must be equipped with technological equipment, necessary and accurate tools and other technological and personal safety equipment corresponding to
the requirements of the Programme, and all works required by the vocational training
programme are performed. The employer may use Sectoral practical training centre of
the school for certain works. Learners before starting work are instructed in accordance with Occupational Health and Safety Instructions.
Level 3 of vocational qualification activity, consisting of actions and operations in
narrow technological or (and) organization areas is performed under partly supervision of a higher- qualified worker or independently, with the presence of external
quality control. (Description of Lithuanian qualifications framework, 2010). Implementing
the Programme of apprenticeship form, the vocational school appoints a profession
teacher for theoretical training supervision at school, and an employer appoints a
worker, responsible for organization of an apprentice’s working activity and practical
training and its coordination in a company (hereinafter - profession master). Profession master and profession teacher consistently collaborate in the process of vocational training.
According to Description of formal vocational education procedure (2015), the curriculum
of practical training and apprentice‘s training assessment recommendations are pre91

pared and coordinated with the employer by a profession teacher (because there are
no trained profession masters (mentors) in Lithuania).
Practical and theoretical training will be implemented alternately following the prepared training plan, which is concluded by Practical training and Theoretical training plans
(see Annexes 1 and 2). In the training schedule, it is recorded where and who will
implement the components of the curriculum. Three training semesters (except first
three training weeks, see Annex 4) learners practice in the company three days in a
week (on Wednesdays, Thursdays and Fridays), in the last semester during apprenticeship every day. Operating unit duration – 60 minutes, during the apprenticeship
learners’ work up to 40 hours per week. Training activity and duration of breaks for
learners with special needs of disabled are determined taking into account their needs.
Vocational training records (training content, learners‘attendance, assessment of
learning outcomes and other information) is recorded in vocational training and practice diaries. An apprentice writes in the date of training activity, its duration and assignments performed and afterwards this information is signed up by a profession
master.
1.3. The assessment of competences and qualification
Interim outcomes assessment. The method of interim learning outcomes assessment is determined by a vocational school together with a company. Learners’
learning outcomes are summarized in the end of semester, academic year and (or) as
final or having completed the module. Theoretical training and practical training are
assessed jointly. Assessment results are presented as recordings and (or) points using
10-point grading scale system. If a learner gets one interim unsatisfactory assessment
of a subject or module (not lower than 4), he is given an opportunity to prepare independently and the date of the account is determined. Interim assessments are recorded in the electronic diary TAMO.
A learner is considered as drop-out if he has not reached all learning outcomes
foreseen in the vocational training Programme or module, if not all learning out92

comes of all modules were assessed satisfactory or his attendance of the training
course (including both theory and practice) without a legitimate reason is not less
than 90 percent.
The final qualification examinations. A finisher’s qualification is awarded for a
learner who has completed all training Programme and achieved training objectives
foreseen in it.
The examination organization, the composition of the commission and the issue of
documents are regulated by the Ministry of Education and Science in accordance with
the established procedure.
According to Description of assessment procedure of an individual’s acquired competences
(2015) the final qualification examinations will be organized by the assessment commission (hereinafter- Commission) composed of not less than three competence
evaluators (hereinafter – members): a trade union or employee representative of the
relevant profession, an employer‘s representative and profession teacher. The employer’s representative is appointed as the Chairman of the Commission. An appointed secretary of competence assessment prepares assessment protocol of competences
gained by a person.
The final qualification examination includes:
•

assessment of theoretical knowledge;

•

assessment of practical skills.

The conditions for solution of tasks for the assessment of acquired competences
for persons with special educational needs are respectively adapted.
Theoretical part (knowledge) tests, practical part (abilities) assessment tasks and
their assessment instructions are developed by task preparation groups formed by the
Institution.
The test or examination ticket questions from all activity areas, included in the
Standard are prepared for examination of theoretical knowledge. For checking of the
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theoretical knowledge, the test consisting at least of 200 questions from all activity
areas included in the Standard with three multiple-choice answer options, one of
which is correct, is developed. 100 questions are selectively chosen for the examination. Not more than 4 (240 min.) hours are allocated for completion of the test. The
person, whose theoretical part of assessment test is assessed as satisfactory (4-10), is
sent to a practical skills assessment, which takes place on the same or next working
day. Theoretical knowledge assessment test scores are calculated according to the
percentage of questions answered: 100-91 percentage of correct answers -10 points,
90-81 - 9 points, 80-71 - 8 points, 70-61 - 7 points, 60-51 - 6 points, 50 -41 - 5 points,
40-31 - 4 points, 30-21 - 3 points, 20-11 - 2 points, 10-1 - 1 point.
During practical examination, at least two from basic competences listed below are
checked:
•

to plaster with hand tools;

•

to lay tiles;

•

to paint with hand tools;

•

to glue covering;

•

to read drawings.

At least one of remaining competences is checked optionally. All competences included in the Programme are checked throughout learning process. Pupils demonstrate their skills in the construction site, enterprise, at the Sectoral practical training
centre for builders (at VBTC). During practical examination, general abilities are also
assessed.
For the assessment of practical skills at least 3 tasks are prepared, from which 1
practical skills assessment task will be selected for the group and it should be performed within 6 hours (360 min.). The Commission evaluates the performance of the
task on the same day.
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A person who has completed the dual modular non-formal education programme
is issued a certificate of acquired finisher‘s competences to perform a finisher‘s work
and justifying the activities carried out during the project.
2. Curriculum of the theoretical training at vocational school
2.1. Objectives of theoretical training at vocational school
Theoretical training comprises 30 percent of training time and is implemented at
the vocational school. The goal of the school is to train learners, orientating to vocational training requirements of a finisher with further deepening and widening of
already acquired general education.
Professional competences are linked to the development of social ones. The objective of a vocational school is to develop personal, social and ecological responsibility
of learners, to encourage the ability to adapt to changes and preparedness to further
qualification improvement.
Implementing all aforementioned goals and objectives a vocational school has:
•

to apply special, action- oriented teaching/learning techniques and
methods during classes;

•

to convey knowledge, necessary for professional qualification taking into
account certain vocational requirements;

•

to ensure differentiated and flexible training/learning services adapting
to learners’ needs and abilities and demands of labour market and society;

•

as possible to support and promote learners with special needs;

•

to inform learners about the threats and dangers associated with the future profession and personal life, to familiarize how to avoid or prevent
them.
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A vocational school has to discuss urgent problems of society during general and
profession classes:
•

work and unemployment;

•

peaceful common life of people, nations and cultures, preserving cultural
identity;

•

healthy lifestyle;

•

respect for human rights.

Vocational school helps a learner to acquire a competence to act (Ger. Handlungskompetenz), which is understood as a person‘s readiness and ability to act constructively, thoughtfully and at the same time individually and with social responsibility in
public, professional and private life situations. This competence is revealed through
professional, personal and social competences.

Professional competence is readiness and ability on the basis of professional
knowledge and skills constructively, methodically and independently perform tasks,
solve problems and evaluate the outcome.

Personal competence is readiness and ability to understand, consider and evaluate personal improvement opportunities, requirements and restrictions in a family,
professional activity and public life; to display own talents, form and develop life
goals. The competence includes personal characteristics such as independence, selfcriticism, self-confidence, reliability, sense of responsibility and duty. Considered
value orientations and conscious attachment to values are also very important.

Social competence is readiness and ability to create and implement social relations, to understand their purpose and possible tensions, to be able to communicate
responsibly and rationally with others. The development of social responsibility and
solidarity is also important.
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Learning to learn competence is developed from aforementioned three dimensions and it defines individual learning success of every learner, decides his ability to
act responsibly and purposely in private, professional and public life situations.
2.2. Didactic principles
Training objectives and a finisher‘s Standard require to give the priority to learning
forms, encouraging independent, responsible thinking, activity and its evaluation at a
vocational school.
Learning in a vocational school is based on common methodical principles and is
oriented towards preparation for certain professional activity, which is grounded on
versatile thinking operations, and following the actions of other persons in the mind,
so reflection of action process (planning, performance, outcomes) is very important.
These thinking processes create preconditions for training/learning at work and from
work. All this is very important when planning the training/learning content of modules.
The Programme does not include certain methodical guidelines for classes in a vocational school. All organization of learning is oriented towards activity, so some
indicative guidelines may be distinguished:
•

Didactics is based on situations, which are important in professional activity (Activity training/learning).

•

The basis of learning is learner’s actions that are performed or followed in
the mind (Training/learning through action).

•

Learners have to plan, perform, check and if necessary correct and assess
their actions independently.

•

Actions should cover whole actuality of professional activity, e.g. including
technical, work safety, economical, legal, ecological and social aspects.

•

Actions must be integrated into learners’ experience and reflected taking
into account consequences for society.
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•

Social processes such as declaration of interests or conflicts solution must
be included into the activity.

Training/learning oriented towards activity is implemented using different learning
techniques. The school must create conditions to acquire professional qualification
for all learners (youth, adults, disabled, gifted learners) taking into account their age,
experience, education and cultural differences, adapting to their needs and possibilities.
2.3. The organization of theoretical training
Under the Programme theoretical training in a vocational school covers 720 hours
and it is distributed through first three semesters (the last semester is only for practical training in a company): first three weeks only theoretical training is carried out in a
vocational school, later- two days per week (see appendix 4). Learners study not more
than 36 hours per week (including theoretical and practical training). The duration of
theoretical training unit is 45 minutes (academic hour). It is implemented according to
the schedule of the semester, which is made following Practical and Theoretical training plans (see appendixes 1 and 2).
Vocational training records (curriculum, learners’ attendance, assessment of learning outcomes and other information) are managed in vocational training diaries.
At vocational school 12 modules of theoretical training are carried out: Introductory
builder module and 11 modules to gain professional competence (see Annex 3).
Introductory builder module integrates general subjects Labour law basics, Work with a client, Environmental protection, Basics of economy and entrepreneurship and Workers’ safety and
health. The content of the subject Workers’ safety and health is prepared in accordance
with Workers’ safety and health (the order of the Minister of Education and Science of
The Republic of Lithuania No. ISAK-1953, dated 28-09-2005 on the “Approval of
pupils studying basic vocational training programmes, workers’ safety and health
progamme description”) and the programme Civil safety (the order of the Minister of
Education and Science of the Republic of Lithuania No.1497, dated 08-11-2001 on
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“Civil safety training programme for vocational education institutions”. The general
subjects Professional Lithuanian language Information technologies and Esthetics respectively
are integrated into professional subjects.
Practical training plan (Appendix 1)
School year: 2015-2017
Qualification awarded: Finisher
Duration: 2 years
No

Modules, professional competence

Training outcomes

(according to Standard)
1.

Introductory builder‘s module
To work safely following
human safety and fire
prevention requirements at
workplace;
to adapt to changes in the
workplace, to apply innovations at work

•

To know safe work rules, fire safety,
industrial safety, hygiene requirements
and follow them

•

To be able to use personal and collective
protective measures

•

To act under the signals of civil protection

•

To give first medical aid

•

Use primary fire extinguishing agents.

•

To know peculiarities of a builder‘s
profession, an apprentice’s duties and
rights.

•

To avoid waste and use environmentally
friendly materials.

•

Present to clients the work done, give
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Allocation of
days
3

operating instructions.
•

To be able to work in a team, use modern means of communication, apply innovations at work.

2

Compulsory modules for professional competence

2.1

Construction drawing

•

To read drawings and
calculate work and material costs

To learn conventional signs of building
elements and equipment marking in
drawings.

•

To create a three-dimensional image
from an item’s epure and vice versa.

•

To perform technically a building and
constructions’ drawings and sketches.

•

To read working drawings.

General construction
works

•

To store and use economically building
materials

To choose adequate and
high-quality materials;

•

To select the working equipment and
construction materials according to the
type of work.

•

To use and adjust safely mechanisms
and devices used in finishing work

•

To mount climbing (ladder) equipment
(scaffolding, staging)

•

To operate\ safely ladder equipment

2.2

to mount ladder equipment and operate it safely

100

3

7

2.3

2.4

Basics of masonry
and concrete-laying

•

To describe technological process of concrete laying

To lay concrete foundation;

•

To describe and adjust masonry binding
systems.

to brick partitions from
bricks and blocks

•

To prepare basis for the floor and concrete it

•

To use bricklayer’s tools and devices

•

To lay half brick thick partitions.

•

To brick partitions from blocks.

•

To select materials according to the
assigned task

•

To use manual wood processing tools.

•

To make a simple joinery product, used
for finishing works

Plastering

•

To plaster using hand
tools and machinery

To prepare mortars from separate components and dry mixtures.

•

To select a plasterer’s tools and use
them.

•

To prepare and mark surfaces.

•

To plaster building walls, ceilings, pillars, reveals with enhanced plaster

•

To plaster internal surfaces of premises
and facade with decorative mortars and
make texture

Manual wood processing
To process wood with
hand tools

2.5

101

17

17

17

2.6

2.7

2.8

•

To form corners, edges and miters

•

To plaster in mechanized way

•

To perform simple repair of machine

•

To repair indoor and facade plaster

Thermal insulation of
buildings

•

To equip a wooden frame to install
thermal insulation.

To insulate a building

•

To install metal frame to install thermal
insulation.

•

To insulate internal external and surfaces of a building with thermal panels

Tiling

•

To plan flooring and draw tiling plan.

To lay tiles

•

To select instruments and equipment and
use them

•

To check and prepare horizontal and
vertical surfaces.

•

To lay tiles on horizontal and vertical
surfaces

•

To identify horizontal and vertical surfaces tiling defects, their causes and elimination techniques.

•

To repair tile -lined horizontal and
vertical surface.

•

To select primers, fillers, paints and
other auxiliary materials for internal
and external work.

Painting
To paint a building’s
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20

22

20

•

To prepare paint formulations

•

To choose a painter’s tools and use them
properly.

•

To paint interior and exterior surfaces
with aqueous and non-aqueous paint
mixtures.

•

To identify and eliminate. the defects of
painted surface,

•

To paint interior premises and façade in
mechanized way.

•

To eliminate simple mechanisms faults.

•

To choose instruments and equipment for
covering gluing.

•

To check, prepare and mark surfaces

•

To glue walls and ceiling with coverings
and coats

•

To identify the covered surface’s defects,
their occurrence causes and ways of their
elimination.

Fixing plasterboard
panels

•

To select fixing plasterboard panels tools
and use them.

To fix plasterboard panels

•

To describe technological process of fixing
plasterboard panels.

•

To fix plasterboard panels to plane
surfaces.

surface

2.9

Covering gluing
To glue covering\

2.10
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20

22

2.11

Fixing decorative
panels and linear elements

To fix decorative panels
and linear elements

•

To identify plasterboard panels constructions defects, their causes and elimination techniques.

•

To describe technological process of fixing
decorative panels and linear elements

•

To select fixing materials according to
the types of decorative panels and linear
elements

•

To fix decorative panels and linear
elements.

•

To identify possible defects of the surface
fixed with decorative panels and linear
elements, their causes and elimination
techniques.

3.

Final modules

3.1

Apprenticeship

•

To make the building‘s
internal and external
surfaces finish

To explain organization of finishing
works in construction object

•

To explain and apply finishing works
technologies in practice

•

To work safely

•

To select and prepare materials for
finisher’s work

•

To use and adjust safely mechanisms
and devices used in finishing work

•

To insulate a building construction

•

To plaster using hand tools and machin104

14

75*

ery
•

To paint surfaces with aqueous and nonaqueous paint mixtures

•

To glue surfaces with coverings and coats

•

To fix plasterboard and decorative
panels

•

To prepare for the assessment of competences
Total number of days

257

*8 hours per day
Theoretical training plan (Appendix 2)
School year: 2015-2017
Qualification awarded: Finisher
Duration: 2 years
1st year
No

Modules

1.1

Introductory builder’s module

2.1

2.2

1st
semester

2nd year
2nd semester

100

Compulsory modules for
professional competence.
Construction drawing

60

General construction works

60
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20

3rd
semester

2.3

Basics of masonry and concrete-laying

20

2.4

Manual wood processing.

20

2.5

Plastering

20

2.6

Thermal insulation of buildings

50

30

2.7

Tiling

40

30

2.8

Painting

40

40

2.9

Covering gluing

20

20

2.10

Fixing plasterboard panels

30

40

2.11

Fixing decorative panels and
linear elements

40

40

Total hours

280

Total hours for theoretical
training

720

240

200

Descriptions of modules (Appendix 3)
INTRODUCTORY BUILDER’S MODULE
Semester 1
Theoretical training volume: 100 hrs.
Personal competence acquired - to work safely following safety at workplace,
fire prevention and civil safety requirements; to be able to adapt to changes in the
workplace, apply innovations at work.
Training/learning outcomes. To know industrial safety, hygiene requirements
106

and follow them. To know safe work rules, fire safety requirements and follow
them. To give first medical aid. To be aware of basics of civil protection and rescue
system, causes of emergencies and their possible consequences, civil protection
signals, their transmission techniques and behavior order. To familiarize with civil
protection and rescue system and their interaction; properties of hazardous chemical
substances and their effect on humans and environment. To know peculiarities of a
builder’s profession. To explain the requirements of a vocational training contract,
to identify opportunities for further training. To know an apprentice’s duties and
rights. To know basics of labour law. To identify the parts of labour contract. To
define practical training enterprise’s structure, its objectives and goals, functions
performed and administration. To develop economic literacy. To introduce the
knowledge of entrepreneurship. To discuss labour market issues, unemployment. To
familiarize with ecology fundamentals, green construction. To contribute to the
enterprise’s environmental objectives implementation. To know a customer’s needs,
wishes and satisfy them. To be able to work in a team, use modern means of communication, and apply innovations at work. To be able to think critically and apply
knowledge in practice.
Content recommended
• Industrial sanitations, hygiene, electrical safety, and fire safety requirements
• Basics of legal civil protection and rescue system.
• Causes and prevention of emergencies.
• Properties of hazardous chemical substance and their effects on humans
and environment.
• The personal and collective protection measures.
• The primary extinguishing agents.
• First medical aid.
• Builder’s profession.
• Labour law basics.
• Basics of management
• Basics of economy
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•
•
•

Labour market and unemployment.
Ecology fundamentals. Green construction
Work with clients.

Requirements for material resources. The classroom with visual and technical
teaching/learning aids.

CONSTRUCTION DRAWING
Semester 1
Theoretical training volume 60 hrs.
Personal competence acquired - to read working drawings.
Training/learning outcomes. To know drawing standards and follow them. To
use drawing tools and measures. To learn conventional signs of building elements
and equipment marking in drawings. To know the peculiarities of construction
drawing. To create a three-dimensional image from an item’s epure and vice versa.
To read working drawings.
Content recommended
• Drawing design standards.
• Geometric drawing basics.
• Axonometric projections and technical drawing.
• Design tasks.
• Construction drawing types and their formation peculiarities.
• Contractual graphical markings in construction drawings.
• Building’s construction architectural drawings, their sketches, element drawings.
• Perspective image drawing of a building. Color solutions.
• Drawings of a building thermal insulation with panels.
• Plasterboard panels fixing drawings.
• Decorative panels and linear elements fixing drawings.
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•

Project of finishing works.

Requirements for material resources. Technical teaching aids: computer,
printer, scanner, graphic projector, multimedia, computer drawing programmes.

GENERAL CONSTRUCTION WORKS
Semester 1
Theoretical training volume 80 hrs.
Personal competence acquired – to choose adequate and high-quality materials;
to mount climbing (ladder) equipment and operate it safely
Training/learning outcomes. To analyze types of construction works and construction process. To describe the types of buildings, their structural elements,
schemes and basic requirements for buildings. To describe classification of construction materials and products, their characteristics, purpose and storage. To know
climbing (ladder) equipment types and work safety on it. To select the working
equipment and construction materials according to the type of work. To know mechanisms used in finishing work, their operating principles.
Content recommended
• Construction works and their types. Classification of construction materials
and products, their characteristics, purpose and storage.
• Basic building elements, their characteristics and functions.
• Technological sequence of works.
• Construction process and its participants.
• Construction schemes of buildings.
• Types of climbing (ladder) equipment their characteristics and their selection
according to work type.
• Elevating equipment mounting techniques.
• Safety of work when mounting elevating equipment and working on it.
• Mechanisms used in finishing work and their operating principles, safety of
work.
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BASICS OF MASONRY AND CONCRETE LAYING

Semester 1
Theoretical training volume 20 hrs.
Personal competence acquired - to lay concrete foundation; to brick partitions
from bricks and blocks
Training/learning outcomes. To know the types of masonry, bricklaying elements
and rules. To describe masonry binding systems. To know how to lay half brick thick
partitions and partitions from blocks. To analyze technological process of concrete
lying. To concrete a floor foundation, use bricklayer’s tools and devices. To know how
to select materials according to the assigned task.
Content recommended
• Bricklayer’s tools.
• Mortars and concretes.
• Masonry types and elements.
• Bricklaying rules.
• Masonry binding systems and application areas.
• Bricklaying of partitions from bricks and blocks. Structure reinforcement.
• Installation of wooden planking for foundations and stairs.
• Concrete mixture preparation and supply into place.
• Concrete compaction.
• Concreting of horizontal base.
Requirements for material resources. Masonry technologies classroom with visual
and technical teaching/learning aids. Bricklaying tools and equipment.
Requirements for material resources. Construction works technologies classroom
with visual and technical aids (computer, multimedia), teaching/learning aids

MANUAL WOOD PROCESSING

Semester 1
Theoretical training volume 20 hrs.

Personal competence acquired - to process wood with manual tools.
Training/learning outcomes. To describe joiners and carpenters works in construction site. To be aware wood processing techniques. To know how to use manual
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wood processing tools. To describe a simple joinery product manufacturing technology.
Content recommended
• Joinery and carpentry construction works
• Measuring and marking of wood.
• Woodworking techniques: sawing, planning, drilling, mortising.
• Manual power tools and their use.
• Work safety rules while working with manual and manual power tools.
• Simple joinery products components connection and reinforcement techniques.
• Simple joinery products production technology.
Requirements for material resources. Joinery and carpentry classroom with visual
and technical teaching/learning aids. Wood processing tools.

THERMAL INSULATION OF BUILDINGS
Semester 2,3
Theoretical training volume 80 hrs.
Personal competence acquired - to insulate a building
Training/learning outcomes. To know construction materials according to intended purpose. To know insulation panels fastening tools and use them. To analyze and
describe technologies and performing techniques of building construction insulation
with thermal panels. To describe possible defects of insulated surface with thermal
panels.
Content recommended
• The main processes influencing thermal protection of a building.
• Heat insulation materials and their fastening means.
• Types of panels: polystyrene foam, stone slabs and others.
• Selection of insulation materials.
• Equipment and instruments used for insulation works. Safe work requirements.
• Insulation of a building walls using wooden and metal frames.
• Basement wall and floor insulation.
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• Roof insulation.
• Frameless insulation systems.
• Additional renovated building constructions’ insulation.
Requirements for material resources. Instruction classroom with visual and technical teaching/learning aids.

TILING
Semester 2,3
Theoretical training volume 70 hrs.
Personal competence acquired - to lay tiles on horizontal and vertical surfaces.
Training /learning outcomes. To select tiles gluing and joint filling, tiles surface
maintenance materials for vertical and horizontal surfaces finishing for intended purpose and prepare them. To explain the purpose of finishing with tiles. To know floor
and walls covering design, its elements. To plan flooring and draw tiling plan. To
describe horizontal/ vertical building construction surfaces tiling technologies, operating techniques, tools. To describe possible tiling defects of horizontal and vertical
surfaces their causes and elimination techniques.
Content recommended
• Purpose of surface finishing with tiles.
• Types of horizontal and vertical surfaces: internal and external; concrete,
wooden, plastered, plasterboard, metal, old tiles.
• Manual and mechanical tools. Work safety when working with tools and
equipment.
• Selection of materials, calculation, preparation.
• Tiling technologies on horizontal and vertical surfaces.
• Ceramic, stone, synthetic materials, glass and other tiling on horizontal and
vertical surfaces.
• Repair of horizontal and vertical tile-lined surfaces.
Requirements for material resources. Workshop of finishing works with visual
and technical teaching/learning aids
PAINTING
Semester2,3
Theoretical training volume 80 hrs.
Personal competence acquired - to paint a building’s surface
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Training/learning outcomes. To examine types of surfaces, the characteristics of
surface preparation and prepare it for painting. To comprehend coloristic basics and
select interior and exterior colors, texture, patterns. To analyze and explain technological process of surface painting with aqueous and non-aqueous paint mixtures. To
describe building construction painting technologies, manual operating techniques. To
describe building constructions painting technologies, operating techniques of working with mechanisms. To examine surface decoration techniques. To assess painting
peculiarities in winter time and adjust painting techniques. To describe the defects of
painted surface, causes of their occurrence and ways of elimination. To explain the
purpose of painting machines, be aware of their operating principles.
Content recommended
• Types of surfaces: wooden, metal, plastered, concrete, previously painted,
plasterboard panels; external and internal; vertical and horizontal.
• Painting types: simple, decorative.
• Selection of materials used for internal and external painting.
• Tools used for manual painting (a brush, a roller).
• Painting technologies with aqueous and non-aqueous mixtures.
• Basics of coloristic.
• Paintwork repairs.
• Painting mechanisms: painting machines, appliances, apparatuses and sprayers.
• Spray painting.
Requirements for material resources. Painting workshops with visual and technical
teaching/learning aids

FIXING PLASTERBOARD PANELS

Semester 2,3
Theoretical training volume 70 hrs.

Personal competence acquired – to fix plasterboard panels.
Training/learning outcomes. To discuss fixing plasterboard panels tools and use
them. To analyze and describe technological process of fixing plasterboard panels,
their operating techniques and tools. To know how to fix plasterboard panels to plane
surfaces. To describe plasterboard panels constructions defects, their causes and elimination techniques.
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Content recommended
• Tools and equipment for dry building constructions assembly.
• Selection and preparation of materials.
• Frame connection and fixing elements and panels fixing principles.
• Plasterboard panels bonding and fixing on and to the walls.
• Plasterboard partitions mounting.
• Installation of floors from plasterboard panels.
• Ceiling from plasterboard panels.
• Curved constructions from plasterboard panels.
• Plasterboard panels connection and plastering.
• Constructions defects, their causes and elimination.
Requirements for material resources. Workshop of dry construction with visual
and technical teaching/learning aids

FIXING DECORATIVE PANELS AND LINEAR ELEMNTS
Semester 3
Theoretical training volume 40 hrs.
Personal competence acquired – to fix decorative panels and linear elements.
Training/learning outcomes. To know fixing materials according to the types of
decorative panels and linear elements. To describe technological process of fixing
decorative panels and linear elements. To describe possible defects of the surface
fixed with decorative panels and linear elements, their causes and elimination techniques.
Content recommended
• Types of decorative panels.
• Selection of fixing tools and materials according to the type of decorative
panels and linear elements.
• Fixing of a wooden/metal frame.
• Technological process of fixing decorative panels on various surfaces.
• Possible defects, their causes and elimination techniques.
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•

Joints between panels and possible cracks.

Requirements for material resources. Workshop of finishing works with visual and
technical teaching/learning aids/apprenticeship.

Training schedule (Appendix 4)
School year: 2015-2017
Week
No
1.

1st
year

Month

T

TP

2.

T

TP

3.

T

TP

4.

TP

TP

TP

TP

6.

TP

TP

7.

TP

TP

8.

TP

TP

9.

TP

TP

TP

TP

11.

TP

TP

12.

TP

TP

13.

TP

TP

TP

TP

15.

TP

TP

16.

TP

TP

-

H

H

H

H

5.

10.

14.

-

SEPTEMBER

2nd
year

OCTOBER

NOVEMBER

DECEMBER

JANUARY
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17.

TP

TP

18.

TP

TP

19.

TP

TP

20.

TP

TP

TP

TP

22.

TP

TP

23.

TP

TP

24.

TP

TP

TP

TP

26.

TP

A

27.

TP

A

28.

TP

A

TP

A

30.

TP

A

31.

TP

A

32.

TP

A

33.

TP

A

TP

A

35.

TP

A

36.

TP

A

37.

TP

A

TP

A

39.

TP

A

40.

TP

A

41.

TP

E

TP

-

43.

H

-

44.

H

-

21.

25.

29.

34.

38.

42.

FEBRUARY

MARCH

APRIL

MAY

JUNE

JULY
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T- theoretical learning; TP – theoretical and practical training; A – Apprenticeship; E – Examination; H –Holiday.
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2.2 | Evaluation concept and results and recommendations
for future applications
During the pilot phase of the dual vocational trainings comprehensive evaluation
was carried out. This is an excellent tool to monitoring this important phase when
introducing dual vocational training in a region or country where this has been a new
concept so far. Panevezys College in Lithuania took over the responsibility of the
whole evaluation process: from design of the evaluation, implementation to summary
of results that are presented in the chapter below. The following paragraph introduces the selected evaluation methods and procedure.
1. Methods and goals of evaluation
Numerous evaluation methods and standards have been established on an international level. The comparison of applied methods shows that concerning the validity
evaluation criteria play a significant role53.
Depending on which criteria certain priority is assigned to, the evaluation results
turn out correspondingly.
The same significance has the pragmatic focus. Therefore, the most important
question that has to be asked when planning an evaluation: which goals have to be
reached with the evaluation?
1.1 Goals
As a rule, the evaluation has the following goals:
1. It has to provide objectified knowledge about the progress (quantity and quality)
of processes.

53

cf. among others Widmer, Th., Evaluation: Ein systematisches Handbuch, Wiesbaden, 2009.
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2. It serves the control of such processes and helps capturing the strong and the
weak points. Therefore, it is an instrument of quality assurance.
3. It serves the legitimization. In other words, a successful evaluation is an evidence of competence of the person responsible for the process being evaluated.
4. Transparency, in order to make a dialogue possible.
In order to achieve these goals, the evaluation was performed in a process-related
and summative manner. The process-related (also formative, development-related)
evaluation evaluate the quality of the dual vocational training “Finisher” and if necessary, according to the results changes should be done. The summative evaluation or
evaluation of results serves the evaluation of the specified oobjectives within the
framework of the project, final evaluation of impact and efficiency of the development, testing and implementation of a dual vocational training in Lithuania and Hungary.
1.2 Applied methods
As a rule, it is reasonable to use a combination of qualitative and quantitative instruments for evaluation: “If one wants to ensure the availability of statements concerning relevant program conditions and impacts through the framework of mutually
reinforcing evidences so the multiple methodic access providers, in general, a more
comprehensive and informative picture than a monomethodic approach” 54.
Whereas for the analysis of process-related data (program monitoring, execution
etc.) first of all qualitative survey methods are suitable, for the verification of

54

Brandtstädter, Jochen (1990): Development during the course of life. Approaches and problems of
lifespan development psychology. In: Mayer, Karl Ulrich (Hg.): Life courses and social transformation
(special issue of the Cologne magazine for sociology and social psychology. Opladen: Westdeutscher
Verlag
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achievement of the goals, of impact and causal assessment quantitative survey and
evaluation methods have to be implemented55.
Within the framework of evaluations, the most frequently used methods are:
- Secondary analysis of available materials
- Guided interviews
- Standardized surveys or partly standardized surveys
- Case studies
Which methods are selected and applied in the special case depends on the key
questions of evaluation discussed herein: which goals and tasks are set, who performs
the evaluation and which research paradigm makes the basis.
Within the framework of the present evaluation the mixed model – consolidation
model – was selected. According to the general description, the evaluation is opened
with a quantitative questioning. The obtained data material is subsequently evaluated
quantitatively, and then qualitative research followed that aimed at the consolidation
of achieved results. In this way, it provides material for the interpretation of expected
and unexpected effects and illustrates the results of quantitative studies on the basis
of case examples.
The method described above was applied in the pilot phase of the dual vocational
training accordingly: standardized as well as partly standardized questioning in writing
opened the evaluation process during the tests in Lithuania and Hungary. It was supported by an online survey. Subsequent guided interviews provided complementary
results.

55

Stockmann, Reinhard: Was ist eine gute Evaluation. Saarbrücken: Centrum für Evaluation, 2002.
(CEval-Arbeitspapiere; p. 9
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1. 3. Evaluation results56
The shortage of skilled workers is on everyone's lips. Vocational training is an important tool to ensure the generation of skilled workers in their own companies.
The dual vocational training in Lithuania and Hungary is quite new approach. So
far, both countries prevail school vocational training model. Moreover, employers are
very poorly acquainted with the dual training model - not all companies are interested
to employ apprentices and even less to invest in apprentices’ jobs, create methodological materials and train mentors. Due to involving mentors from SMEs, they have less
time to do immediate work. The situation could considerably be improved if there
were tax benefits, which will allow companies to reduce the corporate income tax,
depending on their investment in apprenticeship.
No matter how, reviews of respondents show that the Lithuanian and Hungarian
education system and the business environment are already prepared for the implementation of the new model.

Main aim:
•

Collection of mentors’, trainees’ and teachers’ experience during the implementation of dual training model in the project „Work-based learning“

Objectives:
•
•

Review of 3 evaluation tests: 2 written surveys and 1 interview model
Summary of discussion with SMEs after completing the dual training programme
Target groups:

56

Authors of the evaluation report: Deimantė Končiuvienė, Rimanta Pagirienė, Egidijus Žukauskas,
Juozas Bečelis. The following chapter outlines a summary of the whole evaluation report that is published on the project website: www.work-based-learning.eu.

121

•

Trainees, teachers and SMEs

Research methods
•

written (online) surveys and interview, face-to face discussion

1. First evaluation of trainees, teachers and SMEs
First part of the evaluation was set in both countries - Lithuania and Hungary - in
March 2016. All three target groups were involved in this first step – online questioning with 7 questions. The questionnaires were prepared in Lithuania in Lithuanian
language and in Hungary in English for better understanding. The online survey was
open for 3 weeks to be taken part.
In Vilnius Builder Trainings Center 6 teachers, 5 mentors from SMEs and 21
trainees and in Kontiki Vocational Ltd. 4 teachers, 3 SMEs’ mentors and 7 trainees
answered the questions.
Profile of the trainees:
In Lithuania all trainees were at the age between 8-19; with 19 male and 2 female
participants the sex ratio was not balanced due to the occupation Finisher that is to
classify in the field of building. The most of them did not have any working experience or with 1-2 years very poor one.
In Hungary, the participants were in the same age as in Lithuania; no one has previous working experience and all participants were male.
Profile of teachers:
As in Hungary as well as in Lithuania the most teachers involved in the pilot phase
were very experienced with 7 and more years teaching experience.
Profile of mentors:
In both countries participating mentors had at least 4 years working experience either in the own or other company.
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All evaluation sheets with questions are available at the project website:
http://www.work-based-learning.eu/. The following part presents results in the form
of conclusions.
Conclusions of trainees’ answers:
Trainees evaluated the practical training in the workplace in company very positively. Only one Lithuanian trainee was not sure about his preparation to work independently. Lithuanian trainees were very positive about organization and conditions
of theoretical training, Hungarian trainees were more positive about content of theoretical training.
All trainees (100 percent) in Lithuania and Hungary were satisfied with work and
learning assessment in company. Also, 100 percent of trainees were ready for cooperation with others.
Conclusions of teachers’ answers:
Teachers in Lithuania evaluated preparation to work independently and cooperation skills satisfactory.
Teachers in Hungary were not so sure about trainees learning, organizational skills
and cooperation.
Teachers in both countries (100 percent) agreed that the implementation of dual
vocational training in your vocational school improve the performance of the school
and innovation level.
Conclusions of mentors’ answers:
Lithuanian mentor’s answers showed that they need more pedagogical knowledge,
collaboration skills. Hungarian mentors declared leak legal knowledge, skills and abilities to work with trainees.
Mentors declared that dual training system improved the performance of the company and innovation level in both countries
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All mentors very positively have evaluated ongoing dual vocational training programme.
2. Interviews with trainees and trainers in Hungary and Lithuania
The second part of the evaluation was designed in semi structured intwerviews for
trainees and trainers. The interviews have 7 open questions. The interview data is
used to assess the dual vocational training programme implementation success. Semi
structure interview have been prepared in Lithuanian and English languages.
The interviews were implemented between October to December 2016. All questionnaires are prepared in Lithuanian and English language.
2 interviews from trainers and 6 from trainees were received from Vilnius Builder
Training Center. Kontiki Vocational Ltd. interviewed 3 trainers and 2 trainees.
Conclusions of interviews with trainers:
1. Evaluation of trainers in both countries is very positive. They see lot of benefits
in participating in the dual vocational training:
a.

Solved problem of shortage of workers

b. Tried future workers
c. Very close cooperation with school teachers
2. But teachers also pointed out the lack of pedagogical and psychological
knowledge for masters.
Conclusions of interviews with trainees:
All trainees have very positive approach about participation in this programme.
They declared good relation with master and other staff of company.
Trainees declare some lack of practical knowledge at the beginning, but they point
out that they could get help either from teacher or masters.
Trainees were glad that teachers were visiting them.
124

More than 50 percent of trainees would like to continue their work in the
company, other part would like to continues studies.
3. Second evaluation of trainees, teachers and SMEs
In November 2016, 12 months after beginning the training, the second phase of
the evaluation was set in Lithuania and Hungary. All the previos three target groups
were involved again in order to measure the development of the training by the
perspective of all involved.
For this an online survey with 7 questions was developed and opened for 2
months to gain responses from Hungarian and Lithuanian participants.
Conclusions of trainees’ answers:
Trainees evaluated the practical training in the workplace in company very positively.
All results are more positive as in 1 survey.
Trainees feel more satisfied with theoretical and practical knowledge.
Trainees can easily cooperate with mentors. They feel more confident in the company.
Conclusions of teachers’ answers:
Teachers in Lithuania and Hungary evaluated very positively the trainees’ abilities
after 12 months in the programme.
All statements are mentioned as “very good” and “good.
Teachers in both countries (100 percent) agreed that the implementation of dual
vocational training in their vocational school improve the performance of the school
and innovation level.
Conclusions of mentors’ answers:
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Lithuanian mentor’s answers showed that they after 12 months still need more
pedagogical knowledge, collaboration skills. Hungarian mentors declared leak legal
knowledge, skills and abilities to work with trainees.
Mentors declared that dual training system improved the performance of the company and innovation level in both countries
4. Interviews/discussion with SMEs
The discussion was organised in Lithuania with 2 mentors, one teacher and 2
representatives from Panevezys College, where Panevezys College took the role of
moderater. The discussion round was set in the final phase of the training
implementation to receive feedback from teachers, mentors after completing dual
training model and foresee opportunities for further development. The whole
discussion written down follows as next.
PC-1. Briefly assess the training program.
SME-1. A curriculum, in which a greater part of time (70 %) is devoted to direct
work in the company, helps the apprentice to better prepare for future work by acquiring specific vocational skills. And the company knows the future workers better.
SME-2. We have also noticed that the apprentices are more motivated because
they see the possibilities of applying theoretical knowledge. We have made sure that
they feel important in the company, we have shown confidence. The motivation is
strengthened by even a small reward. It was also useful for the company itself to have
extra hands. Especially it felt at the end of the training, when the apprentices gradually had already accumulated a lot of skills, could help to fulfill orders.
SME-1. I will look at the benefits not only for the company but for myself as a
mentor. During that time I learned to teach. Earlier, it seemed that a simple task does
not need an explanation, but I was wrong. I was glad about the apprentice when he
understood what I was demanding from him and he carried out precisely the actions.
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SME-2. Well, we have convinced the hard work of a teacher, they need a lot of patience. It is necessary to know a young person, to be able to attract him, to demand,
but not to undermine his confidence in his own power, to control it, but to allow it to
act on his own. The happiness is that there were no major conflicts.
VSRC. The apprentices were happy that the mentors are very good, explaining
everything. And the school felt that the apprentices were more motivated, had issues
related to work.
PC-1. How was the implementation of the Dual Vocational Training Program at a Vocational
School?
VSRC. Well, initially, it seemed like there might be few hours of theory, but the
practical work in the company helped to strengthen the knowledge faster, helped the
apprentices to understand the significance of the theory in practice. By focusing on
the interests of the apprentice and the requirements of the program, we try to use
active teaching methods, we have based our experience, analyzed the specific working
situations.
PC-2. How did vocational school and company cooperation take place?
VSRC. I had to visit companies more than once, observe the work of apprentices,
and communicate with mentors. It is especially important to adhere to unified requirements. I think that cooperation was effective and beneficial to both sides.
SME-1. I agree and would like to add that teachers have helped us to better understand the content of the program, to plan activities according to the knowledge that
the apprentice has already acquired. they also answered the questions, helped to solve
pedagogical-psychological situations.
SME-2. I would also mention that the teachers helped us to better understand the
apprentices, their individual needs, and for the apprentices, of course, the control of
the school was very important, which disciplined them more.
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PC-2. Although many good things have been mentioned here, however, I would also like to hear
about the problems associated with the implementation of dual education.
SME-1. At the beginning, the apprentices could to help the company little, because only they were able to work unskilled jobs with minimal knowledge and ability.
When they were taught by mentors, mentors also had to retreat from their work.
Already in the first half of the year, the situation began to improve, and at the end
some of the apprentices were already able to work independently and have taken the
initiative for the company.
SME-2. I would also mention that some of the apprentices did not have the skills
to maintain order, did not plan to spend time, did not trust themselves. In cooperation with the school, we managed to get a better understanding of apprentices, while
working with them individual problems were overcome. And still, when there are
many apprentices in the company, it's hard for them to find a mentor, since one cannot manage a large team. In such cases, vocational teachers came back to help, who,
without counting their time at the company, came to the ambassadors with patience.
VSRC. Well, sometimes, it was time to stay in the company, but, after all, our
common goal is to prepare a skilled finisher. Well, while talking about problems at
school, attendance can be mentioned. Initially, some apprentices lacked motivation;
they did not attend all lessons. But the situation changed quickly when they began to
realize that they lacked theoretical knowledge to acquire the skills they needed to
work.
PC-1. To conclude, we would like to ask what you propose to improve in the future by implementing dual education.
SME-1. I would have liked that mentors-mentors would need more pedagogicalpsychological knowledge and abilities. Students should be led by people who have a
vocation and have completed a special training course. And, perhaps, such a form of
training is more likely to be beneficial in larger companies where more masters and
easier to select appropriate mentoring.
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SME-2. And yet, there should be funding opportunities for masters-mentors, as
work with the apprentices increases the intensity and responsibility of the work, and
less time for their direct work.
VSRC. The program really makes sense in order to train skilled workers; it is only
difficult to find companies that would agree to do dual training together.
Conclusions:
Mentors were happy to participate in the programme. They have pointed benefits to the company
and mentors personally.
Mentors also mentioned the main problem – possibility to get funding for mentors as they worked
very intensive at this period.
Teachers found main problem – to find one company that could host all group of students. In case
of choosing many small companies – they foresee problem of monitoring.
Teachers were satisfied that this model increased motivation of the students, they didn’t feel boring.

5. Summary of the results, consequences and recommendations
5.1. Summary of the results of the different evaluations
In Lithuania: Lithuanian trainees, trainers and mentors were very active in all evaluation stages. The main problems from trainees was noticed – preparation to work
independently. The same problem, the teachers declared too. Mentors said that they
need more pedagogical and psychological skills. Also, they declared that to take care
about trainee – is quite difficult and long job. But mentors agreed that after 12
months trainees created added values to the company and helped to solve problems
with shortage of workers.
In Hungary: Hungarian trainees were very positive about content of theoretical
training. Teachers in Hungary doubted about trainees learning, organizational skills
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and cooperation. Also, teachers in Hungary were not so positive about organization
of dual training, but the ongoing programme has been evaluated “very good”. Hungarian mentors declared leak legal knowledge, skills and abilities to work with trainees
In Lithuania and Hungary: Evaluation in both countries showed quite positive results from all target groups: trainees, trainers and mentors.
Comparing both surveys, it could be declared that trainees after 12 months become more positive, their self-evaluation increased. Lithuanian trainees were very
positive about organization and conditions of theoretical training, Hungarian trainees
were more positive about content of theoretical training. After 12 months – trainees
in both countries felt prepared to work independently, they can cooperate easily.
Evaluation of dual training presented that all trainees (100 percent) in Lithuania
and Hungary were satisfied with work and learning assessment in company. And also,
100 percent of trainees were ready for cooperation with others. Trainees in both
countries would recommend entering dual vocational training programme for friend.
And the same results were presented in both surveys.
Analysis of teachers’ answers in both countries showed that teachers in Lithuania
evaluated preparation to work independently satisfactory – 33 percent. The same
evaluation was for cooperation too. But they were quite positive about working environment and learning. After six months
Teachers in Hungary were quite positive about preparation to work independently,
but they were not so sure about trainees learning, organizational skills and cooperation,
Lithuanian teachers during evaluation of dual vocational training answered very
positively all questions concerning dual training in companies, but they doubted
about trainee’s preparation to work independently. Teachers in Hungary were not so
positive. 50 percent of them evaluated organization of dual training satisfactory, but
the ongoing programme has been evaluated “very good” – 100 percent. Teachers in
both countries (100 percent) agreed that the implementation of dual vocational train130

ing in your vocational school improve the performance of the school and innovation
level.
Evaluation of mentors in both countries is very positive. They found lot of
benefits in participating in this project:
•

Solved problem of shortage of workers

•

Tried future workers

•

Very close cooperation with school teachers

Lithuanians mentors very positively have evaluated ongoing dual vocational training programme co-operation with practical training teacher in vocational school;
trainees' theoretical training in vocational school and dual vocational training organization, but they saw very few problems with trainee’s preparation to work independently. But Hungarian mentors were very positive on all issues.
Lithuanian mentor’s answers showed that they after 12 months still need more
pedagogical knowledge, collaboration skills. Hungarian mentors declared leak legal
knowledge, skills and abilities to work with trainees.
Mentors declared that dual training system improved the performance of the company and innovation level in both countries
5.2 Consequences for Curricula
On the basis of the evaluation results, we can conclude that all project participants
- trainees, trainers in companies and teachers in schools - have a positive evaluation
of the Finisher (builder) non-formal dual training program.
According to trainers in companies, apprentices during the study process are giving added value to the company and the employer has perfect opportunity to select
employees who are satisfied with it. Apprenticeship helps to develop the future employee's loyalty to the company. However, trainers in companies acknowledged that
they lacked pedagogical-psychological readiness to be mentors, mentioned that the
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responsible mentor's work was diverted from direct duties, and therefore an additional remuneration was needed for it.
According to the trainees, the work under real conditions taught them to be responsible, self-reliant, self-confidence, and for some, they helped to discover the
vocation. Possibility to apply theoretical knowledge in practice increased the motivation of apprentices; various unexpected working situations taught them to make decisions quickly, evaluate their actions and to take responsibility.
Interviews with teachers showed that working with the Finisher (builder) curriculum a vocational school applied special, action-oriented teaching/learning techniques
and methods during classes, analyzed work situations, provided flexible training/learning services, adapting to learners' needs and abilities and demands of the
labor market. Teachers have also identified better motivation for learners. The teachers also admitted that they had spent a lot of time in the company helping for trainers
in companies.
Due to the structure and content of the program, the participants did not have
concrete proposals, but it was noted that content descriptions of modules need to be
updated on a regular basis in order to familiarize learners with the innovations in the
construction sector, important for the profession of finisher, taking into account new
building materials, equipment and tools.
Training/learning oriented towards activity is implemented using different learning
techniques. The school must create conditions to acquire professional qualification
for all learners (youth, adults, disabled, gifted learners) taking into account their age,
experience, education and cultural differences, adapting to their needs and possibilities.
The workplace must be equipped with technological equipment, necessary and accurate tools and other technological and personal safety equipment corresponding to
the requirements of the Programme, and all works required by the vocational training
programme are performed.
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Organizing training in the Finisher (builder) curriculum for theoretical and practical training will be used for day or bloc teaching, combining vocational school, company and apprentice needs.
5.3 Recommendations for future applications
On the basis of the evaluation results, recommendations for future use of the curriculum “Finisher” could be:

Information of the trainees
•

To familiarize the trainees with dual education goals, tasks, legal regulation,
with Finisher (builder) preparation Standard Level 3 of vocational qualification, organization of the teaching/learning process under their responsibility;

•

Organize a trip to the company, show the workplace, and introduce the mentors.

Cooperation between school and enterprise
•

Strengthening school-enterprise collaboration by combining the objectives of
practical and theoretical training,

•

Close cooperation on development of content of the program and drawing
up a curriculum timetable;

•

Regular discussing on the monitoring, control and evaluation of apprenticeship work.

Preparation of teachers in schools
•

Allow vocational teachers to get acquainted with the company in advance
with practical training,

•

Present the equipment and materials used therein,

•

Show apprenticeships, establish close contacts with mentors.

Preparation and training of trainers in companies
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•

Organizing for upcoming mentors training in professional pedagogy, psychology and leadership (up to 80 hours) leading to certificates of competency
acquired.

Organization of implementation
•

In order to successfully organize the implementation, it is necessary to develop legally regulated model dual-education contracts.

•

To encourage the participation of small and medium-sized enterprises in dual
training, it is necessary to apply tax incentives that allow companies to reduce
their corporate income tax depending on their investment in apprenticeship.
This would help solve the issue of payment for both students and mentors mentors and cover company costs for mentoring training.

•

By choosing companies to perform dual training, they should aim for the
technological equipment needed to implement the Finisher (builder) dual
training program in order to ensure that apprentices are provided with a job
that matches their available abilities to actively participate in the training process by a well-prepared master-instructor.
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3 | Curricula and further concepts for implementation of the
training for trainers
3.1 | Program of the course for trainers/instructors of the
training in enterprises57
Objectives of the course
The shortage of skilled workers is on everyone's lips. Vocational training is an important tool to ensure the generation of skilled workers in the companies. The task
for instructors is to involve the youth, in technically and pedagogically competent
way, in the operating and economic environment and to provide them with professional qualifications. The train-the-trainer program provides the necessary knowledge
to successfully pass the trainer aptitude examination and enables to gain operational
practice.
Training for trainers is of great importance for the commercial development also
independent of a company training. The teaching of management and manual skills in
vocational and occupational education fundamentally strengthens innovation, competitiveness and productivity in the company. In order to implement a dual system of
vocational training, it is critical to have in the company people with appropriate educational qualifications. This is achieved with this course in SMEs. The conducting of
the course therefore aims to prepare for the introduction of dual education systems in
SMEs. Thus, employees receive targeted competencies to provide vocational training
for young people and SMEs are well prepared for their tasks as training partners in
the dual system.

Dr. Agnieszka Sałek-Imińska and Dr. Monika Zajkowska, Hanseatic Institute for Support of Small
and Medium Enterprises
57
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The training on the current Ordinance on Trainer Aptitude (AEVO) includes the
following four areas of action: training requirements and training plan, preparing of
training and assistance in the recruitment of apprentices, training performance and
completion of training.
Participants of the course will be prepared for:


Participants of the course will be prepared for:



independent planning and organization of the training with trainees according to principles of psychology and pedagogy,



preparing trainees, in a competent way, for the productive work based learning training and cooperating in the team,



getting to know and adapting requirements and the working methods to their
capabilities, the possessed knowledge and skills,



proper communication with trainees



applying the working methods developing the activity and the self-reliance of
trainees,



selection of tasks, forms and methods of the work supporting the further
professional development,



acquainting trainees with the organization of a workstation in a competent
way,



planning the introduction to work pursuant to applicable regulations in keeping order, discipline, health and safety at work,



motivating trainees to exploit knowledge and implement innovative solutions
on-the-fly.



providing education related to a given profession according to program documentation being in force for a given profession,
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shaping appropriate attitudes towards work and the process and products of
work,



formulating questions and directing problems to trainees in a clear, logical
and meaningful way,



organizing and conducting practical classes in accordance with applicable
rules and provisions binding in the workplace,



presenting advantages of the profession by appealing e.g. to the authority in a
given profession, whether being published of public aspects in the given profession,



organizing training positions in the own workroom,



using modern technical means in the own work and the teaching,



improvement of own professional skills and modernization of the own workroom.

Requirements for participants
The practical education in the enterprises can be provided by:
-

the employer, for whom teaching and education with pupils or juveniles constitutes the basic job and is performed in week's hours predicted for teachers,

-

the employer or appointed employees for whom the teaching and education
work with pupils or juveniles does not constitute the basic job or is performed in week's hours in the dimension lower than predicted for teachers,
within the frames of week's working hours applying to them, hereinafter referred to as "instructors of the practical learning of the profession".

-

Instructors of the practical learning of the profession should have qualifications required of teachers, determined in provisions on specific qualifications
required of teachers and determining schools and events, in which it is al137

lowed to hire teachers with no higher education or completed teacher’s training centers.
-

Instructors of the practical learning of the profession should have at least the
title of the master craftsman in the profession they will teach, or in the profession falling within the scope of the profession they will teach or pedagogical qualifications required of teachers or the completed course and:

-

the certificate of completion of technical vocational school, supplementing
technical vocational school or equal school or the certificate of completion
of vocational college or the diploma certifying completion of college and
professional title in the profession they will teach or in profession similar to
the one they will teach, and at least three-year work experience in the profession they will teach or

-

the certificate of completion of the vocational secondary school and the title
of the skilled worker or equal title in the profession they will teach and at
least four-year work experience in this profession acquired after obtaining the
professional title, or certificate of completion of comprehensive secondary
school, technical secondary school, profiled secondary school, supplementing
comprehensive secondary school, technical vocational school and the supplementing technical vocational school, educating in other profession than
the one they will teach, or of average professional school and title of the
skilled worker or equal title in the profession they will teach, and at least sixyear work experience in this profession acquired after obtaining the professional title, or diploma of obtaining a university degree on the faculty (specialties) appropriate for the profession they will teach and at least three-year
work experience in this profession acquired after receiving diploma or the
diploma of obtaining a university degree on other specialties and at least sixyear work experience in the profession they will teach.
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General curriculum of the Train-the-Trainer program in SMEs
The course covers issues from the field of psychology, pedagogy, methodology of
teaching and popularizing the cooperation. The majority of classes are held in the
form of exercises, in the course of which listeners solve diverse problems based on
the theoretical knowledge obtained during lectures, own experience, literature and
hints of lecturers. It allows to adapt own work to changes in the industry and the
vocational education.
FIELD OF ACTION

TRAINING
REQUIREMENTS AND
TRAINING PLAN

SPECIFICATION
-

presenting the advantages and benefits of
company training and providing justification,

-

assistance in the planning and decision
making with regard to the operational
training needs based on legal regulations,
collective agreements and operational
framework,

-

presenting the structures of VET system
and its interfaces,

-

selecting apprenticeships for the operation,
including justification of such selection,

-

qualification of the company for the professional training program as well as consideration whether and to what extent
training is possible outside the training
premises, in particular training in association, inter-company and external training,

-

the possibilities of professional training
139

preparatory measures to assess,

PREPARATION OF
TRAINING AND ASSISTANCE IN THE
RECRUITMENT OF
APPRENTICES

-

during operation matching the responsibilities of the training participants, taking into
account their functions and qualifications.

-

creating on the basis of training regulations
a company training plan, which is geared
particularly towards typical professional
work and business processes,

-

the possibilities in the scope of interactivity
and participation taking into account the
employees' representations in VET,

-

identification of cooperation needs, covering the training scope and its organization
together with the cooperation partners, in
particular the vocational school,

-

applying criteria and procedures for selecting trainees taking into account their diversity

-

preparation of the vocational training contract and ensuring the contract registration
with the competent body,

-

considering possibilities of carrying out
parts of the training abroad.

-

creating conditions conducing learning and
a motivating learning culture to provide
and receive feedback,

-

organization, implementation and evalua140

tion of trial period
-

development from the company training
plan and the typical professional work and
business processes in the company, the
learning and work tasks,

-

training methods selected for target groups
and their situation-specific use,

-

providing the apprentices with assistance
in case of learning difficulties through individual trainings and learning advice, using training support aids if required and
considering the possibility to extend the
training period,

-

additional training opportunities for the
trainees, in particular in the form of obtaining additional qualifications, and the
possibility of shortening the length of
training and considering the premature
admission to the final examination,

-

recognizing social and personal development of students in order to provide support and find solutions of problems and
conflicts in due time,

-

determination of performance of apprentices and evaluation of performance appraisals by third parties and examination of
results to evaluate, lead assessment interviews, draw conclusions for the further

PERFORMANCE OF
TRAINING
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training course,

COMPLETION OF
TRAINING

-

promoting intercultural competence.

-

preparing trainees to the trade test, taking
into account the exam dates and conducting training to a successful conclusion,

-

registration of trainees for exams with the
competent authority and ensuring implementation of relevant particularities

-

contribution to development of a written
report on the basis of performance appraisals,

-

informing trainees about occupational development paths and vocational training
opportunities and providing advice.

Table 1: General curriculum of the train-the-trainer program in SMEs
Framework program of the course is presented in table 2.
SECTION

SPECIFICATION

I

BASICS OF PEDAGOGY

II
III

BASICS OF PSYCHOLOGY
METHODOLOGY OF PRACTICAL
TRAINING WITH ELEMENTS OF
DISSEMINATION AND IMPLEMENTATION OF MODEL OF COOPERATION

IV

METHODOLOGICAL PRACTICE

(PRACTICAL)
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NUMBER OF
HOURS
15
15

40

10

Section I – basics of pedagogy
Thematic scope:


The practical apprenticeship as the element of conditioned vocational training with core curriculum of vocational education, program of the vocational
training, standard requirements for the examination confirming professional
qualifications.



Students - their needs and interests.



Social environment of students - cooperation with parents and school.



Managing teaching and education process.



Education situations in the course of teaching the profession.



Role of the instructor of practical apprenticeship as the teacher - career.



Pedagogy as the theory of upbringing: the object, tasks and basic concepts,
vocational training, aims of the general and professional education.



System of the vocational education in Poland.



Significance, aim of bringing the students of upper secondary schools up: society, work, culture.



The workplace as the education environment: the work as the value, connections and interpersonal relations, determinants of school achievements of a
student.

Methodological pointers:
Classes should be conducted in the form of lectures with very active participation
of listeners, establishing and developing discussion regarding selected subjects. The
academic teacher provides specific real-life examples. One should ensure that listeners frankly and willingly share their opinions with lecturer and the discussions are
accompanied by the elaborations prepared by the participants of a course.
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Section II - BASICS OF PSYCHOLOGY
Thematic scope:


Factors supporting the development of a human being and impeding his/her
development: mechanisms of learning and teaching methods, teacher-student
interactions, speech and intercommunication in learning and teaching situations, conflicts and the ways of their solving in a peer group and in teacherstudent relations, peculiar problems of the students.



Basic knowledge of psychology: definition of psychology and its significance
as science, basic concepts in psychology, using basic concepts in psychology,
using theoretical knowledge concerning biological and psychological mechanisms in practical education of profession, taking control of techniques of
exerting influence on a student and the group, getting to know the significance of the communication and practical use of communication techniques
in the education process.



Cognitive and emotional processes: catching attention, types of memory,
emotions, incentive processes.



Self-presentation and self-assessment of the teacher - evaluation of own
work and achievements: ability and intelligence, self-education, communication skills, abilities in the scope of practical adaptation of educating techniques to the possibility and abilities of students.

Section III - METHODOLOGY OF PRACTICAL TRAINING WITH
ELEMENTS OF DISSEMINATION AND IMPLEMENTATION OF COOPERATION MODEL
Thematic scope:


Analysis of objectives, contents, methods, principles and forms of organizational
processes of education and their psychological and social conditions.
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Basic concepts of didactics, system structure teaching, the methodology of teaching, teaching centres and the evaluation of teaching results.



Methodology of teaching related to apprenticeship classes:
•

teaching process and conditions of its correct accomplishment, awareness of the aim, the concomitance principle, the competent labour organization, the joint responsibility of participants and the teaching staff;

•

organizational forms, an educational system related to graduates, legal
documents governing the vocational training, job classification of vocational education;



Selected teaching methods: definition of the method, general selection criteria of
teaching methods, simple methods and complex activating methods based on observation and measurements, methods based on practical activity, case studies
methods and situational methods.



Planning the teaching work: school curriculum, content of the program, professional characteristics of a graduate, content of teaching, teaching schedule, structure of apprenticeship classes, lesson aim, detailed script of the lesson - analysis
of timetables.



Analysis of school curricula.



Drawing up model summaries.



Teaching centres: notion, division and definition of teaching centres, selected
teaching centres, natural teaching centres in the practical education.



Forming of the ability and classification.



Control and evaluation in education.



Creating professional project of training between school and enterprise adapted
for the needs of both sides.
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Creating the contract / agreement - formalized document related to cooperation
between enterprise and vocational school, or between enterprise, vocational
school and a student.



Defining practice – the course of practice performed by a student. Model disadvantaged areas:
•

duties to do,

•

production area the practice takes place in, including tools and machines,
which are supposed to be applied while undergoing practice,

•

particular needs or requirements associated with undergoing practice.



Monitoring of progress of the student - monitoring progress of students in the
scope of productivity and attitudes - different types of reports.



Introducing the students with various possibilities of the further cooperation
after finishing practice.
Methodological pointers:

Classes conducted with method of the lecture with elements of discussion. One
should concentrate on problems taken from the real life in order to allow polemics
and the exchange of ideas, to underline the possibilities to apply the mastered
knowledge. One should cover the subjects concerning teaching documentation being
based on teaching schedule in the form of a textbook prepared of materials and
summaries. Each listener receives the school curriculum for the selected specialization.
Section IV - METHODOLOGICAL PRACTICE (PRACTICAL)
Thematic scope


The identification of enterprise needs - clear determination of needs which are
supposed to be fulfilled by way of practice attended by the students of vocational
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school in the company, is a key to achieve expected results. Model disadvantaged
areas:
•

needs which are supposed to be provided with practice,

•

a lot of time is required in order to meet such needs

•

departments of the company in which practice is supposed to be held.



Creating the profile of a student - the identification of training programmes that
will best meet the needs of the enterprise and presenting a few possible profiles
of students to undertake a traineeship in a given enterprise.



Being a coach in the enterprise.



Organization of the practical training.



Refund of the remuneration.



Health and safety at work.



Types of briefings and their meaning in the teaching process.



Presentation (example) of such briefing in the workplace at a workstation (training).



Observation of briefings (the review and the evaluation) by listeners of the
course.



Conducting classes - listeners of the course conduct classes in their workrooms
area. The instructor independently prepares the summary and methodology and
presents the selected topic of a lesson to the remaining listeners. Observing listeners - participants of the course analyze and assess the proposal of a colleague.
Teaching methods

Teaching methods used in the course should place particular emphasis on participatory methodologies. The following discusses the key issues related to traditional
and activating teaching methods. The method is regularly used procedure app-lied to
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achieve the target result. In order to achieve it both theoretical and practical activities
are performed, properly selected and implemented in the correct order. In turn, the
teaching method is a way of working by the teacher and student, for the achievement
of learning objectives. In other words, it is a proven system of activities undertaken
by teachers and students, carried out deliberately in order to cause the assumed
changes in the personality of students. Hence, the teaching methods should be understood as all projects and organizational procedures that apply throughout the process
of teacher education, from developing new material, by enhancing knowledge and the
formation of habits, to control and assess the progress of students. Teaching methods
also include elements shaping the attitudes of humans and other educational impact.
The value of teaching methods determined nature of the activities of teachers and
students as well as pictorial and technical resources to support or replace certain
tasks. The value of teaching methods depends primarily on whether and to what extent the method produces activity, independence and commitment of students. Because of the great variety of teaching methods and continuous emergence of new
ones, their classification has not been uniform. Traditionally used was division into
methods of spoon-feeding and looking, but proved to be too narrow. Therefore, we
have introduced new division of methods based primarily on verbal communication
(talk, discussion, storytelling, lectures) and practical activities (laboratory method,
practical). The most complete division includes 4 groups of teaching methods, which
correspond to four types of learning:


feeding methods (learning by assimilation);



seeking methods (learning through discovery);



method of displaying (learning by experiencing);



practical methods (learning by doing).

Examination regulations
The candidate by examining must prove his professional and pedagogical skills and
qualifications required for proper training of apprentices (trainees), including neces148

sary competence for independent planning, implementation and evaluation of vocational training. Examination consists of a written and practical part. In the written
part of the test case-related tasks are to be processed in each of the fields of action
listed below.
Training requirements and training plan
The candidate must prove that he is able to assess training requirements on the basis of operational, job-related and legal provisions, and to assess and plan the training,
also taking into account external training periods. Most of the qualifications listed in
subparagraphs a to g are related to this task:
a) presenting and creating advantages and benefits of VET training,
b) planning operational training needs on the basis of legal regulations, collective agreements and operational framework, as well as training preparation
and making decisions,
c) presenting the structures of VET system and its interfaces,
d) selecting apprenticeships for the operation, including justification of such selection,
e) qualification of the company for training in targeted occupations, particularly
in the light of complex education and on- and off-training,
f)

possibilities of using vocational training preparatory measures and evaluation,

g) coordination of internal allocation of tasks for training in terms of function
and qualifications of the training participants;
Preparation of training and assistance in the recruitment of apprentices
The candidate must prove that he is able to perceive objectives of the training
preparation, define selection criteria for settings and carry out the recruitment procedures, taking into account operational work and business processes and legal aspects.
Most of the qualifications listed in subparagraphs a to f are related to this task:
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a) creating on the basis of training regulations a company training plan, which is
geared mainly towards professional typical work and business processes,
b) presenting opportunities for participation and co-determination of worker
representation in enterprises in vocational training,
c) identification of cooperation needs and substantive and organizational coordination with partners, particularly the vocational school,
d) applying the criteria and procedures for selecting trainees also taking into account their diversity,
e) preparing and completion of vocational training contract and ensuring registration with the competent body,
f)

considering whether parts of the training can be carried out abroad.

Performance of training
The candidate must prove that he is capable of action-oriented learning processes
to plan and control and promote independent learning. Here the job-specific work
and business processes and capabilities and learning requirements of the trainees are
considered. Most of the qualifications listed in subparagraphs a to j are related to this
task:
a) creating conditions conducing learning and a motivating learning culture to
provide and receive feedback,
b) organization, implementation and evaluation of trial period,
c) development from the company training plan and the typical professional
work and business processes in the company, the learning and work tasks,
d) training methods selected for target groups and their situation-specific use,
e) supporting apprentices in case of learning difficulties through individual
training and learning guidance, using training support aids and considering
possibilities to extend the training period,
150

f)

generating additional training opportunities for apprentices, in particular in
the form of obtaining additional qualifications; considering the possibility to
shorten the length of training period and the premature admission to the final or journeyman's examination,

g) promoting social and personal development of students; Identification of
problems and conflicts in due time to find solutions,
h) learning and working in a team to develop,
i)

determination of performance of apprentices and evaluation of performance
appraisals by third parties and examination of results to evaluate, lead assessment interviews, draw conclusions for the further training course,

j)

promoting intercultural skills in operation.

Completion of training
The candidate must prove that he is capable of training to lead to a successful conclusion and point out perspectives of further learning and qualification paths. Most of
the qualifications listed in subparagraphs a to d are related to this task:
a) preparing trainees to the final or journeyman exam, taking into account the
exam dates and conducting training to a successful conclusion,
b) registration of apprentices for exams with the competent authority and ensuring implementation of relevant particularities,
c) creating written documents on the basis of performance appraisals,
d) informing trainees on operational development paths and vocational training
opportunities and providing advice.
The practical part of the exam consists of presentation or a practical implementation of a training situation and technical discussion. For the presentation, or the practical part, the examinee selects a job-specific training situation. The selection and
design of the training situation should be explained in technical discussion.
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3.2 | Concept of the evaluation of the training for trainers58
1. Definition of evaluation
Evaluation of training is one of the main components of a training programme. It
not only provides the trainer with useful information in order to further improve the
training course, but also creates an impression of completeness.
The evaluation is the final step of the training management cycle. A training management cycle can be divided into three major steps: Step 1: Planning; Step 2: Implementation; and Step 3: Evaluation. The results of the training evaluation are reflected
in the next phase of training planning to improve future training programs.
Training Management Cycle

Step 1:
Planning

Step 3:
Evaluation

58

Step 2:
Implementation

Dr. Monika Zajkowska, Hanseatic Institute for Support of Small and Medium Enterprises
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The following definitions of evaluation are some of those most commonly used:
An evaluation is the systematic and objective assessment of an ongoing or completed project, program or policy, its design, implementation and results. The aim is
to determine the relevance and fulfillment of objectives, development efficiency,
effectiveness, impact and sustainability59.
A program evaluation is the systematic collection of information about the activities, characteristics, and outcomes of programs to make judgments about the program, improve program effectiveness, and/or inform decisions about future programming60.
2. Types of evaluation
There are many different types of evaluations depending on the object being evaluated and the purpose of the evaluation. Perhaps the most important basic distinction
in evaluation types is that between formative and summative evaluation. Formative evaluations strengthen or improve the object being evaluated -- they help form it by examining the delivery of the program or technology, the quality of its implementation,
and the assessment of the organizational context, personnel, procedures, inputs, and
so on. Summative evaluations, in contrast, examine the effects or outcomes of some
object -- they summarize it by describing what happens subsequent to delivery of the
program or technology; assessing whether the object can be said to have caused the
outcome; determining the overall impact of the causal factor beyond only the immediate target outcomes; and, estimating the relative costs associated with the object.

Formative evaluation includes several evaluation types:

59
60

Glossary of Key Terms in Evaluation and Results Based Management
Patton, M.Q. (1997). Utilization-focused Evaluation: The New Century Text (3rd ed.). Thousand
Oaks, CA: Sage.
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•

needs assessment determines who needs the program, how great the need is, and
what might work to meet the need

•

evaluability assessment determines whether an evaluation is feasible and how
stakeholders can help shape its usefulness

•

structured conceptualization helps stakeholders define the program or technology,
the target population, and the possible outcomes

•

implementation evaluation monitors the fidelity of the program or technology delivery

•

process evaluation investigates the process of delivering the program or technology, including alternative delivery procedures

Summative evaluation can also be subdivided:
•

outcome evaluations investigate whether the program or technology caused demonstrable effects on specifically defined target outcomes

•

impact evaluation is broader and assesses the overall or net effects -- intended or unintended
-- of the program or technology as a whole

•

cost-effectiveness and cost-benefit analysis addresses questions of efficiency by standardizing
outcomes in terms of their dollar costs and values secondary analysis reexamines existing
data to address new questions or use methods not previously employed

•

meta-analysis integrates the outcome estimates from multiple studies to arrive at an overall
or summary judgement on an evaluation question

3. Steps of training evaluation
The processes of training evaluation can be divided into five steps: identify purposes of evaluation; select evaluation methods; design evaluation tools, collect data;
analyze and report results.
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Step 1:
Identify
Purposes
of
Evaluation

Step 2:
Select
Evauation
Method

Step 3:
Design
Evaluation
Tools

Step 4:
Collect
Data

Step 5:
Analyze
and Report
Results

Step 1: Identify the Purposes of Evaluation
•

Before developing evaluation systems, the purposes of evaluation must be
determined.

•

Why do we want to evaluate training programs?

Step 2: Select Evaluation Method
•

Kirkpatrick’s four levels of evaluating training programs

•

Reaction, learning, behavior, and result

Step 3: Design Evaluation Tools
•

Questionnaire

•

Pre/Post Test

•

Impact Survey

Step 4: Collect Data
•

Who, when, how to collect data?
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Step 5: Analyze and Report Results
•

Evaluation data analysis

•

Reporting

Step 1: Identify Purposes of Evaluation
Before developing evaluation systems, the purposes of evaluation must be determined. These will affect the types of data and the data collection methods.

Purposes identified by the GDLA Task Force
The GDLA Task Force has identified the following as the purposes of evaluating
training programs planned and implemented by the Task Force for public officials in
charge of local administration:
•

To determine whether the objectives of the training were achieved.

•

To see how the knowledge and skills learned in the training are put into practice.

•

To assess the results and impacts of the training programs.

•

To assess the effectiveness of the training programs.

•

To assess whether the training programs were properly implemented.

•

To identify the strengths and weaknesses of the training programs.

•

To assess whether the training programs were suitable in terms of the training contents, timing, participants and other aspects.

•

To find problems of the training programs and solutions for improvement.

Step 2: Select Evaluation Method
One of the most commonly used methods for evaluating training programs is the
four levels of evaluation by D. L. Kirkpatrick. According to his concept, capacity
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development is realized by the four sequential steps: Reaction; Learning; Behavior;
and Results.

Level 1: Reaction
Evaluation on this level measures how participants react to the training program. It
is important to get a positive reaction. Although a positive reaction may not ensure
learning, if participants do not react favorably, they probably will not be motivated to
learn.
Level 2: Learning
Evaluation on this level measures the extent to which participants change attitudes,
improve knowledge, and/or increase skills as a result of attending the training program. One or more of these changes must take place if a change in behavior is to
happen.
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Level 3: Behavior
Evaluation on this level measures the extent to which change in participants’ behavior has occurred because of attending the training program. In order for change to
take place, four conditions are necessary:
•

The person must have a desire to change.

•

The person must know what to do and how to do it.

•

The person must work in the right climate.

•

The person must be rewarded for changing.

Level 4: Results
Evaluation on this level measures the final results that occurred because the participants attended the training program. Examples of the final results include increased
production, improved quality and decreased costs. It is important to recognize that
these results are the reason for having some training programs.

Step 3: Design Evaluation Tools
Various evaluation tools can be selected depending on the purposes and methods
of evaluation.
•

Questionnaires

•

Surveys

•

Tests

•

Interviews

•

Focus group discussions

•

Observations

•

Performance records
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For the Train the Trainer training evaluation the questionnaire and the interview was used.
The questionnaire is probably the most common form of evaluating training
programs. Questionnaires to evaluate the reactions of training participants.
The first step of questionnaire design is to determine the information we would
like to know.
The following are some information we wanted to ask the participants for.
Contents: Was the content appropriate?
Materials: Were the materials useful?
Teaching method: Was the teaching method appropriate?
Trainer/Facilitator: Was the trainer/facilitator effective?
Motivation to learn: Were you motivated to learn the contents?
Program relevance: Was the program relevant to your needs?
Level of understanding: Did you understand the contents?
Time: Was the time and length of program appropriate?
Length: Was the program length appropriate?
Facilities: Were the training facilities appropriate?
Overall evaluation: What is your overall rating of the program?
Planned improvements: How will you apply what you have learned?
The second step in questionnaire design is to select the types of questions. Questions that might be asked in a questionnaire can be classified into two major categories: open-ended and close-ended.
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In the questionnaire of Train the Trainer training both categories of questions were used.
The third step in questionnaire design was to develop the questions based on the
types of questions planned and the types of information needed.
The fourth step in questionnaire design was to test the questions. They were tested
on a group of people at approximately the same job level as the participants.
The following were some of the points to be checked when pre-testing the questionnaire.
Does he/she understand all the questions?
Does he/she have any difficulty in answering the questions?
Do all close-ended questions have an answer applicable to each respondent?
Are the skip patterns followed correctly?
Does any part of the questionnaire suggest bias on your part?
Does the questionnaire create a positive impression to motivate people to respond?
Based on the result of pretest in Step 4, the questionnaire forms were finalized.
The interview was also used in the Train the Trainer training evaluation. This type
of evaluation is used especially when qualitative information is needed about the impact of the training program.
Interviews have the following advantages and disadvantages that should be considered when selecting them as the data collection method.
Advantages of interviews:
• Good for uncovering feelings and hidden causes.
• Non-verbal signals can indicate key issues.
160

• Spontaneity – follow the unexpected issues.
Disadvantages of interviews:
• Time-consuming.
• An unrepresentative sample can skew the results.
• Can be difficult to quantify.
• Very dependent on the skills of the interviewer.
Interviews have three types from which a suitable one will be selected for each
survey.
1. Structured interview: the questions are set in advance.
2. Semi-structured interview: the general content is pre-determined but additional exploration is allowed. This form of interview is particularly useful in
situations where there are key issues to be investigated, but there is less certainty about the range of respondents' reactions to them.
3. Unstructured interview: free-flowing conversation rather than a specific set
of questions.
In this evaluation, structured interview was used – the questions were set in
advance.

Step 4: Collect Data
To improve the effectiveness of questionnaire data collection the following was
recommended:
•

Keep responses anonymous

•

Distribute questionnaire forms in advance

•

Explain the purpose of the questionnaire and how the information will be used

•

Allow enough time for completing the questionnaire
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To improve the effectiveness of interviews the following tips were provided:

Positive attitude
•

Face the interviewee.

– The interviewee knows that you are paying attention to him/her.
– The interviewee feels accepted.
– Sit straight. Do not cross arms or legs
•

Smile and be friendly.

– The interviewee feels comfortable and at ease to talk.
– The interviewee will be willing to give more information.
•

Give positive feedback.

– The interviewee feels that their information is useful.
– The interviewee would like to contribute more.
– Make eye contact, repeat the answers, and rephrase them.

Step 5: Analyze and Report Results
Before summarizing and analyzing the questionnaire, the data need to be entered
into a computer. Many statistical software programs are available for such data. There
are many ways to analyze data, but the analysis should be as simple as possible and
limited to what is necessary to draw the required conclusions from the data.
The next step is to consider what forms of communication will be most effective
to present evaluation findings to the primary users. The following questions may be
used as guidance to choose appropriate forms of communication.
•

To what extent and in what specific ways is the information relevant to the user’s real and compelling problems?

•

To what extent is the information practical from the user’s perspective?
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•

To what extent is the information useful and immediately applicable in the user’s situation?

•

What information will the user consider credible and what reporting practices
will support that credibility?

After getting to know what kind of information will be relevant and useful to the
primary users, the last step in evaluation process is to develop an evaluation report.
4. The concept of Train the Trainer training evaluation
4.1. The aim of Train the Trainer training evaluation
The general objective of the study is to evaluate the effectiveness of training Trainthe-trainer realized within the Project "Dual Vocational Training for the Qualification
and Integration of Young People and Strengthening of Innovation in SMEs" (Work
based Learning).
The conclusions of the evaluation research will contribute to the improvement of
quality and especially the effectiveness of training, show the limitations of the training
model and indicate the direction for further activities.
4.2. Methodology
For the Train the Trainer training evaluation the questionnaires and the interviews
will be used.
According to the methodology two questionnaires and two interviews were prepared:
-

Written survey of participants of “Train the trainer program” (Annex 1)

-

Written survey of teachers of “Train the trainer program” (Annex 2)

-

Quick personal interviews with selected participants of “Train the trainer
program” (Annex 3)
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-

Quick personal interviews with selected SMEs on the importance and effects
of “Train the trainer program” for SMEs (Annex 4)

In the questionnaire “Written survey of participants of Train the Trainer program”
(Annex 1), we want to evaluate the participants and their reaction during training
delivery. The questionnaire will be divided into two parts:
I. Evaluation of the teachers and the organization of training
II. Evaluation of the usefulness of training for the participant
The questionnaire “Written survey of teachers of Train the trainer program” (Annex 2) will be divided into two parts:
III. Evaluation of the trainees’ engagement and the organization of training
IV. Evaluation of the trainees’ readiness for independent work
In the evaluation process four sequential levels of evaluation will be used, which
were originally proposed by Donald L. Kirkpatrick. In our evaluation concept we will
focus on two selected levels of Kirkpatrick’ method i.e. on level 1 (how do participants react to the training program) and on level 3 (how has the behavior of participants changed after the training program). The main method of train the trainers is
the post-training survey, which will be conducted after the Train the Trainer course.
All used questionnaires are published at the project website http://www.workbased-learning.eu/.
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3.3 | Evaluation report – experiences with the pilot test of
the training of trainers61
1. The aim and scope of the evaluation
The general objective of the study is to evaluate the effectiveness of training Trainthe-trainer conducted within the Project "Dual Vocational Training for the Qualification and Integration of Young People and Strengthening of Innovation in SMEs"
(Work based Learning). The conclusions of the evaluation research will contribute to
improvement of quality and especially the effectiveness of training, show the limitations of the training model and indicate the direction for further activities.
Evaluation study was carried out immediately after the training (ex-post evaluation). Ex-post evaluation was carried out after the completion of the training of part
thereof.
The evaluation is the final step of the training management cycle (diagram 1).
Evaluation of training is one of the main components of a training programme. It not
only provides the trainer with useful information in order to further improve the
training course, but also creates an impression of completeness.
An evaluation is the systematic and objective assessment of an ongoing or completed project, program or policy, its design, implementation and results. The aim is
to determine the relevance and fulfillment of objectives, development efficiency,
effectiveness, impact and sustainability. 62 The program evaluation is the systematic
collection of information about the activities, characteristics, and outcomes of pro-

Dr. Agnieszka Sałek-Imińska and Dr. Monika Zajkowska, Hanseatic Institute for Support of Small
and Medium Enterprises
62 Glossary of Key Terms in Evaluation and Results Based Management
61
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grams to make judgments about the program, improve program effectiveness, and/or
inform decisions about future programming.63

Step 1:

Step 3:
Evaluation

Planning

Step 2:
Implementation

Diagram 1: Training Management Cycle
There are many different types of evaluations depending on the object being evaluated and the purpose of the evaluation. Perhaps the most important basic distinction
in evaluation types is that between formative and summative evaluation. Formative evaluations strengthen or improve the object being evaluated - they help form it by examining the delivery of the program or technology, the quality of its implementation,
and the assessment of the organizational context, personnel, procedures, inputs, and

63

Patton, M.Q. (1997). Utilization-focused Evaluation: The New Century Text (3rd ed.). Thousand

Oaks, CA: Sage
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so on. Summative evaluations, in contrast, examine the effects or outcomes of some
object - they summarize it by describing what happens subsequent to delivery of the
program or technology; assessing whether the object can be said to have caused the
outcome; determining the overall impact of the causal factor beyond only the immediate target outcomes; and, estimating the relative costs associated with the object.

Formative evaluation includes several evaluation types:
•

needs assessment determines who needs the program, how great the need is, and
what might work to meet the need

•

evaluability assessment determines whether an evaluation is feasible and how
stakeholders can help shape its usefulness

•

structured conceptualization helps stakeholders define the program or technology,
the target population, and the possible outcomes

•

implementation evaluation monitors the fidelity of the program or technology delivery

•

process evaluation investigates the process of delivering the program or technology, including alternative delivery procedures

Summative evaluation can also be subdivided:
•

outcome evaluations investigate whether the program or technology caused demonstrable effects on specifically defined target outcomes

•

impact evaluation is broader and assesses the overall or net effects -- intended or unintended
-- of the program or technology as a whole

•

cost-effectiveness and cost-benefit analysis addresses questions of efficiency by standardizing
outcomes in terms of their dollar costs and values secondary analysis reexamines existing
data to address new questions or use methods not previously employed

•

meta-analysis integrates the outcome estimates from multiple studies to arrive at an overall
or summary judgement on an evaluation question
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2. Steps of training evaluation
The processes of training evaluation can be divided into five steps: identify purposes of evaluation; select evaluation methods; design evaluation tools, collect data;
analyze and report results (diagram 2).

Step 1: Identify Purposes of
Evaluation
Step 2: Select Evauation Method

Step 3: Design Evaluation Tools
Step 4: Collect Data
Step 5: Analyze and Report Results

Diagram 2: Steps of training evaluation

Step 1: Identify the Purposes of Evaluation
Before developing evaluation systems, the purposes of evaluation must be determined. These will affect the types of data and the data collection methods.

Purposes identified by the GDLA Task Force
The GDLA Task Force has identified the following as the purposes of evaluating
training programs planned and implemented by the Task Force for public officials in
charge of local administration:
•

To determine whether the objectives of the training were achieved.
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•

To see how the knowledge and skills learned in the training are put into practice.

•

To assess the results and impacts of the training programs.

•

To assess the effectiveness of the training programs.

•

To assess whether the training programs were properly implemented.

•

To identify the strengths and weaknesses of the training programs.

•

To assess whether the training programs were suitable in terms of the training contents, timing, participants and other aspects.

•

To find problems of the training programs and solutions for improvement.

Step 2: Select Evaluation Method
One of the most commonly used methods for evaluating training programs is the
four levels of evaluation by D. L. Kirkpatrick. According to his concept, capacity
development is realized by the four sequential steps:
1. Reaction - evaluation on this level measures how participants react to the
training program. It is important to get a positive reaction. Although a positive reaction may not ensure learning, if participants do not react favorably,
they probably will not be motivated to learn.
2. Learning - evaluation on this level measures the extent to which participants
change attitudes, improve knowledge, and/or increase skills as a result of attending the training program. One or more of these changes must take place
if a change in behavior is to happen.
3. Behavior - evaluation on this level measures the extent to which change in
participants’ behavior has occurred because of attending the training program. In order for change to take place, four conditions are necessary:
•

The person must have a desire to change.
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•

The person must know what to do and how to do it.

•

The person must work in the right climate.

•

The person must be rewarded for changing.

4. Reaction - evaluation on this level measures the final results that occurred
because the participants attended the training program. Examples of the final
results include increased production, improved quality and decreased costs. It
is important to recognize that these results are the reason for having some
training programs.

Step 3: Design Evaluation Tools
Various evaluation tools can be selected depending on the purposes and methods
of evaluation:
•

Survey questionnaires

•

Surveys

•

Tests

•

Interviews

•

Focus group discussions

•

Observations

•

Performance records

For the Train the Trainer training evaluation the questionnaire and the interview
was used.
The questionnaire is probably the most common form of evaluating training programs.
The interview was also used in the Train the Trainer training evaluation. This type
of evaluation is used especially when qualitative information is needed about the impact of the training program. Interviews have the following advantages and disad170

vantages that should be considered when selecting them as the data collection method.
Advantages of interviews:
•
•
•

Good for uncovering feelings and hidden causes.
Non-verbal signals can indicate key issues.
Spontaneity – follow the unexpected issues.

Disadvantages of interviews:
•
•
•
•

Time-consuming.
An unrepresentative sample can skew the results.
Can be difficult to quantify.
Very dependent on the skills of the interviewer.

Interviews have three types from which a suitable one was selected for each survey.
1. Structured interview: the questions were set in advance.
2. Semi-structured interview: the general content was pre-determined but additional exploration was allowed. This form of interview is particularly useful in
situations where there are key issues to be investigated, but there is less certainty about the range of respondents' reactions to them.
3. Unstructured interview: free-flowing conversation rather than a specific set
of questions.
In this evaluation, the structured interview was used – the questions were set in
advance.

Step 4: Collect Data
To improve the effectiveness of questionnaire data collection the following was
recommended:
•

Keep responses anonymous
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•
•
•

Distribute questionnaire forms in advance
Explain the purpose of the questionnaire and how the information will be used
Allow enough time for completing the questionnaire

To improve the effectiveness of interviews the following tips were provided:

Positive attitude
•

Face the interviewee

•

Smile and be friendly.

•

Give positive feedback.

Step 5: Analyze and Report Results
Before summarizing and analyzing the questionnaire, the data need to be entered
into a computer. Many statistical software programs are available for such data. There
are many ways to analyze data, but the analysis should be as simple as possible and
limited to what is necessary to draw the required conclusions from the data. After
knowing what kind of information will be relevant and useful to the primary users,
the last step in evaluation process is to develop an evaluation report.
3. Methodology of evaluation research
For the Train the Trainer training evaluation the questionnaires and the interviews
were used.
According to the methodology two questionnaires and two interviews were prepared:
-

Written survey of participants of “Train the trainer program” (Annex 1)

-

Written survey of teachers of “Train the trainer program” (Annex 2)

-

Quick personal interviews with selected participants of “Train the trainer
program” (Annex 3)
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-

Quick personal interviews with selected SMEs on the importance and effects
of “Train the trainer program” for SMEs (Annex 4)

In the questionnaire “Written survey of participants of Train the Trainer program”
(Annex 1) the assessment was carried out of the training participants and their responses during training. The questionnaire was divided into two parts:
I. Evaluation of the teachers and the organization of training
II. Evaluation of the usefulness of training for the participant
The questionnaire “Written survey of teachers of Train the trainer program” (Annex 2) was divided into two parts:
I. Evaluation of the trainees’ engagement and the organization of training
II. Evaluation of the trainees’ readiness for independent work
In the evaluation process four sequential levels of evaluation were used, originally
proposed by Donald L. Kirkpatrick. In our evaluation concept we focused on two
selected levels of Kirkpatrick’ method i.e. on level 1 (how do participants react to the
training program) and on level 3 (how has the behavior of participants changed after
the training program). The main method of train the trainers is the post-training survey conducted after the Train the Trainer course.
4. Description of the analyzed participants
The training course “Train the trainer program” carried out in the project
“Dual Vocational Training for the Qualification and Integration of Young People and
Strengthening of Innovation in SMEs" included three countries: Poland, Hungary
and Lithuania. The aim of this part of the elaboration is the profile of the training
participants, considering such criteria as: gender, age and seniority.
Three groups of respondents were included in the research:

1. Participants of “Train the trainer program”.
2. Teachers of “Train the trainer program”.
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3. Appointed representatives of the SME sector
The structure of the analyzed participants according to the gender is presented in
diagram No. 3.
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Diagram 3: The structure of the analyzed participants according to the gender (in %).
Source: own study based on the research.
There were 37% of women and 63% of men in the analyzed participants’ group.
There were 38 people from three countries altogether.
The structure of the analyzed participants according to the age is presented in diagram No. 4.
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Diagram 4: The structure of the analyzed participants according to the age
(in %)
Source: own study based on the research.
People under the age of 20 were dominating group among the analyzed participants (20 people). The other group (14 people) was between age of 21-50. Among the
least numerous group (4 people) there were participants above 51 years of age.
The structure of the analyzed participants according to the seniority is presented in
diagram No. 5.
The largest group of research participants consists of people with the shortest professional experience, i.e. up to 5 years (61%). The second category is composed of the
people with the longest professional experience – above 11 years (26%). However,
only 13% of respondents had the length of professional experience between 6 and 10
years.
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Diagram 5: The structure of the analyzed participants according to the
workplace (in %)
Source: own study based on the research
The second group of respondents consisted of 9 teachers. The structure of the
group taking into account individual countries is presented in table No. 1
POLAND
NUMBER
OF TEACHERS
GENDER

LITHUANIA
3

4

MALE FEMALE
1

HUNGARY

MALE

2

1

2

FEMALE
3

MALE
1

FEMALE
1

Table 1: The number and the gender of the teachers according to the country of
origin
Source: own study based on the research.
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The women were dominating among the teachers (67%); the men took out 33%.
When it comes to the age structure, there were mostly participants above 51 years of
age – 6 people; there were also 3 persons between 21-50. 11% of respondents had
professional experience between 6-10 years. There were 8 people with the longest
professional experience (table 2).
POLAND
Work
experien
ce in
teaching
Age

LITHUANIA

HUNGARY

<5

6 – 10

>11

<5

6–
10

>11

<5

6 – 10

>11

0

1

2

0

0

4

0

0

2

< 20

21 – 50 >11

< 20

21 –
50

>11

< 20

21 – 50

>11

0

2

0

1

3

0

0

2

1

Table 2: The structure of the teachers according to the country of origin in the
scope of professional experience and age.
Source: own study based on the research.
The third group of respondents was the entrepreneurs belonging to the SMEs. Enterprises are qualified as micro, small or medium-sized enterprises if they fulfil maximum ceilings for staff headcount and either a turnover ceiling or a balance sheet ceiling (see table below).
SME definition
Enterprise
category

Ceilings
Staff
headcount

Turnover

Medium - sized

< 250

≤ € 50 million

Small

< 50

≤ € 10 million
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Balance
sheet total
Or

≤ € 50 million
≤ € 10 million

Micro

< 10

≤ € 2 million

≤ € 2 million

Table 3: SME definition
Source: COMMISSION STAFF WORKING DOCUMENT on the implementation of
Commission Recommendation of 6 May 2003 concerning the definition of micro, small and mediumsized enterprises, EUROPEAN COMMISSION, Brussels, 7.10.2009 SEC (2009) 1350.
The entrepreneurs participating in the research were the representatives of micro,
small and medium-sized enterprises running business activity in the countries that
were put through an examination according to the European Commission methodology.
5. Evaluation of participants and their relationships during training
The participants' evaluation and the level of their commitment were taken into
consideration in this part of the research concerning „Train the trainer program”.
The study was divided into two parts.
The first stage of this group's examination was based on the evaluation of the
teachers and the issue of training. It was evaluated in different aspects:

1. the lecturers' knowledge and their technical preparation
2. the information conveyed by the lecturer,
3. the work at the organization of classes,
4. the scope of material presented during the course,
5. the workplace,
6. the course of the training,
7. the atmosphere during the training.
Taking into consideration the aspects mentioned above, the following results were
received and presented below.
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ASPECT EVALUATION
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Diagram 6: Evaluation of the teachers and the organization of training
Source: own study based on the research.
The respondents gave very good mark to the teachers when it comes to their
knowledge and technical preparation (table 4). 26 people claimed that the level was
very good, 8 people – good, 4 people – satisfactory. It seems that directing staff was
appointed properly; the same is when it comes to their professional teaching experience.
The knowledge of teachers and factual preparation
Content

Very good

Good

Satisfactory

Unsatisfactory

Bad

The number of
respondents

26 (68%)

8 (28%)

4 (11%)

0

0

Table 4: The knowledge of teachers and factual preparation
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Source: own study based on the research.
Thereby, the information conveyed by the lecturer and the scope of material presented during the course were assessed appropriately by the respondents (table 5).
When it comes to the information, the rate given by the largest number of participants was good (53%), 37% very good, and only 11% satisfactory. The scope of material was rated as very good by the most of respondents (16 people), 14 people
claimed it was good and only 8 people gave satisfactory mark.

Content

Very good

Good

The communication of information by the
teachers

14 (37%)

16(42%)

The scope of the
presented material

Satisfactory

Unsatisfactory

Bad

20 (53%) 4 (11%)

0

0

14 (37%) 8 (21%)

0

0

Table 5: The communication of information by the teachers and the scope of the
presented material
Source: own study based on the research.
The other aspect of the research concerned the work related to the organization of
classes and the course of the training (table 6). The highest level was awarded by the
respondents in both criteria.
Taking into consideration the work at the organization, 14 people claimed it was
very good, 11 people – good, 12 people – satisfactory and 1 person – bad. In turn,
the course of the training was found as very good by 45% of respondents, 29% good and 26% - satisfactory.
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Content
The work and
learning organization
The organization of practical
training

Very
good

Good

Satisfactory

Unsatisfactory

Bad

14 (37%)

11 (29%)

12 (32%)

0

1
(3%)

17 (45%)

11 (29%)

10 (26%)

0

0

Table 6: The work and learning organization and organization of practical training
Source: own study based on the research.
Whereas the workplace was definitely assessed as good (16 people); 14 people
claimed that it was very good and 8 people – satisfactory.
During the training, the atmosphere is a very important issue. Most of the respondents thought it was very good (39%), for 32% it was satisfactory and for 29% good (table 7).
Content

Very
good

Good

Satisfactory

Unsatisfactory

Bad

The working
environment

14
(37%)

16
(42%)

8 (21%)

0

0

The overall
atmosphere of
the training

15
(39%)

11
(29%)

12 (32%)

0

0

Table 7: The work and learning organization and organization of practical training
Source: own study based on the research.
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The second stage of this group's examination was based on the evaluation of usefulness of the training for the participant. This criterion was evaluated in different
aspects:

1. the fulfillment of participant's expectation,
2. the increase of pedagogic competence and the ability to work with the trainees,

3. the increase of psychological competence and the ability to work with the
trainees,

4. the acquiring of adequate knowledge in team cooperation, abilities and skills
to work with the trainees,

5. the application of theoretical knowledge during practical classes,
6. the satisfaction because of the level of participant's knowledge,
7. the applying of acquired competence in professional life.
Taking into consideration the aspects mentioned above, the following results were
received and presented below.
In this part of the survey the highest mark was given to the scope of the participants' expectations (yes -30 respondents, partly - 8). The weakest mark was for the
acquired ability to cooperate in a group, skills to work with the trainees (yes – 18,
partly – 20 people). The respondents indicated they were satisfied with their
knowledge level (24 people) and 14 people claimed they were partly contented. The
aspect concerning the applying of acquired competence in professional life was estimated in a very similar way. 22 respondents gave the highest mark when it comes to
the increase of pedagogic competence and the ability to work with the trainees. 16
people claimed that this aspect was partly satisfied. Whereas in the aspect of willingness to apply the theoretical knowledge during practical classes, 21 people claimed it
was on the highest level and 17 people thought it was partly useful.
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Diagram 7: Evaluation of the usefulness of training for the participant
Source: own study based on the research.
To sum up, it seems that the evaluation of the teachers and usefulness of the training is placed at the satisfactory level. The proof is the analysis of survey results. The
respondents found the training completed on the proper level, with all needed aspects
of knowledge. When it comes to the recommendations concerning the improvement of “Train the trainer” program, it could be claimed that larger amount of psychology classes is needed. The other necessary issue is the addition of the instructors'
actual experience.
To estimate training participants the prompt personal interview was also used. On
the basis thereof, the following conclusions can be drawn:
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1. As the main reason for taking part in the training the respondents pointed to
the possibility of enhancing their entitlements, taking advantage of acquired
knowledge and abilities during the following professional work, extending
their interests, getting new knowledge and improving their position on the
labour market. Some of the participants emphasized that their company
would like to be ready to implement this kind of vocational education to help
VET schools to improve the learning process.

2. In the scope of needs classification, that are essential to the practical classes
with the trainees, there was indication on: openness, easiness of establishing
contact, trained person’s interest, assertiveness, psychological abilities, leadership, time management, ability to communicate with youth in appropriate
way and to organize task and evaluate it, good knowledge of legislation, safety.

3. In the participants’ opinion, some difficulties encountered during the practical classes with the trainees in the enterprise were connected with: lack of patience and interest in the subject, different approaches to the problems,
strong opinions, lack of leadership.

4. Deficiencies in the scope of theoretical knowledge during practical classes
with the trainees were mostly connected with: team management and true
leadership and psychology.

5. The most useful parts of the training were psychology, pedagogy, management, practical skills. The least useful part was the one related to how to fulfill the registers.

6. In order to increase the competence in the practical classes area some different kinds of widening knowledge and abilities courses should be improved,
computer program`s skills, more knowledge how to communicate with people in large groups, how to manage with stress at work, international practice
in the same sphere of company, lessons from practice teachers working in
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the company, more practical courses, also courses how to avoid stress, how
to deal with stress at work and not to show tension to other workers.
6. Evaluation of teachers of “Train the trainer program”
The other group of respondents was teachers who were supposed to evaluate the
level of the training participants’ involvement and the organization of training (part
1). The other aspect was their readiness to self-reliant work in the objective range
(part 2). The estimate of the participants’ involvement was in the following scope:

1. the level of the participants’ knowledge at the beginning of the training,
2. the level of the participants’ knowledge at the end of the training,
3. work and preparation for learning,
4. cooperation with other participants of the training,
5. the level of involvement,
6. the participants’ preparation for independent work,
7. the atmosphere during the training.
Taking into consideration the aspects mentioned above, the following results were
received and presented below (diagram 8).
When it comes to the level of the participants’ knowledge at the beginning of the
training, satisfactory mark was dominating among the teachers (6 people). There was
also unsatisfactory grade (2 people). Only 1 teacher claimed that the level was very
good. However, at the end of the training the teachers’ assessment changed and the
progress of knowledge was pointed. 6 people claimed it was very good and 3 people
found it good. It is a proof for instructors’ great didactive knowledge and the high
level of the participants’ involvement. They were also evaluated well when it comes to
work and preparation for learning. In this scope 3 respondents pointed to very good
mark and 6 to good one. The assessment of the participants’ preparation to independent work was very similar: 4 people pointed very good, 5 people – good. In the
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scope of cooperation with other participants of the training and the level of involvement the teachers gave approximately a good mark. In the cooperation level 8 people
claimed it was very good and 1 person – good. In turn, very good involvement was
found by 6 teachers, good - by 3 of them. The teachers were also asked about the
atmosphere during the training. They agreed with the other participants that the level
was very good (9 people).
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Diagram 8: Evaluation of the trainees’ engagement and the organization of training
Source: own study based on the research.
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The second stage of training evaluation concerned the participants’ preparation for
independent work. The following aspects were included in this scope:

1. the attainment of sufficient knowledge level,
2. pedagogical competence and abilities to work with the trainees,
3. psychological competence and abilities to work with the trainees,
4. the attainment of knowledge and abilities to cooperate in a group work,
5. the level of satisfaction because of participants’ learning,
6. applying in the professional life some of the competence acquired during the
training.
Taking into consideration the aspects mentioned above, the following results were
received and presented below (diagram 9).
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Diagram 9: Evaluation of the trainees’ readiness for independent work
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Source: own study based on the research.
In the scope of the participants’ preparation for independent work the teachers
found this part of the survey on the high level, for the most of aspects. According to
their opinion, the level of acquired knowledge is sufficient (9 people). 8 respondents
pointed to the very good level of pedagogical competence and abilities to work with
the trainees. 1 person gave very good mark. For the rest of the aspects the grades
arrangement was the same. Psychological competence and abilities to work with the
trainees, the attainment of knowledge and abilities to cooperate in a group work, the
level of satisfaction because of participants’ learning and applying in the professional
life some of the competence acquired during the training were found very good by 7
respondents. The rest (2 people) considered all those aspects as good.
To sum up, it can be claimed that the evaluation of the teachers in the scope of
participants' involvement, the organization of the training and the readiness of independent work are on the satisfactory level. It is evidenced by the analysis of the research results. The respondents claimed that there is a necessity of current update of
the training program caused by changes on the labour market and some legal standards. The teachers also pointed to the following issues:
-

the training was successful. There are more possibilities in the transpiration
of theoretical knowledge into the practice,

-

the usage and strengthening of theoretical knowledge together with practical
knowledge would be useful and could rebound the efficient acquirement of
skills.

7. Evaluation of appointed representatives of the SME sector
The third group of respondents was the entrepreneurs belonging to SME sector.
The interview was the main research instrument used in this group. Some statements
were concluded on the basis of the results:
1. Basic benefits for the enterprise being results of „Train the Trainer program”
are basically: staff improvement, better communication among the employ188

ees, educating of young workers, acquiring of new competence to work with
young people, employees got a lot of theoretical and practical benefits of
working with newly employed workers, the trainers were introduced with requirements to work with trainees, trainers improved personal competencies,
regular trainers training is very useful for qualification, as company have high
staff turnover, persons who work with newcomers received the necessary
knowledge, participation in the program has allowed us to change system and
assign particular persons for working with new people, the prepared trainers
will have more competence in teaching skills and they will have knowledge
how to teach our employees.
2. Notices in the case of the training program evaluation were concerned mostly with the positive aspects. It was claimed that the program was completed,
there were practical and theoretical issues, everything was very fine, no
changes are needed, content met expectations - maybe we should discuss
how to motivate young people to be more responsible, companies requested
more psychological knowledge for work with young people without job experience, companies wanted to learn more about programs of Panevezys
College or/and Vocational Training Centre.
3. As the main difficulties during classes the entrepreneurs pointed to some
problems with communication, lack of willingness among the trainees, Vocational Training Centres (or schools) should communicate more with businesses and their training programs must be adapted to the needs of employers, low competencies of apprentices, lack of wish to improve abilities, laziness, lack of skills, "narrow" theoretical and practical preparation, very long
adaptation in the workplace, are not reflected in the desire to work for a
company in the future.
4. Not only interpersonal skills are the most desired by the entrepreneurs, but
also psychology, teaching skills, adaptation of new people, the perception of
motivation, industrial safety, workplace ergonomics, exposure to educational
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institutions programs, professional abilities, communication skills, knowledge
of working processes, knowledge of the production process, resolution of
conflict.
5. The most common problem connected with student’s supervision is not
enough teaching and learning discipline. The others are poor foreign language skills, it is difficult to adapt to a new team, insufficient theoretical
knowledge, lack of motivation to work, misunderstanding that salary depends
on the results of the work, lack of dutifulness.
6. The main difficulties in the cooperation with the trainees were too poor willingness to learn practical skills and dislike to perform ordered work, lack of
entrepreneurship to pursue a carter, lack of accuracy, dutifulness, low theoretical knowledge, lack of responsibility, inability to adapt to the mode of operation, lack of communication.
7. The enterprises expect support in the scope of participation in training and
vocational courses, stable relations with employees, participation in training
program development, good theoretical preparation, broader communication
with employees, constant communication that study programmes meet required competencies of employers, more frequent communication between
employers, educational institutions and Chamber of the Commerce, Industry
and Crafts, computer programs' skills, more knowledge how to communicate
with people in large groups, how to manage with stress at work.
Summing up the results of the evaluation it can be stated that the training met the
expectations of the participants in all areas of assessment.
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3.4 | Conclusions and recommendations after the evaluation
of the training of trainers64
For the Train the Trainer training evaluation the questionnaires and the interviews
were used.
According to the methodology two questionnaires and two interviews were prepared:
-

Written survey of participants of “Train the trainer program”,

-

Written survey of teachers of “Train the trainer program”,

-

Quick personal interviews with selected participants of “Train the trainer
program”,

-

Quick personal interviews with selected SMEs on the importance and effects
of “Train the trainer program” for SMEs.

In the questionnaire “Written survey of participants of Train the Trainer program”
the assessment was carried out of training participants and their responses during
training. The questionnaire was divided into two parts:
I.

Evaluation of the teachers and the organization of training

II.

Evaluation of the usefulness of training for the participant

The questionnaire “Written survey of teachers of Train the trainer program” was
divided into two parts:
III.

64

Evaluation of the trainees’ engagement and the organization of training

Dr. Agnieszka Sałek-Imińska and Dr. Monika Zajkowska, Hanseatic Institute for Support of Small
and Medium Enterprises
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IV.

Evaluation of the trainees’ readiness for independent work

In the evaluation process four sequential levels of evaluation were used originally
proposed by Donald L. Kirkpatrick. In our evaluation concept, we focused on two
selected levels of Kirkpatrick’ method i.e. on level 1 (how do participants react to the
training program) and on level 3 (how has the behavior of participants changed after
the training program). The main method of train the trainers is the post-training survey conducted after the Train the Trainer course.
The training course “Train the trainer program” carried out in the project "Dual
Vocational Training for the Qualification and Integration of Young People and
Strengthening of Innovation in SMEs" included three countries: Poland, Hungary
and Lithuania. One of the stages of the study of this group's examination was based
on the evaluation of usefulness of the training for the participant. This criterion was
evaluated in different aspects:

1. the fulfillment of participant's expectation,
2. the increase of pedagogic competence and the ability to work with the trainees,

3. the increase of psychological competence and the ability to work with the
trainees,

4. the acquiring of adequate knowledge in team cooperation, abilities and skills
to work with the trainees,

5. the application of theoretical knowledge during practical classes,
6. the satisfaction because of the level of participant's knowledge,
7. the applying of acquired competence in professional life.
In this part of the survey the highest mark was given to the scope of the participants' expectations. The weakest mark was for the acquired ability to cooperate in a
group, skills to work with the trainees. Most of the respondents indicated they were
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satisfied with their knowledge level. The aspect concerning application of acquired
competence in professional life was estimated in a very similar way. Most of the respondents gave the highest mark when it came to the increase of pedagogic competence and the ability to work with the trainees. The evaluation of the teachers and
usefulness of the training was placed at the satisfactory level. The proof is the analysis of survey results. The respondents found the training completed on the proper
level, with all needed aspects of knowledge.
When it comes to the recommendations concerning the improvement of “Train
the trainer” program, it could be claimed that larger amount of psychology classes is
needed. The other necessary issue is the addition of the instructors' actual experience.
To estimate training participants the prompt personal interview was also used. On
the basis thereof, the following conclusions can be drawn:

1. As the main reason for taking part in the training the respondents pointed to
the possibility of enhancing their entitlements, taking advantage of acquired
knowledge and abilities during the following professional work, extending
their interests, getting new knowledge and improving their position on the
labour market. Some of the participants emphasized that their company
would like to be ready to implement this kind of vocational education to help
VET schools to improve the learning process.

2. In the scope of needs classification, that are essential to the practical classes
with the trainees, there was indication on: openness, easiness of establishing
contact, trained person’s interest, assertiveness, psychological abilities, leadership, time management, ability to communicate with youth in appropriate
way and to organize task and evaluate it, good knowledge of legislation, safety.

3. In the participants’ opinion, some difficulties encountered during the practical classes with the trainees in the enterprise were connected with: lack of pa-
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tience and interest in the subject, different approaches to the problems,
strong opinions, and lack of leadership.

4. Deficiencies in the scope of theoretical knowledge during practical classes
with the trainees were mostly connected with: team management and true
leadership and psychology.

5. The most useful parts of the training were psychology, pedagogy, management, practical skills. The least useful part was the one related to how to fulfill the registers.

6. In order to increase the competence in the practical classes some different
kinds of methods related to widening knowledge and abilities courses should
be improved, computer program`s skills, more knowledge how to communicate with people in large groups, how to manage with stress at work, international practice in the same sphere of company, lessons from practice teachers working in the company, more practical courses, also courses how to
avoid stress, how to deal with stress at work and not to show tension to other workers.
The evaluation of the teachers in the scope of participants' involvement, the organization of the training and the readiness for independent work are on the satisfactory
level. It is evidenced by the analysis of the research results. The respondents claimed
that there is a necessity of current updating of the training program caused by changes on the labour market and some legal standards. The teachers also pointed to the
following issues:
•

the training was successful. There are more possibilities in the transpiration of theoretical knowledge into the practice,

•

the usage and strengthening of theoretical knowledge together with practical knowledge would be useful and could rebound the efficient acquirement of skills.
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Another group of respondents were the entrepreneurs belonging to SME sector.
The interview was the main research instrument used in this group. Some statements
were concluded on the basis of the results:
1. Basic benefits for the enterprise being results of „Train the Trainer program”
are basically: staff improvement, better communication among the employees, educating of young workers, acquiring of new competence to work with
young people, employees got a lot of theoretical and practical benefits of
working with newly employed workers, the trainers were introduced with requirements to work with trainees, trainers improved personal competencies,
regular trainers training is very useful for qualification, as company has high
staff turnover, persons who work with newcomers have received the necessary knowledge, participation in the program has allowed us to change system and assign particular persons to work with new people, the prepared
trainers will have more competence in teaching skills and they will have
knowledge how to teach our employees.
2. Comments regarding the training program evaluation concerned mostly the
positive aspects. It was claimed that the program was completed, there were
practical and theoretical issues, everything was very fine, no changes are
needed, content met expectations - maybe we should discuss how to motivate young people to be more responsible, companies requested more psychological knowledge for work with young people without job experience,
companies wanted to learn more about programs of Panevezys College
or/and Vocational Training Centre.
3. As the main difficulties during classes the entrepreneurs pointed to some
problems with communication, lack of willingness among the trainees, Vocational Training Centres (or schools) should communicate more with businesses and their training programs must be adapted to the needs of employers, low competencies of apprentices, lack of wish to improve abilities, laziness, lack of skills "narrow" theoretical and practical preparation, very long
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adaptation in the workplace, are not reflected in the desire to work for a
company in the future.
4. Not only interpersonal skills are the most desired by the entrepreneurs, but
also psychology, teaching skills, adaptation of new people, the perception of
motivation, industrial safety, workplace ergonomics, exposure to educational
institutions programs, professional abilities, communication skills, knowledge
of working processes, knowledge of the production process, resolution of
conflict.
5. The most common problem connected with student’s supervision is not
enough teaching and learning discipline. Other problems are poor foreign
language skills, difficulties to adapt to a new team, insufficient theoretical
knowledge, lack of motivation to work, misunderstanding that salary depends
on the results of the work, lack of dutifulness.
6. The main difficulties in the cooperation with the trainees were too poor willingness to learn practical skills and dislike to perform ordered work, lack of
entrepreneurship to pursue a carter, lack of accuracy, dutifulness, low theoretical knowledge, lack of responsibility, inability to adapt to the mode of operation, lack of communications.
7. The enterprises expect support in the scope of participation in training and
vocational courses, stable relations with employees, participation in training
program development, good theoretical preparation, broader communication
with employees, constant communication that study programmes meet required competencies of employers, more frequent communication between
employers, educational institutions and Chamber of the Commerce, Industry
and Crafts, computer programs' skills, more knowledge how to communicate
with people in large groups, how to manage with stress at work.
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Recommendations for changes in the program of trainings in enterprises
On the basis of the evaluation of the practical tests of the training of Trainer, the
following conclusions can be made:
1. Increasing the number of hours in psychology. Companies requested more psychological knowledge for work with young people without job experience.
2. The most useful parts of the training were psychology, pedagogy, management,
practical skills, and the least useful part was the one related to how to fulfill the
registers. It is therefore necessary to increase the variety of classes based on the
actual experience of the instructors.
3. In order to increase the competence in the practical classes some different methods related to widening knowledge and abilities courses should be improved,
computer program`s skills, more knowledge how to communicate with people in
large groups, how to manage with stress at work, international practice in the
same sphere of company, lessons from practice teachers working in the company, more practical courses, also courses how to avoid stress, how to deal with
stress at work and not to show tension to other workers.
4. The enterprises expect support in the scope of participation in training and vocational courses, stable relations with employees, participation in training program
development, good theoretical preparation, broader communication with employees, constant communication that study programmes meet required competencies of employers, more frequent communication between employers, educational institutions and Chamber of the Commerce, Industry and Crafts, computer
programs' skills, more knowledge how to communicate with people in large
groups, how to manage with stress at work.
5. Vocational Training Centres (or schools) should communicate more with businesses and their training programs must be adapted to the needs of the employers.
6. There is a necessity of current update of the training program caused by changes
on the labour market and some legal standards.
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Part II
Results of the multiplier events “Dual Vocational Training for
the Qualification and Integration of Young people and the
Strengthening of Innovation in Small and Medium-sized Enterprises”
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Introduction
The overall goal of the project “Dual Vocational Training for the Qualification and
Integration of Young People and the Strengthening of Innovation in SMEs” was the
introduction of work based learning approach in the vocational education and training (VET) systems in countries with high youth unemployment and predominately
school-based vocational training. The considerable regional expansion was pursued
by transferring all results of the project to 50 Chambers of Commerce, Industry and
Crafts as well as 17 universities and universities of applied sciences from 13 countries.
In addition, representatives from policy and administration, and other stakeholders
and multipliers from these countries were involved through five workshops and three
multiplier events planned as international consultations’ and transfer conferences. In
this way, realizations of work based learning in 50 regions from 13 countries were
strongly encouraged.
In the project, two concepts for long-term promotion were developed and became
widespread: one concept is dedicated to business chambers and the other one to universities and universities of applied sciences for the realization of work based learning. Thus, for 13 countries a support network is being created for the realization of
dual vocational training and for the lasting use of all the concepts and curricula of
dual vocational training and the training of trainers in SMEs that were developed in
the project.
Transfer recipients are:
On the one hand, 50 Chambers of Commerce, Industry and Crafts from 13 countries because those represent the interests of companies and are competent bodies for
vocational training in their countries and regions. Moreover, regional chambers can
promote the realization of dual vocational training and gain their member companies
as training partners.
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On the other hand, there were addressed 17 universities / universities of applied
sciences, because those can promote the implementation of dual vocational training
in a variety of ways and take on advisory tasks for the involved actors.
For a lasting use of all project results on as broad basis as possible, it is not sufficient to publish project results and to transfer them in writing or using electronic
channels. High and lasting implementations are only feasible if transfer takes place in
person with an intensive exchange of information and above all if additionally demand-oriented individual implementation consultations are carried out within the
framework of, for example, workshops, conferences and expert meetings. This entails
a high workload but the result is sustainable implementations.
At three international conferences with all project and associate partners, representatives of SMEs, vocational schools, politics and public administrations, project
results were presented and extensively discussed. Moreover, small group work was
organized to give the opportunity to discuss about concrete ways of implantations
within tis international meeting. Another impulse gave presentations of present systems of the vocational training in countries of the Baltic Sea Region in order to discuss about the necessary reforms in VET.
The transfer conferences took place
• in November 2015 in Vilnius with about 100 people,
• in May 2016 in Hamburg with around 90 people as well as
• in May 2017 in Stettin with around 90 persons
The presentations that were made during these conferences are now in writing
published in the following chapter.
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Objectives and strategies for vocational training in the countries of the
Baltic Sea Region*
Dr. Jürgen Hogeforster
Small and medium-sized enterprises are the backbone of the economy and provide
stabilization of social development. They make 99 per cent of all businesses in the
Baltic Sea Region and provide about 70 per cent of all jobs65, are indispensable for
the training, and secure the lion's share of government revenue. Through a powerful
medium-sized business the Baltic Sea Region receives outstanding opportunities for
economic empowerment and mastery of international competition. Thus, this region
of the future has the best chances to develop into an innovative, economically strong
region of international standing.
The small and medium-sized enterprises (SMEs) have a chance in the national and
international competition only with the greatest opportunities of innovation and quality at the highest level. Both require outstanding qualifications. There are already significant deficits, which will increase considerably in the future, thus limiting growth
and innovation decisively. Improving the skills in general education, quality and attractiveness of professional training and further development in the vocational education and training systems are, thus, outstanding issues and important conveying tasks
for the craft business and SMEs in the Baltic Sea Region.
The qualification requirements of the enterprises are high and continue to grow,
whereas the level of education of the school graduates tends to decrease. In addition

* The article is based on the results of the project "Dual Vocational Training for the Qualification and
Integration of Young People and the Strengthening of Innovation in SMEs" and numerous lectures
during the implementation of the project, including in Hamburg 2015 and May 2016, Bialystok June
2015, Warsaw November 2015, Vilnius November 2015 and Stettin May 2017.
65 Hanse-Parlament, Ziele und Strategien von Handwerk und Mittelstand im Ostseeraum, Hamburg
2011.
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to the secure mastery of the basic cultural skills and factual knowledge, personal and
social competences are becoming increasingly more important. In all areas, there are
already large deficits. Education will become the biggest bottleneck for further economic development and at the same time the most significant growth area. Accordingly, education is one of the outstanding goals in the EU strategy “Europe 2020”.
The educational challenges are strengthened by a substantial intensification of
quantitative constraints. For demographic reasons, in the future the number of retiring persons on grounds of age will be considerably higher than the number of younger people who come to work.
With the exception of Sweden, the population of working age will decrease up to
25 per cent in the Baltic States by the year 2030. At the same time, the demand for
labor is increasing, and there is a fierce competition for qualified trainees. As a result,
there is a great threat of a shortage of skilled workers especially for the SMEs which
may be pushed towards lower levels of qualification.
The small and medium-sized enterprises in the Baltic Sea Region in principle have
the very best opportunities for growth. To exploit the opportunity, however, they
require a sufficient number of qualified personnel, which is already hard to obtain due
to the beginning shortage of skills. These shortages are particularly serious because
the trend is the growing importance of knowledge-intensive industries and services
associated with a growing need for skilled workers. In the area, the knowledge economy in the Baltic Region there are good initial structures and a considerable development potential. "Knowledge" is the crucial future resource.66
The Hanseatic Parliament has developed an educational program strategy as part
of international meetings, conferences and working groups in recent years. 67 Various

J. Hogeforster, S. Stiller, J. Wedemeier: Baltic Education – Anerkennung von Berufsbildungsabschlüssen in der Baltic Sea Region
67 Agenda 2020: Educational Policy Strategies and Objectives for the Baltic Sea Region; Series of Baltic
Sea Academy, Volume 3
66
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representatives from all Baltic Sea countries were involved in the drawing of this concept, namely:
•

presidents, officers, directors and employees of member associations and
chambers of the Hanse Parlament;

•

professors and lecturers of the colleges and universities, which are the members of the Baltic Sea Academy;

•

representatives of small and medium enterprises;

•

politicians and representatives of public administration at local, regional and
national levels;

•

secretariat of the Hanse Parlament.

This comprehensive program includes nine strategies for vocational training and
labor market that are out of render importance for the design of social and economic
development, strengthening the competitiveness of the Baltic region as well as for the
promotion of SMEs.
1. Strategy: Improved general education
General education schools should not be an isolated place of learning that is not
intensively involved in the social and economic environment. On the contrary, a
school as a learning place must be strongly interwoven in decentralised structures, to
be a central place of daily life for everyone; those should have sponsorships with
companies that include master craftsmen and trainers from the enterprises in the
teaching course.
For students’ future career it is additionally advantageous when elements of vocational education are taught in general schools. In this way, interest in vocational education and training can be increased and a wide spectrum of learning possibilities for
all young people with different abilities is shown up. This is a promising approach to
encourage all young people and people of all abilities.
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Furthermore, schools should not give increasingly specialised knowledge, in the
case of which growing material abundance requires more feedback. It is important to
learn how to learn, how to promote individual strengths and thus strengthen confidence. Schools must prepare young people for life, not to a specific occupation. Polytechnic orientations should enable learning through the productive activity, entrepreneurship, independence and promote students' personal responsibility.
The mediation of a broad base of knowledge should be prioritised. A specialisation
can be taught at secondary schools, studies and during vocational training. The decisive factor is a good mastery of basic cultural techniques: languages, writing, arithmetic, and reading. In addition to the intellectual skills also artistic and manual skills
need to be supported.
General educational school system needs to promote particular personal-social
skills. For this purpose, hardly specific subjects are required, but education and learning develop these skills and qualities naturally. Students, who learn in the class together and from each other experience different strengths and weaknesses, develop tolerance, respect and cooperation skills. Individually applied education with specific
learning objectives and steps also promotes self-confidence, trust in each other as
well as a sense of achievement and motivation. Independent learning in practical
action and the required separation in different groups of people promote independence, communication skills, placing in the overall context and mediation of meaning.
Through project and group work, students can practice problem solving in a team
and are trained in the autonomous learning. Besides the academic achievements by
the end of basic education, social behaviour will be evaluated.
Within the framework of general school education, it is still necessary to provide
students with comprehensive information concerning the possibilities of vocational
training, particular professions, requirements and future opportunities. Close contact
with companies and institutions of economic self-management, presentations of
companies, masters and trainers facilitate the information and identification process.
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Repeated internships and experience in entrepreneurial skills should be mandatory for
all students.
The guidance requires significant intensification. This should be addressed not only
in formal entry requirements and conditions such as school degree and grades. More
important is the development of job-specific competency profiles, which are then
compared with the carefully determined individual skills of each young person. Also,
a careful consultation and preparation for vocational training must achieve a significant reduction of too high ratios of exchanges and dropouts in professional training.
2. Strategy: Realization of competent professional advice
Due to demographic development, there is a strongly increasing lack of young
people in SMEs of all the Baltic Sea Region countries. The attraction of qualified
young specialists becomes the matter of survival for SMEs. The best way for SMEs
to secure the availability of young specialists is own vocational training as well as dual
courses.
It is often difficult for young people to choose the most appropriate profession or
training according to the individual skills. They hardly know their own competences
or anything about requirements, competence expectations etc. of various occupations
as well as about special conditions in SMEs. Moreover, vocational and academic
counseling is mostly not sufficient and available information online too unmanageable. On the one hand, in the consultation they consider individual competences of
young people to a very little extent, and on the other hand, the requirements of the
labour market, competence requirements, educational backgrounds etc. of various
occupations, especially of SMEs. Career guidance must be developed further and
intensified; thereby there is a basic problem that using existing tools teaching staff
cannot inform about all the professions in a comprehensive and targeted manner.
In the vocational training in 25 – 30% of cases the training is abandoned or the occupation is changed during the training; especially high rates are to be found in the
field of crafts. High dropout rates are present also in studies at the amount of about
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30% on the average, in separate technical courses more than 50%. Unfortunately,
through the misdirection the image and especially the quality of vocational training
are suffering.
About 20% of school leavers are regarded as incapable to complete vocational
training although these persons have no doubt specific strengths. Through competence-oriented analyses and expert consulting a big part of these young people can be
conveyed vocational education.
In the time, young people are searching for personal career their parents play a vital role. According to research decisions related to the profession are made by parents
in about 70% of cases. The satisfaction of parents choosing a specific school form, a
specific vocational training or a specific field of study is an important asset. However,
children may not be robbed of their childhood and it may not be planned by adults.
They require enough free space for self-development, personal discovery of the
world, for the individual adventure and gathering own experiences. The parents’ right
of choice may not lead to the situation where children and young people based on
false ambitions or misjudgments are kind of pressed in educational forms and courses
and everyday experience there that they are unwelcome and not loved. Such young
people constantly gather only negative experiences and failures; they lose trust and
can be integrated in the working life only with difficulties.
By all respect for the freedom of choice also individual strengths, potentials and
learning progress should be considered as determining factors in making transactions
to further educational courses. Already during school education in upper classes and
graduation classes comprehensive information must be provided in relation to possibilities of vocational training, separate occupations, preconditions and future opportunities. Close contact with enterprises and institutions of economic selfmanagement, presentations of enterprises, masters and trainers support the information and finding process. Repeated internships in companies and practices’ days at
an enterprise must be obligatory for all the pupils.
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Career counseling requires definite intensification. Thereby formal conditions and
entry requirements such as school-leaving qualifications or any certificates shouldn’t
be considered as the only factors. More important is the development of occupationspecific competence profiles which are then compared with carefully determined
individual competences of separate young people. Also through careful consulting
and preparation for vocational training a distinct decrease of far too high transition
and dropout rates in the vocational training must be achieved.
For each separate occupation uniformly for the whole Baltic Sea Region according
to the actual requirements different high performance and eligibility criteria should be
determined and transparently reasoned as a basis for individual competence assessments and potential analyses. These criteria help the trainers and the trainees; enterprises gain employees which are adequate for the task, and young people have senses
of achievement which have a positive influence on their further development and
motivation. There is a significant reduction in the high number of training dropouts
and in the danger of ending up in an occupational cul-de-sac.
Comprehensive consultations and support in career choice and identification already during general education should become important tasks of vocational schools.
They can use their differentiated knowledge in professions and also use their close
contacts with enterprises which they must inevitably establish within the framework
of the dual vocational training for the conveyance of practical work experiences.
For the expert counseling in the field of occupations there are specific vocational
navigators68 which
•

68

analyze and systematically register requirements, competence profiles etc. of
specific professions as well as conditions at the labor market,

See, for example, www.berufsnavigator.de
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•

individually and reliably determine competences and qualifications of young
people,

•

align demanded and offered competence profiles,

•

on this basis enable expert occupational and study counseling.

Using a vocational navigator
a) misdirections of young people are avoided and drop-out and transition rates are
definitely reduced;
b) young people which previously didn’t have a chance reach vocational training
and social exclusions are destroyed;
c) SMEs better and easier gain urgently required young specialists;
d) better interlocking between education and the world of work is achieved and
transitions are organized in a smoother manner;
e) image and quality of vocational training and also of dual courses can be increased.
Vocational navigator is used by transition from general education school system to
vocational training and concerns schools, vocational schools, educational enterprises,
high schools/universities with dual courses as well as chambers as competent authorities and promoters of vocational training. It improves cooperation between these
institutions in a sustainable manner, creates intensive cooperation and interlocking
between school and economy with the orientation at the needs of the labour market.
3. Strategy: Dual Vocational Education
Vocational training must preferably ensue in the dual system which combines practical training in the enterprises with accompanying theoretical courses in vocational
schools and ends with a recognised vocational education degree. For school-based
vocational training, practical learning activities under field conditions and corporate
learning times should include at least 70% of the total training time. The mediation of
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theory should be possible alongside the practical training. In the case of larger theoretical issues which require related presentation, longer teaching blocks can be chosen
to provide theoretical training to a certain extent.
The teaching of the theory (vocational schools) and practice (companies) requires
close coordination and integration. Vocational schools also in this case have to prove
that they have a very high degree of responsibility and flexibility and the content as
well as the presentation forms (block or day classes, block lengths, project work, etc.)
should be designed in a way specific for a given profession and in cooperation with
enterprises. Vocational schools should be supported with financing from public funds
and borne by the economic self-government like chambers; in doing so, intensive
contacts to enterprises will be made resulting in cost-reduction and concurrent increase of quality. If an ownership of vocational schools by economic selfadministration is not feasible, enterprises or their representatives of the economic
self-governance have at least to be involved in an instrumental way in the design and
implementation of the tasks of vocational schools.
Vocational education must qualify for the future requirements of employment. The
superiority of the dual system is based – among others – on the fact that large parts
of the education take place in the enterprises. Thus, there is a permanent orientation
towards the actual and future economic challenges. The teachers in vocational
schools must cooperate intensively with the industry and should do internships in
enterprises on a regular basis as well as realise intensive further education.
An internship abroad already during the studies needs to be further supported. In
addition to the general broadening of international experience, gathered intercultural
competence is strengthened, contacts are made and work methods and practices are
learned abroad. Parts of the training acquired abroad and the periods of learning must
be fully recognised for the vocational training in their home country.
The vocational qualifications of all levels must be proven in national examinations.
On this basis, the system of professional training and the examinations will be transferred in the entire Baltic Sea area, just as a sovereign function of the chambers as
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responsible institution for vocational education. The acquired qualifications require
mutual recognition in all Baltic Sea Region states.
For this purpose, the development of the European Qualifications Framework
(EQF) and a European system of credit points is conducted69. These approaches are
based on transparency and mutual trust. The focus is the qualification of skills of
stronger learners and learning outcomes. In the implementation, it is particularly important to provide non-bureaucratic systems, which would document acquired skills
and competencies by certificates of the international recognition and equality, encourage continuous learning, facilitate education and activities abroad and to motivate
as well as facilitate the enterprises which are liable for their personnel decisions, provide information and transparency. The chambers in the Baltic Sea Region can - on
the basis of a stable trust - perform the implementation of unbureaucratic systems
and a full introduction of a pioneering role and in this way reach innovation projections.
Not only the formal learning and knowledge, but also informal learning and skills
of stronger learners acquired during training are crucial for a high level of qualification. They should therefore be documented in certificates, as well as assessments of
enterprises and self-assessments. The Euro-Pass constitutes an orientation basis,
which encompasses personal skills, competencies and recognised qualifications; it can
be completed on the basis of the demand and should receive intensive support from
the partners from the Baltic Sea Region.
The measures outlined above can also serve to enhance and increase attractiveness
of the vocational education. In order to achieve these objectives complete outstanding permeability between vocational and higher education with recognition of competencies acquired earlier is needed. A vocational degree including professional activity

69

Hanse Parlament, Baltic Education – Recognition of vocational qualifications in the Baltic Sea Region,
Hamburg 2008
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of 2 - 3 years should entitle to higher university education in all the Baltic Sea Region
states.
Furthermore, all measures of quality improvement and assurance taken in the professional training and comprehensive information and image campaigns need to be
conducted. In this context, it is also necessary to highlight and clarify the immense
nature of general education and vocational training, which demonstrates that particularly within vocational education a new elite of responsibility will be created and an
elite promotion of achievement of all sorts of educational attainments and professional activities needs to be implemented.
Vocational training in SMEs is of paramount importance. "I know no institution in
our society, in which it would be possible to implement such tremendous support for
young people. This is only possible because in the crafts, more than anywhere else,
the whole human being is required, the head as well as the hand, the humor as well as
the imagination, the practice as well as the theory, the wisdom as well as the common
sense 70 .” The overvaluation of the purely intellectual ideal of education has to be
contrasted with the general, eminent character of such training in crafts. Therefore,
the uniform and harmonious development of all the mental and physical abilities
takes a form of a self-image.
Young people and their parents must be aware that facing the large and increasing
proportion of university graduate’s professionals and managers who have completed
vocational training as the most limited factor and therefore in comparison to many
academic degrees they have the best future prospects. However, vocational training
may not lead to dead ends, but must be justified in an open and totally transparent
system of continuous further education and university qualifications.

70

Prof. Joist Grolle: The Spirit of the crafts. Workshop Report No. 4, Zukunftswerkstatt Hamburg
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4. Strategy: Differentiation in Vocational Training
Vocational training must adequately take into account individual skills and capabilities and require extensive differentiation. Through the introduction of different levels,
young people from different educational backgrounds, with different competences
and learning progress can have an opportunity to obtain education which matches
their specific skills:
Level 1: Specific vocational training for weaker learners for a period of 2 years, enabling focused and practical learning, will be completed with an independent recognised qualification.
Level 2: Middle level vocational training courses with mediation of theory and
practice for a period of 3 years and a recognised qualification as a skilled worker or
journeyman.
Level 3: Advanced vocational training courses for the study of skills with a duration of 3 - 3,5 years, which provide additional qualifications or training preferable in
the initial training and which will be completed with recognised degrees above the
present trade or journeyman's examination.
With such a differentiated system of professional training, high permeability is
needed. Each graduate at a lower level needs to have an unlimited possibility to reach
a higher level, according to their progress in learning and actual achievements; taking
into account already completed parts of the training. And vice versa, there should be
an exchange of courses of a higher level to a lower level courses taking into account
the already covered training periods.
In an open and transparent system, gradual learning according to individual skills
and potential is realized in every respect. Depending on the learning achievements
and developments, each individual can achieve in principle the completion of education and training, although in different ways.
Also in vocational training, every young person deserves a second chance. This requires specific actions of preparation and promotion which need to be developed and
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implemented in close co-operation with enterprises, inter-company training workshops and vocational schools.
5. Strategy: Preparation and strengthening of Enterprises
The great dynamics of the economic process requires high adaptability of vocational training to the constantly changing framework conditions and requirements of
the labour market. Dual systems with vocational training at an enterprise as well as
vocational schools can secure constant exchange between the conditions and the
requirements of economy and vocational training in principle in the best way possible.
In Germany practice-oriented training of specialists in the dual system lead to the
economic success and contribute to international reputation. Here vocational training
is firmly rooted in the society and enjoys good reputation. It prepares young people
for a broad spectrum of occupations. Vocational qualifications gained in this system
are further appreciated at the labour market, and the system remains flexible enough
to take care of elimination of unsatisfactory training programs and to answer to the
establishment of new economic and occupational fields with the development of new
training programs.
The dual system is especially well developed in Germany and connects learning at
an enterprise with learning at school in order to prepare students for successful transition to the full-time employment of the world of work. The result is that youth
unemployment is very low when seen in an international comparison. The special
pedagogy of the school part of the dual system is strongly oriented at the solution of
problems and combines theory and practice in an innovative manner.
An especially important feature of the dual system is the fact that those social
competences are conveyed to young people at a very early stage which are of vital
importance for the professional success. To learn how to work in different teams, to
resolve conflicts with superiors or colleagues, to behave with customers or take the
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initiative and to solve problems in several steps – these are the competences which
can hardly be learned only in the classroom.
Vocational training in the dual system serves also the own qualification at an enterprise because enterprises which provide training always remain technologically upto-date.
Thanks to the period of training in the dual system it is possible for the employer
to obtain information about the quality and the productivity of his young specialists
relatively cost-effectively what enables him to place the trainees at the end of their
training in a targeted manner or to separate from them without having to take the risk
of wrong choice. Average net costs of training of young people are opposed to search
costs for a trained pupil that are not generated in this case. Furthermore during the
learning period, the enterprise has the chance to compensate any deficiency in the
knowledge of future specialists through targeted instructions and to convey education
which is required for the benefit of the enterprise.
Through the recognition and comparability of dual qualifications there is a benefit
for the trainees that they can utilize their education in other enterprises despite a high
share of enterprise-specific knowledge.
One of the greatest strengths of the dual system is the high level of active engagement of employers and other social partners. However due to a complex network of
checks and balances the system is characterized at the federal, country, community
and enterprise level. Thereby it is secured that more general educational policy and
economic objectives of the vocational training systems are not suppressed by shortterm needs on the part of employers.
In order to achieve flexibility and adaptability of dual vocational training and to
even improve them in the future the following aspects are of critical importance.
Training regulations which regulate training at the enterprise for each occupation
are developed on a national level by employers, employees and scientific experts together and then they are issued by the national government as a binding regulation.
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This development and coordination process can be very lengthy and difficult, required adaptations and modernizations prolong the process so that adaptability and
flexibility are unduly restricted. Therefore, national education regulations should
abandon detailing, describe an educational framework and thereby create place for
regional peculiarities and strengthening of own responsibility and also enable quick
adaptations.
Curricula for the school-based part of vocational training in the dual system should
be also organized as framework curricula so that adaptations can be performed very
quickly in detail and own responsibility of vocational school teachers is strengthened.
Close, constructive cooperation on an equal footing between training companies
and vocational schools is of vital importance in order to secure direct exchange, high
flexibility and quick adaptation.
This cooperation should be permanently secured by institutionalized forms. The
school-based part of vocational training is in fact the concern of the state; however,
these tasks could be transferred to the economic self-management in case of further
financing out of public funds. The chambers as representatives of enterprises and
partially also the employer (in Germany, e. g. chambers of crafts) are predestined to
secure permanent cooperation between “their” participating companies and “their”
vocational schools.
Recently a cooperation model has also proved to be successful in which state vocational schools are managed as an independent land office with financing out of public
funds. The governing body of the land office involves representatives of the public
administration, of the employer and the employee collectively.
The introduction of dual vocational training cannot be performed through simple
transfer of existing systems, framework curricula and training regulations from other
countries. It is absolutely necessary always to adapt such measures to the corresponding national and regional conditions. Vocational training must be oriented at the con-
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ditions in the respective country and must be based on the needs of the labour market there.
In dual systems of vocational training enterprises takeover education services to a
great extent; up to 75% of the training period is completed at the enterprise. In this
regard, the position of enterprises in the educational system must be definitely improved. Thereby small and medium-sized enterprises, which make up 99% of all the
enterprises and provide 80% of education, must be represented by the chambers. The
chambers in all the countries must be unrestrictedly competent bodies for vocational
training which perform corresponding public authority tasks and put all their efforts
in the provision of vocational training and further training. This includes, for example, also state-funded educational guidance of enterprises and young people by the
chambers as well as significant participation of the chambers in decision-making bodies of vocational schools.
Within the framework of the dual vocational training trainees are not interns who
temporary gain their first practical experiences at the enterprise. In this respect, the
term “Work-based learning” can mislead and interpretations suggest that the goal is
school-based vocational training with interspersed practical training at the enterprise.
In the dual system trainees are rather employees of the enterprise employed on a
contractual basis which spend up to 75% of their training period at the enterprise,
thereby they are involved in all the works and bring cash-value benefits to the enterprise to a greater extent through their cooperation. However, they may not be understood and treated as cheap labour in any case. Instead enterprises must cherish trainees and fully support them.
Many enterprises spare their efforts and costs of training at the enterprise. Due to
the fact that in countries with school-based vocational training a large share of young
people after the completion of vocational training migrate abroad or commence studies at institutions of higher education, many enterprises fear that their own investments in training will be lost. Therefore, the demand is often raised to subsidize the
costs of training at the enterprise from public funds in case of introduction of dual
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systems. For example, in Poland it should be pointed out that in case of financial
assistance especially small and medium-sized enterprises participate definitely more
actively in vocational training.
However, subsidies increase the dependency of enterprises from the state and can
quickly lead to misdirections. It is more appropriate to implement other financing
systems and support of in-company training. For example, a pay-as-you-go system
could be created which would attract all the enterprises to the financing of companybased training costs. According to the experience “only” 25% of all the enterprises on
the average participate in vocational training. In labour agreements it could be stated
that all enterprises must pay a certain part of their wage bills for the financing of incompany training costs. Out of these revenues training companies receive financial
alleviation without the cooperation of the state.
Important components for the support of in-company training are comprehensive
information, educational guidance and preparation of enterprises. In the countries
with mainly school-based vocational training enterprises hardly have experiences and
qualified training personnel. Through obligatory training of trainer’s enterprises can
be optimally prepared for the implementation of own vocational training in a targeted
manner. Corresponding preparatory courses must correspond to the needs of the
enterprises and, for example, must be conducted in part-time form in the evenings
and at weekends in order to minimize downtimes at the enterprise. These further
trainings should contain at least 100 hours of instruction and should be completed
with a recognized further training qualification “Instructor”.
6. Strategy: Further Vocational Education
Vocational training does not require government regulation and should be primarily the responsibility of the industry and its local administration. Employers and employees need to recognize much greater extent of the high and growing importance of
training and heavily invest in it.
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Further training increases the supply of skilled labor and increasing productivity. In
some Baltic Sea Region countries, there is a huge need for further training. While for
example in Denmark 39% of women and 26% of men complete further trainings
annually, the ratio is only 5.5% for women and 4.9% for men in Poland. SMEs and
their employees must generally much stronger invest in further education. In this
context, new models of burden sharing should be developed, in which for example
the enterprises bear the cost of the training and the employees can have their leisure
time.
However, in general vocational training requires intensive professional development and in particular some improvements. This includes various approaches, for
example:
•

Systematic development of certified training modules that can be combined
and lead to accredited training qualifications.

•

Creation of training professions and professional development of horizontal
career paths.

•

Establishment of equality of educational pathways and degrees of vocational,
general and university education.

•

Full permeability and enhanced links between vocational education, further
training and general education, and in particular university education. Vocational training needs to be taken into account in relevant disciplines of study.

•

Promotion of international exchange, implementation of professional activities and training abroad, while making the greatest possible transparency of
the acquired skills.

•

International recognition or equivalence of further education qualifications in
the context of non-bureaucratic systems.

According to the regulation in Germany, the chambers in all Baltic Sea Region
countries should maintain the authority of sovereign functions. The chambers should
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be able to issue official examination regulations with recognized degrees of further
education programs (so called Chamber examination). Solely the chambers should be
responsible for the examinations in further education programs.
The qualification for Master Craftsmen has proved to be very successful. This
qualification secures the theoretical and practical knowledge and skills of junior employees and managers. The Qualification for Master Craftsmen is essential for small
and medium sized enterprises; it must be intensified and coherently provided in the
entire Baltic Sea area. The Qualification for Master Craftsmen must entitle to start
academic studies. The obtained qualification during the Master Craftsmen must be
taken into account comprehensively for the study courses. It seems to be appropriate
that achievements in the Qualification for Master Craftsmen will also be evaluated in
Credit Points, which can then be taken into account for the study program. This creation of permeability will sustainably increase the attractiveness of vocational education in general and that of the Qualification for Master Craftsmen in particular. Any
opening of the education systems with various educational carriers will satisfy individual affinities and abilities. Furthermore, it provides an opportunity to enterprises
to meet the increased demand for skilled labor. It corresponds to the dire necessity
that employees from outside the profession can work in craft-based industries and
small- and medium sized enterprises.
7. Strategy: Dual Studies
There is currently already a significant lack of entrepreneurs and managerial staff in
small and medium-sized companies. Demographic developments and increased competition between the different sectors of the economy will bring about a considerable
increase in this shortage of entrepreneurs in future.
The demands on company management are high and are constantly rising. In the
light of globalisation and the EU, international knowledge and experience are also
increasingly required. Entrepreneurs and management staff working in SMEs need to
have soundly based theoretical qualifications as well as good vocational training and
practical experience.
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Until now, SMEs have mainly drawn upon the system of initial and continuing vocational education and training to provide their up and coming entrepreneurs and
managers. Such training routes are, however, strongly losing their appeal in many of
the countries bordering the Baltic Sea. As a result of the dramatic medium-term decline in the number of school-leavers going on at the same time, caused by the decrease in the birth rate, SMEs as a whole are able to attract fewer and fewer young
people (supply problem) and are increasingly being forced to rely on young people
with an inadequate level of training (quality problem).
The processes of internationalisation and market liberalisation have put the
squeeze on continuing vocational education and training courses in individual countries. Young people are exhibiting an ever-greater preference for university level education. Since such courses are predominantly theoretical in nature and largely neglect
the practical requirements of SMEs in particular, the high numbers of students are
not capable of producing a sufficient number of suitable entrepreneurs and up and
coming managers. The furtherance of the entrepreneurial spirit and qualified training
for entrepreneurs are increasingly becoming a critical bottleneck factor. The important task of promoting innovation in craft trade companies and in the SME sector
needs, at the same time, to be accompanied by approaches aimed at the removal/alleviation of this bottleneck. These developments fundamentally apply to all
countries in the Baltic region, albeit with varying degrees of intensity.
Bachelor courses should be much more practice-oriented and offered as a dual system. So, studying at the university would be linked to vocational training or practical
work in enterprises. Vocational training is completed with a separate degree and in a
certain scope would lead also to credit points which are required for passing the
Bachelor examination. Dual study programmes could be combined with the Qualification for Master Craftsmen (trial study). The achieved credit points must be taken
into account completely for the Bachelor exam.
A dual Bachelor’s programme of study will be established, consisting of:
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•

Soundly based vocational education and training leading to journeyman/woman or skilled worker qualification.

•

A recognised programme of study leading to a Bachelor’s degree.

The two components of the training are coordinated and are implemented in parallel. Participants need to have a certificate of qualification for university entrance and
conclude separate contracts for the vocational education and training and for the
programme of study.
The vocational education and training can comprise any technical specialist or
commercial occupation. During the three to four-year period of training, the vocational element of the qualification will enjoy a special status, enabling the graduates to
acquire in-depth practical knowledge and experience. The programme of study at a
university, institute of higher education or University of Cooperative Education can
comprise
•

the study of management and business administration,

•

a technical course of study in various subjects,

•

the study of design etc.

Within the framework of dual courses of studies, each student should be obliged to
complete a part of their studies or vocational training abroad. Hereby, the focus
should be laid on vocational training or employment in a foreign enterprise, since this
at the same time allows making contacts between enterprises.
Colleges and universities need to cooperate in teaching and research much more
closely with small and medium-sized enterprises. Dual degree programs can contribute significantly in the future to meet the high and growing demand of young entrepreneurs, managers and of professionals who have both practical and sound theoretical training. This training partnership between enterprises as well as colleges and universities is also an ideal starting point to knowledge sharing, technology transfer and
implementation of practice-related research and development work.
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8. Strategy: More Women and Elderly
In order to overcome the serious bottlenecks and to use the distinctive opportunities better the use of the domestic labor force potential in the Baltic Sea Region states
is needed. For example, on the basis of the acquisition rates of women in Sweden,
participation of women can be increased considerably in different Baltic Sea Region
states. The creation of family-friendly workplaces is a vital prerequisite.
Great potential exists also in the labor force participation of older people. For example, the employment rate of older persons in Poland is 29.0% for women and
50.0% for men, whereas in Norway this is 66% for women and 73% for men.
Rigid age limits will differ from the ones included in flexible working arrangement.
The limitation that people have to retire with a certain age will lose its strictness and
flexible transitions will be made over the limit of seventy years of age. The retirement
age will be in the long run prolonged and will approach the limit of 70 years. Perhaps
the greatest potential exists in the area of social and learning disabilities that were
previously excluded, temporarily or permanently, and which can be integrated by
means of targeted qualifications.
In the Nordic countries, the labor force participation of women and older people
is significantly higher than in the countries south of the Baltic Sea. At the same time,
small and medium enterprises (SMEs) in the Nordic countries achieve significantly
higher productivity and innovation level. Empirical studies show that mixed management of men and women in a company is particularly successful. The largest reserves for support of innovation and productivity of a company are in human resources and organizational development.
The elimination of discrimination by sex or age in employment is, irrespective of
economic needs, an important social concern. This means, inter alia,
•

a higher labor force participation of women in general and performance of
executive functions and self-employment in particular.

•

a higher labor force participation of older persons.
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•

equal remuneration for equal work.

However increased labor force participation of women and elderly is seen as an urgent need in the light of changing conditions also for economic reasons, mainly for
the following ones:
The number of people of working age shall decrease in all the Baltic countries.
Further increasing shortage of entrepreneurs, managers and professionals increasingly
inhibits economic development. Urgently needed is better utilization of the domestic
labor force potential, especially by a generally higher labor force participation of
women and older people.
A serious bottleneck always affects a growing entrepreneurial gap. Entrepreneurial
skills should be promoted widely and result in a higher proportion of selfemployment. A significant increase of women in management positions, as independent entrepreneurs or entrepreneurs increases entrepreneurial potential and contributes
significantly to bridging the entrepreneurial gap.
For the Baltic Sea Region countries, comparatively good growth prospects are predicted. The best future projections are generally made for small and medium enterprises (SMEs). The power of SMEs in the labor market is much smaller than that of
the large companies, so the SMEs are threatened to become losers. However, this
existing growth potential remained largely untapped and the overall economic development of a country / region would suffer in the long term. Increased promotion of
participation of women and older people in SMEs is therefore of particular interest to
these audiences as well as for the overall economic development.
Global competition requires high innovation and strong productivity of the entire
Baltic Sea region, especially the southern neighboring countries. Companies with a
higher proportion of women are generally more innovative and productive.
In addition to technical innovations, product innovations and growing share of
special services, especially knowledge-intensive ones, are increasingly important. The
greatest innovation and productivity reserves lie in the human resources and organi223

zational development, including education; corresponding development contributes
to better equal opportunities and improved competitiveness. In all these areas, the
innovative power of women and the experience and knowledge of older people is a
very considerable endogenous potential that for the benefit of target groups that the
entire society must utilize.
Creation of equal opportunities, in particular promotion of employment and selfemployment of women and elderly, can boost innovation, productivity and sustainable growth in the Baltic Sea Region. This will also make indispensable contribution to
the management of other current issues - such as high youth unemployment, emigration of young and skilled workers or looming lack of entrepreneurs and skilled workers.
9. Strategy: Development of Innovation and Education Center of Excellence
and Competence
Contingent on the demographic development the number of younger persons decreases more and more. At the same time, vocational training has significantly lost its
attraction, so that the share of young people who complete vocational trainings has
dropped to a terrifying low level, while the share of young people with high school
diplomas as well as students constantly increases. The consequences are strong decline of the number of persons passing vocational training so that staff, spatial and
technical capacities in vocational training will be available to an even greater and increasing extent in the future.
This displacement process experiences distinct intensification if dual systems are
introduced in countries with school-based vocational training. While during schoolbased vocational training 80 – 100% of the training time is spent at school, in case of
dual training this share decreases to 25 – 30%.
As part of these development vocational schools are closed more often, teaching
staff is dismissed and thereby urgently required training capacities especially in rural
areas are destroyed. In Poland and in the Baltic Sea countries there is an extremely
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great need for further education; here there is a very strong lack of staff, spatial and
technical capacities. In the interest of vocational schools and their teaching staff, but
also in the interest of economic promotion, the preservation of existing and creation
of new jobs, for the strengthening of innovations and productivity as well as for the
reduction of far too high unemployment, the existing vocational schools should be
further developed and transformed to comprehensive innovation and education centers of excellence and competence.
Small and medium-sized enterprises suffer from bottlenecks by operational management and information processing. They need tailor-made services – without delays
and from a single source. Networks have exceptional importance for them. They
cannot possess internal administrative functions like major enterprises which take
over various tasks of company management. In medium-sized businesses such administrative functions and promotion-related tasks must be performed externally.
Centers of competence are central service providers which provide the required help
and support in a company-specific way, from one source through cooperation of
vocational schools, chambers and high schools/universities and thereby render services in kind.
Central bottlenecks for the further development of medium-sized business in all
the Baltic Sea countries concern the strongly increasing lack of young entrepreneurs,
management staff and specialists, the great need for product and process innovations
as well as the absent promotion of innovations which is oriented at specific requirements of small and medium-sized enterprises. In order to remove these barriers to
growth in the countries with previously school-based vocational training in connection with introduction of dual vocational training the existing vocational schools
should be transformed to the centers of competence.
Education represents the greatest bottleneck and the strongest growth area of the
future. The innovative strength of SMEs is most of all restricted by the availability
and qualification of entrepreneurs, management staff and specialists. Due to the lack
of qualifications and absent entrepreneurs and employees the innovations in SMEs
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are much lower even today than they could and should have been. At the same time
qualification requirements increase; beside specialized knowledge personal and social
skills gain equal importance. The improvement of qualifications and the elimination
of lack of specialists have the highest priority and are the central key for the sustainable strengthening of innovations, competitive ability and growth of SMEs.
These centers of competence which concentrate in the corresponding region on
certain occupations and technological fields should be operated in close cooperation
with chambers of commerce as well as high schools and universities in order to collectively perform educational and consulting tasks, for example:
•

Improvement of quality and attractiveness of vocational training and introduction of dual training systems

•

Issuance of the regular vocational school curriculum within the framework of
dual trainings

•

Comprehensive qualification, support and counseling tasks for young people
with learning difficulties and socially deprived young people which have been
previously segregated and integrated in regular vocational training using these
ways.

•

Integration of all young people and creation of specific training courses for
school graduates with practical talents.

•

Development and implementation of vocational courses for young people
with good learning results which have already received additional qualifications and preferred further training in the center of competence in the
amount of 500 – 700 hours during their vocational training.

•

Together with high schools and universities and also enterprises implementation of dual courses in which studies are combined with respective vocational
training at the same time in order to satisfy the high demand for young innovative entrepreneurs and management staff for SMEs. Thereby centers of
competence take over an ambitious school-based part of vocational training.
226

•

Conduct of business start-up courses and accompanying counseling of entrepreneurs till the successful start-up or takeover of a business.

•

Training of trainers at the enterprise and taking of trainer aptitude examination in order to qualify enterprises for vocational training within the framework of dual systems.

•

Demand-oriented development and implementation of further training programs related to all the relevant issues of the quickly growing demand for
further training of entrepreneurs, management staff and specialists.

•

Targeted further trainings for women and men during the family phase as
well as qualification and counseling tasks during re-entering the working life.

•

Implementation of further training and counseling programs for older persons.

•

Together with employment agencies conduct of retraining, qualification and
integration measures for the unemployed.

•

Securing information and experience exchange as well as knowledge and
technology transfer in written and electronic form also especially through
personal exchange in the form of meetings, information and training events,
group coaching etc. which is so important for SMEs.

The development of vocational schools into centers of competence for mediumsized business requires public investments which are opposed at the same time by
significant savings by vocational training through the implementation of dual educational systems. Besides it leads to the achievement of efficient educational innovative
and economic support which pays off manifold through higher growth with increasing tax receipts on the one hand and savings of public funds at the labour market and
social policy on the other hand.
The implementation of innovation and education centers of excellence and competence has no alternative for the creation of a prosperous future. And it is more ap227

propriate and much better from the economic point of view to use available facilities
in form of already existing vocational schools for this purpose than creating new
facilities in the green countryside which is much more expensive.
In 2017 in Poland a comprehensive program of educational policy reforms has entered into force which central point is the introduction of dual vocational training as
well as creation of “branch schools” which beside a 3-year long dual vocational training with specialist worker qualification includes a 2-year long dual further training
with the qualification of a technician and eligibility to study at a university of applied
sciences. This concept can easily serve as a basis for the comprehensive development
of innovation and education centers of excellence and competence.
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Implementation of the work based learning concept in Lithuania
Renata Černeckienė
Basic information
•

Professional qualification to be awarded: Finisher (builder)

•

European qualifications framework (EQF) level: Level 3

•

Lithuanian qualifications (LTQF) level: Level 3

•

Programme volume in credits and duration in hours: 120 ECTS credits,
2400 hours

•

Content of training: 30% theory and 70% practice

•

Time framework: 01.09.2015 – 16.06.2017

•

Participants: 21 trainees

•

Admission requirements:

•

•

not having a vocational qualification in finisher;

•

having completed compulsory general education;

•

demonstrating good practical work skills and motivation;

•

young workers who are already acting in the labour market but without having any or required qualification

Delivery of theoretical training:
•

•

Vilnius Builders Training Centre, Laisvės pr. 53, Vilnius 07191, LT

Delivery of theoretical training:

UAB “Tavastis”, Gailių g. 25, Vilnius 03147, LT
UAB “Statvilsta”, Smolensko g. 5a, Vilnius 03202, LT
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UAB „FAS“, Rinktinės g. 55-22, Vilnius 09207, LT
Aim and structure of training programme
The main aim was to develop and implement dual modular Finisher (builder)
training programme based on the best practice of German dual education system
ensuring that:
•

Participants of the training (trainees) acquire knowledge and skills necessary for a qualified construction worker;

•

At least 70% of participants (trainees) continue their working career in
the company they have been trained in or continue with vocational education to acquire a qualification of a higher level (EQF 4 or 5);

•

Participant companies get qualified workers trained according to their
specific needs;

•

Apprenticeship is recognised and promoted as a formal way of acquiring
a profession in Lithuania.

Composition of the Programme:
1. Introductory builder’s module
2. Compulsory modules:
2.1. Construction drawing
2.2. General construction works
2.3. Basics of masonry and concrete laying
2.4. Manual wood processing
2.5. Thermal insulation of buildings
2.6. Plastering
2.7. Tiling
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2.8. Painting
2.9. Covering gluing
2.10. Fixing plasterboard panels
2.11. Fixing decorative panels and linear elements
3. Final modules. Apprenticeship.
Introductory module is designed to familiarize with professional activity in specificity
of vocational training and economic sector.
Compulsory modules for professional qualification include training content for a person’s preparation for the activity, specific to qualification and giving a possibility to
adjust flexibly to the needs of a person and labour market.
Final modules are for summarizing of theoretical knowledge, consolidation of practical skills and preparation for the assessment of competences.
Organisation of training process
The enrollment into the training programme was organized during June – August
2015, within the framework of the common annual admission of trainees held at a
VET school. 21 trainees were selected for the work based learning programme based
on the following criteria:
•

not having a vocational qualification in finisher;

•

having completed compulsory general education;

•

demonstrating good practical work skills and motivation;

•

young workers who are already acting in the labour market but without
having any or required qualification.

Profile of the trainees:
•

Age: 18-23
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•

Sex: 2 females, 19 male

•

Previous experience in construction: 16 – no experience, 5 – some
experience as non-qualified workers

A tripartite agreement between the training institution, a company and an admitted
person was signed following the existing national laws and regulations.
The training has been implemented following the training plan and training programme prepared by Panevėžys College, LT. 70 percent of training time has been
allocated for work based learning at the companies and at the Sectoral practical training centre (established on the grounds of Vilnius Builders Training Centre). Day or
block teaching has been used for theoretical and practical training, i.e. 2 days at
school and 3 days in the company.
Organisation of theoretical training: school- based training
Theoretical training in a vocational school covered 720 hours or 30% of the total
allocated time of the course. It was distributed through first three semesters (the last
semester is only for practical training in a company):
•

Starting on September 1st, 2015, theoretical training (introductory course)
for the first three weeks was delivered at Vilnius Builders Training Centre;

•

Later, the trainees spent two days per week (Monday and Tuesday) at
school where they acquired the background knowledge and basic skills
that they could later use in real work situations. Theoretical training at
school also included necessary clarifications and review after the incompany training.

Vocational training records (curriculum, learners’ attendance, assessment of learning outcomes and other information) were managed in vocational training diaries and
via e-register.
Assessment and evaluation were performed with regard to the usual practice of the
school (i.e. trainers writing marks for each subject after completing a certain part of
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the course). The average mark for theory for the whole group was 8.7 (in Lithuania
the lowest positive mark is 4 and the highest is 10).
The attendance rate was rather high as well - 95,2% for the whole group.
Organization of practical training: in-company training
Practical training consisted of 1680 hours, i.e. 70 % of the total training time.
Three training semesters the trainees practiced in the company three days a week (on
Wednesdays, Thursdays and Fridays); in the last semester during apprenticeship they
are in the companies every day.
Company profile:
•

3 construction SMEs based in Vilnius;

•

Scope of activities: main areas of building and construction, with focus on
finishing and insulation;

•

Qualified and professional staff members able to act as mentors/masters for
the trainees.

The practical training in the companies has been based on real work situations at
different construction sites in Vilnius. Some examples of the work performed by the
trainees:
-

Interior finishing of the attic transformed into a living space;

-

Interior finishing of the newly built apartment building;

-

Basics of masonry, concrete laying and thermal insulation in constructing a
high-rise apartment building;

-

Thermal insulation, exterior and interior finishing of two private family
houses.

Main aspects of in-company training:
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•

•

•

•
•

•

3 days/week: full time work (8 hours/day) under constant supervision and
assistance of the assigned company staff (qualified workers – profession
masters);
Each on-site training activity divided into phases, starting with simple
steps, requiring basic skills, and going into a more complicated process,
including numerous operations and technologies;
Training records (training content, learners‘ attendance, assessment of
learning outcomes and other information) are put in vocational training
and practice diaries;
Constant collaboration between school trainers and company staff in the
process of vocational training (regular visits of trainers to the sites);
The average mark for practice for the whole group was 9,4, and the
attendance rate was 97,1% for the whole group for the 1st year of training.
The data and assessment for the 2nd year of training will be available by the
end of May 2017;
Wages paid to all trainees from the 2nd semester (250 - 300 Euros, the
amount depending on the performance of each individual trainee and the
specifics of the work).
Final qualification examination

Final qualification examination was organized on June 6th, 2017.
It included:
• assessment of theoretical knowledge;
• assessment of practical skills.
Both parts of the examination were organised at the Sectoral practical training centre for builders. The examination tasks were developed together with the teachers of
VET provider and the building companies’ representatives.
The average assessment for theoretical part was 8.62. The average assessment for
practical performance was 9.33.
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The example of exam task and the assessment results for both parts of the exam
have been annexed to this report.
All the trainees were awarded a graduation certificate issued by the training provider and recognized by the employers. In addition to the graduation certificate, the
trainees received a certificate, justifying the activities that were carried out during the
project.
Successful completion of the training programme allows the trainee choosing one
of the following paths:
•
•

entering the labour market as a qualified finisher (builder);
continuing at a VET institution to acquire additional or higher qualification.
In April 2017 Vilnius Builders Training Centre has performed the survey of the
trainees involved in WBL project in order to identify their intentions and plans for
the future. The summarized outcomes of the responses are provided below:

After graduation trainees are
going to choose:
Work in the same
company (12)
Work in a different
company (4)

Continue VET
studies (5)

Main findings and achievements:
•

The Work based learning model has been successfully implemented and is
suitable for Lithuanian VET system. The general opinion and feedback provided by the involved trainees, trainers and company staff are quite positive.
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•

•

•
•

The main aims and objectives of the training have been achieved with the
majority of the students having chosen to stay in the company they were
trained (12 trainees), in another construction company (4 trainees) or to
continue with VET studies (5 trainees).
There has been constant collaboration between the school and the company
in order to ensure best correlation in theoretical and practical training. Also,
the school trainers provided some advice regarding pedagogical aspects of
training and shared their teaching experiences with the company staff.
The training has been very much student-oriented, taking into consideration
individual needs of every single trainee.
Within the project framework, the Work based learning programme has been
implemented in the form of a non-formal training due to formalization of a
training programme being a rather long process in Lithuania. Nevertheless,
the Ministry of Education and Science has been repeatedly addressed and informed about the project developments and the importance of this form of
learning for Lithuanian VET. It is expected to have the approval and formalization of the work based learning in Lithuania starting from 2018.
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Experiences with Work-based learning methods: new ways in the Hungarian vocational training
László Kajos
Background and assumptions
It is an essential feature for the dual vocational training, that youngsters and young
adults who are participating in such training can learn about their chosen profession
and gain the relevant knowledge, not only in a school environment, but also within an
enterprise engaged in the market activities; and these enterprises can guarantee practice-based guidance by fellow laborers for the students, to achieve the abovementioned goals with joint activity and cooperative learning.
The "Hamburg Model" and the "Work Based Learning" projects were developed
in a Hungarian governmental policy building process and environment, in which the
goal was to adapt the German dual vocational training system that was designed in
Hamburg, and contained practice-based methodological solutions; therefore, these
projects aimed to adapt the "good practices" to broaden the vocational training in
Hungary and rethink its legal framework.
The original "Hamburg Model" aims to help those young people in Hamburg, who
have completed the elementary school and are willing to enter in the vocational training, but was not accepted by the organization, or for any other reasons, their entry to
the vocational training is compromised; therefore, the Model aims to help them and
their success in education with the tool of the dual vocational training. Therefore, the
project called the "Hamburg Model" aims to adapt the methodologies developed in
Hamburg to Hungary, within the school called Tanext Academy Vocational School,
maintained by the Kontiki Vocational Non-profit Ltd. Within the project the Tanext
Academy Vocational School adapts the above-mentioned methodologies into its
training in the field of construction, within the target group of admitted, in the terms
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of early school leaving at-risk students and youths, to support their success in vocational training.
In the implementation period of the "Hamburg Model" - from the 1st of October
2013 until the 30st of September, 2015 - the regulatory environment of the public
education system ensured that the legal conditions are clearly supportive in the process of adaptation71.

71

14. § (1) By performing complex educational, social, cultural, pedagogical tasks for developing the

skills and the personality, the Public Education Bridge Programmes shall assist the students in joining
secondary education or vocational training or the obtaining of knowledge necessary for getting employed
and starting independent life.
(2) School-age students who have primary school qualification but have not been admitted to a secondary school may continue their studies in the Bridge I programme upon the initiative of the primary
school. The education organised in the Bridge I programme complements the knowledge and competences required but missing for the continuation of studies by providing differentiated development
paths building on individual abilities and needs. The education organised in the Bridge I programme
prepares the students for the acquisition of learning methods adjusted to their individual abilities and
within the framework of the career orientation function introduces to the students the knowledge necessary to entering the labour market. Within the framework of the Bridge I programme, students shall take
entrance examination to a secondary school. Upon the completion of the programme, the organising
school shall issue a certificate on the fulfilment of the study requirements. The Bridge I programme shall
be organised so as to provide hall of residence to the students concerned if necessary.
(5) Within the framework of the Public Education Bridge Programmes, classes may also be organised
which prepare the students, who were unable to complete their primary school studies by the end of
their compulsory education and have successfully completed less than six primary teaching years, for
commencing vocational school training within the framework of the vocational qualification defined by
the Government Decree on the National Register of Vocational Qualifications. (Act CXC of 2011 on
National Public Education.
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The dual elements of the vocational training and the monitoring of the practice
based, German dual vocational training has got many years of history in Hungary.
Though, the expansion of the dual vocational training did not happen, and the participation of business organizations in training - especially in the field of micro and
small business environments - is very small and incidental. The most significant part
of the practical training takes place in schools (for example in apprentice workshops),
and the link between the labor market (including its actors and needs) and the vocational training schools failed to be developed.
As a result of a legislative process in 2011, - at the same time as the Hungarian
Chamber of Commerce and Industry took a regulation related commitment - the
formal responsibility of the schools to organize practical training had been reduced,
but the system-based service environment for the organization of practical training
did not exist yet, nor the integrable, school-based organizational model.
Therefore the "Work Based Learning" project had shown several possibilities in
the topic. It offered the opportunity - through the adaptation of the good-practices
that were learned in the cooperative work with Hamburg - to develop new procedures and cooperative methods in Hungary between the schools and the business
organizations (including the experts dealing with students) involved in the training.
These procedures and cooperative methods were linked to the labor market's needs
in conjunction with practical training's content and were also linked to the school's
educational standards in conjunction with the practical training's methodology at the
involved business organizations.
As a general part of the projects, called the "Hamburg Model" and the "Work
Based Learning", - but definitely as an important and successful element in the increasing the effectiveness of the vocational training, and also in the help to spread the
dual vocational training methodology and the adaptation process, and even beyond
these - professional debates have occurred between the teachers and the business
professionals involved in the practical training.
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One of the most important recognitions is to acknowledge that the dual training
and the practice of dual vocational education - beyond and not mentioning the obvious acquisition of the professional practice - can be a "gold mine" in terms of the
activity-based learning. Moreover, it was found that while working with students who
have experienced failure in primary education, or have a risk to become a drop-out, as
a pedagogical tool, dual training can play an important role in their reintegration and
even in the process of the development in their learning motivation.
Impacts and results
In order to increase the effectiveness of the vocational training in Hungary it has a
long tradition to monitor the German process and example and to use it as a reference. Therefore, using the reference of the "Hamburg Model" - in some cases even
so emphatically - it makes it a credible and also a legitimated professional content in
most cases (at least formally). Moreover this, with a reference, which was based on
the actual and the specific practical experiences, it was easy to arouse the attention of
the experts, working in school, including those experts who are more inclined to be
secluded from the professional forums.
On the other hand, the integration of the students was significantly easier in these
cases, than the integration was in any other learning-related programs, and on the top
of this, even the parents were supportive in those cases where the affected youngsters
were brought up in the family.
It can be stated that the system of the dual vocational training - in conjunction
with the more personal relationship between the organizations and the students - had
earned several achievements and reached several pedagogical milestones; such as,
noticeable progression in the students' mental health; easier acceptance from the students' side towards those (social) workers who are aiming to help them in the development of their social and working skills; and generating several innovative, studentsupportive and personal effectiveness assisting methodologies and forms of work.
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The system of the dual vocational training was being significantly transformed
from 2013, and started to regain a stabilized institutional framework and its organizational methods from the September of 2016. Within these changes though the pedagogical and professional margins of the individual vocational training institutions had
been narrowed, but at the same time the role of the Hungarian Chamber of Commerce, Industry and Trade had been legally strengthened to assist and care about the
cooperation between the schools and the business organizations.
Based on these facts, it can be stated that there is a significant potential for the adaptation in both projects, called the "Hamburg Model" and the "Work Based Learning", especially in the cases of certain methodological elements. In the adaptation
process the non-governmental institutions have an interest directly, while some parts
of the governmental organizations are showing signs of interests in it, depending on
their participation in the surrounding professional discourses.
Meanwhile, the role of the groups working with the economic representation of interests, especially the Hungarian Association of Craftsmen’s Corporations' (who
unites micro-businesses) role, had been legally weakened in terms of supporting and
developing cooperation between business organizations and school involved in practical training; but due to the personal commitment and the direct contact between
these institutions and the students, these groups are remained and continued to be
important.

The components of the institutional transformation of the Hungarian Vocational Education and Training, found in the current legislation from the 1st of
September 2016
It is a publicly maintained (until a defining extent), centralized in management (the
responsibility for maintenance is at the Ministry for National Economy) system in
vocational education and training, where some - mostly with new range of tasks institutions are integrated into regional training centers. Each of the training centers
has five to ten thousand of students in training continuously.
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During the transformation, two major types of institutions will be created, which
are the following:
a) Vocational Secondary School72 - which prepares the student for a professional
maturity exam and thereafter the following professional further or higher education
(professional training - ISCED level 5; higher education or similar level training with
the before-mentioned code). Vocational Secondary Schools are working with a sectorial training content - where sectors can be integrated into one another.
b) Vocational School73 - which, according to its internal sections, is the following:

72

12. § (1) A vocational secondary school shall have four secondary teaching years which prepare for

vocational secondary school certificate, the continuation of studies in institutions of vocational higher
education or for seeking employment and pursue activities as well as establishing general knowledge,
where vocational theoretical and practical education is also conducted. Vocational secondary schools,
following the twelfth year, shall be engaged in preparation for the vocational examination of the vocational qualification related to the sector of the vocational secondary school examination subject to the
completion of the last secondary teaching year or secondary school-leaving certificate, as defined in the
National Register of Vocational Qualifications.
(2) In the vocational secondary schools, vocational secondary school-leaving examinations may be
taken to seek employment and pursue activities in the sectors defined in the Government Decree on the
National Register of Vocational Qualifications and vocational qualification related to the sector of the
vocational secondary school-leaving examination, as defined in the National Register of Vocational
Qualifications, may be obtained. (Act CXC of 2011 on National Public Education)
73

13. § (1) Except for the special and skills development vocational schools and except for the voca-

tional school training forms defined in the Act on Vocational Education and Training, vocational
schools shall have three vocational training years comprising education of subjects in cultural domains
and vocational theoretical and practical training necessary for obtaining the vocational qualification
concerned.
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A starting level, where entering is possible after completing elementary education.
Has 3 grades - which complies with the former vocational training - and gives a professional, vocational training (in the ISCED level of 2 and 3), closing with a professional exam.
After achieving the professional exam on the previous level, the student can continuously enter into the following two years of training, carried out by the same institution. During these years of training the student will be prepared for a comprehensive maturity exam (ISCED level 4), with the following process: the previously acquired professional examination will be counted as one part of the maturity exam,
and four furthermore exams (therefore, general subjects) will be needed to achieve
the comprehensive maturity degree.
Schools working with students with special needs (previously called special vocational training schools), hereinafter will be named Technical Schools/Special Vocational Schools and are covered by the same process as the "Adapted Physical
Educational Institutions and Conductive Educational Institutions" legally. In some
cases, they will continue to grant the possibility of acquiring a partial qualification,
with the same content in the context of their activities (on ISCED level 2).
The Public Education Bridge Programs (especially Bridge I) - which are working
with the following target groups: who have previously completed primary education,
but were not able to integrate into vocational training; or being at-risk from the perspective of early school leaving during their training - were not modified by the regulations, therefore these programs can continue in each of the schools under local
regulations. It can be stated out, that the main purpose for these programs is to help,
and to support the target groups mentioned before, meanwhile it can also clearly be

(3) After passing the vocational examination, the student may get prepared for the secondary schoolleaving examination in a secondary school during a period of two years. (Act CXC of 2011 on National
Public Education.
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stated usage of the "Hamburg Model" methodology can feel natural in these areas,
while still can achieve improvement.
With the lack of regulations, the formal conditions of identifiability for those who
are carrying out such actions and programs have deteriorated, but the possibility of
the adaptation of any programs (including the "Hamburg Model" methodology),
thanks to this, can be judged, viewed and examined within the schools' individual
competences. Their activity in adaptation - after the stabilization of their regulatory
and management environment - can be strengthened by professional support. Primarily, these in-the-process-of-transforming vocational schools are considered to be our
main targets and potentials as partners in the adaptation process.
The Tanext Academy Vocational School - who is providing the educational care
for the students who are participating in the projects called the "Hamburg Model"
and the "Work Based Learning" - is currently undergoing in such a transition. The
institution will work in all the three above-mentioned levels; therefore, it will have a
level as a vocational secondary school, as a vocational school and as a technical
school after the transformation is finished, too.
In the past few years - especially during our participation of the renewal of the
content and the administrative methods in the vocational training in Hungary - our
collaborations and shared projects with the Hanse-Parlament and with the Baltic Sea
Academy have granted us a big help and a great deal to maintain our professional
stability constantly.
The "Hamburg Model" project granted us the professional background to prevent and reduce the risk of dropping out amongst students, have also given us the
opportunity to get to know the methods and the practical experiences within our
partner institutions, coming from different countries. Therefore, we also had the
opportunity to familiarize with these countries system and experiences.
The suiting of the so-called restorative methods, what we use to the "Hamburg
Model" - which was established in the town of Hamburg, and the project lasted for a
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year - gave us tons of inspiration; uniting the inspiration and the original restorative
methods during the project's implementation has resulted an adaptable, educational
care based, improved methodology.
While working with the "Hamburg Model", we were able to establish a training
and a working practice - in cooperation with the micro enterprises involved in the
dual vocational training - which can a feedback on the students' work related competences, and seems to be an appropriate way to re-integrate those students who are
rather unsuccessful in their studies, even in the level of primary education, but also on
the level of secondary education too.
The dual vocational training is practice-based: scheduling the practical training
parts prior to the acquisition of the theoretical knowledge, has given us the opportunity to involve even vulnerable student (like students with special needs in physical
and/or mental health; or students with the deficit of a family example as an employee) into the base of potential workforces.
In our opinion, the adaptation of the "Hamburg Model" - in terms of development
of the Hungarian vocational training system - is significant in importance, and promising. We have come to this conclusion, because within these methodologies in the
dual vocational training, those students who are entering a new educational level with
a previous experience of failure in the framework of public education, finally can get a
realistic chance to achieve, and to complete a level of education successfully with the
vocational training.
As the school facilities are limited overall in Hungary, we are experiencing a push
forward in the terms of post-primary education due to the prevailing of the negative
selection at the end of this educational level. Therefore, the challenges which are
incumbent on the vocational schools, are making it essential to use activity-based
methods, and also to use the environment - which is provided by the organizations
involved in the vocational training - as a space for re-socialization.
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The "Hamburg Model" can be integrated methodically into the programs of the
Hungarian educational and training system, and even the legal frameworks are appropriate to realize an adaptation. The expected effectiveness of the program is more
likely to be favorable than the current educational, drop-out prevention programs.
The governmental efforts which are assisting with the implementation of the dual
vocational training, and its funding, - which is an essential part in the diffusion - are
providing the ongoing adaptation and implementation of the "Hamburg Model" after
its project period. Therefore, these efforts can guarantee the dissemination and the
sustainability of the model in Hungary.
The Model's methodological toolkit in dual vocational training (which was developed during the project), is offering a promising, efficiency increasing good practice
in one of the most critical pedagogical areas of the Hungarian vocational training and
school system, which can be identified as the entering period to the vocational training for those youths who are significantly at-risk in the terms of dropping-out.
Among those (and among their families) who have completed the elementary
school, when it comes to preferences in school choices, there is a tendency to undervalue the vocational training (as it was called in the former system; from the September of 2016 it will be called vocational school, and will be counted as the first three
years of training in the vocational secondary school, as it is mentioned above). Therefore, these so-called Vocational Schools will provide opportunities in further education for those who have had difficulties while completing the elementary school, or
for those who have had poor performance (comparing with the generally expected) in
verbal productivity during their elementary studies.
In the former vocational training (and in the ongoing system: still), most of the applicants had no experience about their physical capacity and limit, since the majority
of the pupils are not carrying out physical work during their primary school period yet, the majority of the vocational trainings (and in the new system: vocational
schools) are preparing the students to acquire a qualification linked to manual labor.
In many cases, these youngsters are entering into vocational training with the feeling
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of failure, because of the type of work they will have to do. Very often they are considering physical work - "dirty work" - as a failure, and this feeling combined with the
bad experiences, that they have already acquired during the primary education, are
resulting that in the beginning of the vocational training period they lack any kind of
motivation.
Above this, it is complicating factor that the families choose vocational education
and vocational schools for their kids, without knowledge; in many cases they do not
know more than 7-8 professions at all. Furthermore, very often when it comes to
select a school, some circumstances and factors will overrule the talent what the student holds. These circumstances and factors can be the following: the accessibility of
the school, the travel costs and there can be other occurring difficulties when it
comes to travel. These, all together are often forming a stronger pressure on the families, than the talent and motivation based career choices would do. The vocational
opportunities and career choices in each of the vocational training schools, as a result
to the past years' legal changes (the acceptance of the new National Register of Vocational Qualifications), have widen, but now the fashionable, popular and interesting
professions - for example car or beauty related professions - are only obtainable (and
start-able) after the acquisition of the maturity exam.
The most important feature of the "Hamburg Model" - from the Hungarian vocational practice's point of view - is in the methodology of the dual vocational training,
which brings a difference into the familiar methods in Hungary.
The Hungarian practice of the dual vocational training, despite of the governmental goals, do not ensure the participation of the business organizations in the training
until its second third of the training period. In accordance with this, in the 9th grade
(including the grades of the elementary school), which is already in the vocational
training, the training's major part is on the school, and the responsibility is fully on
the teachers; since according to the policy, it is the dual vocational training's task despite of its reputation - to prepare the students to the activities which are going to
take place in an external environment, like business organizations and enterprises.
247

Therefore, the school has to prepare its students to be able to work, moreover this, to
be able to work within limits and with the management. The possible involvement of
the business organizations and enterprises is depending on the Hungarian Chamber
of Commerce and Industry, because it has to implement a procedure, where the student is undergoing a qualification - which is ending with a level exam - to see if he or
she is able and suitable to join in the external organization's work and training. 74 The
difference between the two approaches is significantly visible, and it can be summed
up and indicated with the following procedure: the organization of the leveling exams
for the next school year (which starts in September) is happening from February to
April, thus the involvement (in the process) of the business organizations and enterprises is only possible with limited resources, since spring is a very sensitive period
for the starters in the vocational training.
In the dual-vocational-training based practice of the "Hamburg Model" - which
was implemented in the Tanext Academy Vocational School's life and methodology
in the project's adaptation period, and from that moment we are working invariably
with that method - there is an opportunity created for the students in the initial period of the vocational training to gain experience, and implement activities in real-life
working environments, and to get a relevant feeling and impression about their own
chosen professions. Experiences and knowledge gained through this method - with
joining into the real world's professional activities - are not only more experimental
than the classroom illustrations, but - according to the pedagogical literature - they are
more likely to be reviewed and retained in the long run. The difference between the
methods shows significantly larger amount of knowledge (in use) in longer terms with
the activity-based approach.
During the dual vocational training, the professionals working with student are
helping them throughout their work and activities to get to know their chosen profes-

74

The exact requirements and conditions of the level exam can be found at the 28th Section of the Act
CLXXXVII of 2011 on Vocational Education and Training.
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sions. It is a commonly accepted method in the dual training, rather than "playing
school" with the overstatement with the learning of the theoretical knowledge.
The Hungarian diffusion of the "Hamburg Model" as a practical example of the
dual vocational training would create a favorable situation not only for the students,
but for the business organization and enterprises involved in the training and also for
the vocational schools. If the vocational schools would base their pedagogical work
on the activity-based pedagogical methods, they would demand the practical training
part which is carried out by the enterprises and external organizations. In this case,
Class/grade 9 - according to the previously described situation - would change. They
would lose their apathetic mood (due to their previous school failures), their lack of
motivation would change, and without repeating their previous socialization conflicts
in the school they would get a new chance in a new socializing environment. These
environments would be guaranteed with the business organizations and enterprises,
where, - with doing manual labor - these students could experience the feeling of
success and throughout this feeling they will be able to become profession-loving
experts and motivated learners. Also, the social relations of these students can be
strengthened in these workplaces; during the part of the joint work the trainer/the
master in the vocational education can give a strong motivation for the students to
complete the theoretical training too, and moreover this, the master can become an
actor who can replace (or take over a large part from) the family in terms of giving
mental background to the students.
During the adaptation period of the "Hamburg Model" in Hungary, in order to
have a realistic chance to form a personal attachment to the master, we have found
that working in small groups - in some cases even with just 1 or 2 students in one
training location - is the ideal way to help the process.
The diffusion of the "Hamburg Model" in Hungary has a great potential in various
areas; as it is described above, in terms of early school leaving the most vulnerable
students can be found in the former vocational trainings, which are now called vocational training schools, and the problem is centralized in their first years. In connec249

tion with this, early school leaving is heavily connected with the lack of motivation,
success and support towards to the students. Therefore, the adaptation of the model
has a major importance in the increasing the students' chances for a successful and
professional learning, and in the reducing the numbers of the early school leavers.
The adaptation of the "Hamburg Model" in schools has started on the 1st of September 2014.
The implementer for the general educational and vocational training program was
the Tanext Academy Vocational School. The practical training was implemented
within the environments of two of our practical partners; - both had acquired the
practical training partner's registration from the Chamber of Commerce and Industry
before - in Budapest. These partners were the following: The Homo Novus Ltd. and
the Motus and Talent Ltd.
There have been 16 students who had completed elementary education before, and
joined in the program. Their chosen professions were the following: painting, plumbing and painting, paper hanging/wallpaper hanging, bricklaying/stonemasoning and
tiling.
The training programs had to ensure the involvement and the re-engagement in
the vocational studies and the possibility of avoiding and preventing the drop-out
experience during the dual vocational training, therefore they had to give enough
successful experience to keep the students motivated. This had to be carried out for
two different student groups, with different educational backgrounds.
For students who have joined after 8th grade, general education within the “Hamburg Model” program started jointly with other students who enrolled following the
primary school. They could have joined education in the following subjects: communication (Hungarian language and literature), mathematics, natural sciences, social
sciences, and English language, as well as, they were participating in the social activities of 9th grade students.
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Their professional training started with practical activities related to the shared activities in the building industry. Occasionally, they have gained the theoretical
knowledge, necessary for the practical work as a part of the practical course, from
vocational instructors and trainers.
The students could exchange any general educational lesson for a professional,
practical subject - if it was requested in advance. This was frequent during the first
semester. However, the requirements of the general subjects also had to be fulfilled
by the end of the year, which criteria were met by all of the students.
Students who were dropped out from other schools or were previously accepted
into Tanext did not participate in general education, only in those courses – as a replacement - which are basic, necessary skills for learning their profession (i.e. reading
and writing, calculus and geometry), in small groups (2 or 3 people per group). Their
general skills, which were necessary for a successful professional, vocational exam
were validated by testing and accounting for their earlier formal and non-formal
achievements and knowledge (i.e. via special, leveling examination), and occasionally
they were able to replace them by participating in courses individually or in small
groups.
Within the Hamburg Model project, there were 144 hours spent on general education, 180 hours on social competence development, 72 hours on individual or smallgroup activities in learning to deal with aggression and conflict, 144 hours on theoretical professional training and 720 hours on practical training, and 140 further hours
were spent on the coherent professional traineeship.
Participation in the education was over 90% in the individual and the small-group
activities, 73% in practical courses, and slightly above 50% in the theoretical courses.
One of the most important components of the successful educational results of
students in the Hamburg Model was the emphasis on the practical courses and activities.
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A five-level grading system was used for the evaluation of students in the theoretical and general educational courses, supplemented by a written commentary and the
evaluation of the student’s social competence.
Participation in practical courses was evaluated by the professional trainer at the
companies, who proposed a grade after the courses for the students, and the educational board had to accept it to be legal. During the Hamburg Model project, none of
the grades that were proposed by the professional trainer, were rejected by the board.
Mean grades of the 11 students that successfully participated in the Hamburg
Model project:
Subjects in general knowledge: 2.57
Subjects in professional theoretical knowledge: 2.70
Subjects in professional practical skills: 3.80
Following the first period of the project, 2 students were successfully transferred to
a vocational secondary school where they will be able to acquire a maturity exam
certificate.
One of the most important conclusions of the annual project period is that success
of students in the external professional training places depended mostly on the advancement of the social competences that the Hamburg Model project aimed to improve, which also affected the success of other parts of their education. The Tanext
Academy Vocational School evaluated the Hamburg Model as a successful project.
Participating students showed educational results that met our expectations.
The Tanext Academy incorporated the good-practice of Hamburg Model project
in its educational program, and submitted a proposal for an operating permit to the
Government Office of the Capital City Budapest. The project will be extended - beside construction works what are already available - with the training of the social
caretakers and the nurses, which allows female students to join in the trainings.
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For us, for the experts at the Kontiki Vocational Non-profit Ltd. and teachers at
the Tanext Academy Vocational School, the “Work Based Learning” project will
be a direct continuation of the Hamburg Model project. Students who fail to get into
the dual vocational training system or are at-risk of dropping-out, will be (or already)
professionally and mentally strengthened thanks to the methods of Hamburg Model
project, – which we aim to continue following the official end of the project - will
continue their studies following the philosophy of the “Work Based Learning” project and will prepare for their lives (and exams) as professional workers.
The project called „Work Based Learning” also provides the professional basis of
the collaboration between the micro- and small businesses and us in the practical
training. It creates an opportunity for us to join into the educational and psychological training of our tutors and trainers, - who give practical trainings to our students in
small businesses or organizations - using the professional background of our project
partners.
For us, the professional realization of the project means the practice-focused education in vocational training schools, organized together with micro-businesses, in
which becoming a professional worker will be aided by familiarization with actual
working environment, and by individually customized support and individual learning
paths. In case of micro-businesses, personalized support for improving the social
skills of the students will be supplemented by the support and training by the specialists’ employer or by other expert working with the student at the micro-business and
external organizations.
Furthermore, the project called “Work Based Learning” creates an opportunity to
get in a professional partnership with the Regional Chambers, which allows the creation of a practical training location, similar to the one in Hamburg. With this, it also
enables a creation of a collaborating vocational school - specializing in students with
troubled backgrounds, and in students who are socially vulnerable - in one of the
most economically underdeveloped region of Hungary (in Salgótarján, Nógrád county).
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The aim of our activity within the project called “Work Based Learning” is to supplement the practice of the dual vocational training at large corporations in Hungary,
with a possible model on how-to participate in dual vocational training at, and as a
micro- and small corporation, or organization.
While Hungary’s laws are providing an opportunity to implement this, it is unfortunate to say, that the earlier experiences and the preparedness has disappeared from
micro-businesses in the last few years. The participation of micro- and small corporations in practical training of workers is impossible without professional and administrative aid available for the corporation. For this task, we expect cooperation from the
local guilds and from the Hungarian Association of Craftsmen’s Corporations.
We think that students who were alienated from learning in the primary schools
cannot succeed in getting employed, nor can succeed in getting accepted into vocational schools, if we continue that educational methodology, what we use today, in
primary schools. We consider this as one of the primary reasons why students dropout from vocational schools. In our experience, the other reason of dropping-out, which can only be decreased by conscious interference - is the attitude of the families
and adult society, which passes on deviant behavior and harms of students’ mental
state in the long term; and is difficult to successfully compensate with educational
methods. We believe that we can improve the efficiency of vocational schools and the
entire educational system and decrease the number of early school leaving students by
providing professional experience in a working environment, also with providing
numerous activities in their chosen profession, and also with the socialization with
experts working in the field. We believe this can be a solution, and this solution is
called “dual vocational training”.
In addition to the topic of the at-risk students (in terms of dropping-out) involved
in the vocational training, - based on our experiences and gained knowledge about the
German dual vocational training - we have come to the conviction that there is an
importance from those point of view, who have already acquired their professional
qualification (in the context of their chances in the labor market), if they have had
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experienced the methods of the dual vocational training during their studies, or not.
There are markers which are important in this case, and they are the following: it
makes a difference if the employee during his or her studies has experienced microentrepreneurial training in the context of his or her professional, practical training; it
also makes a difference if the employee has acquired working profession skills in a
working environment during his or her studies; and last, but not least, it also makes a
difference if the employee has learned to work in cooperation with his or her colleagues, or with the actors of the co-professions. It is easy to notice, that for those
who have acquired practical knowledge while working at a small business company
during their studies, and also for those who have completed their professional vocational exam after these experiences; it is easier to stay in to field of their profession as
a practicing employee. Therefore, we can state that, there is a strong correlation between these elements and the reducing numbers of the carrier changers. Also, a correlation can be observed between those who have participated in the dual vocational
training and between those who have only acquired the theoretical knowledge; it is
detectable, that those who have experience in working environments are more likely
to get along with their colleagues, and they are performing better in the field of
workplace related socialization (with less problems).
During the adaptation process of the dual vocational training, we are considering
those professional trainings as our primary target group (from the perspective of the
ideal dual vocational training), which are specifying their time spent on the acquisition
of the practical skills - from the full-time training - to be at least 60%, and its professional training documents (including the professional and the examination requirements) are confirming this percent and its applicability.
During the adaptation, under the "Work Based Learning" project, we have chosen
the following vocational professions to adapt: masonry, tiling and painting. It is a
specialty for these professions, that the traditional micro-entrepreneurial environments also and the large construction companies too, are employing young, professional career-starters; therefore, during the dual vocational training, we have to pro255

vide information, knowledge and practical help for both of the opportunities. It gives
us the challenge to integrate our knowledge to be suitable for different working environments too. Moreover this, these vocational qualifications are counting as skill
shortages in the Central-Hungarian region for many years now, meaning that those
students who have finished their studies are having a good chance to find a job in a
short time for themselves.
The participation in the implementation of the dual vocational training is possible as it is defined in the National Vocational Training Act (Act CLXXXVII of 2011 on
Vocational Education and Training) - for the vocational schools providing professional, vocational qualifications, and also for the organizations and businesses operating in the building industry. The legal regulations of the vocational training have also
given an opportunity to establish such businesses which are organizing the practical
trainings for small businesses, and for the craftsmen's corporations involved in the
vocational training; more over this, these organizer businesses have the right to unite
these institutions aiming for a practical training to be carried out.
This option will become more difficult from the 1st of September 2016, but for
the micro-enterprises, and for their related, professional organizations this can be still
a very good choice. Since with joining into the dual vocational training as an organization, they can ensure their own professional recruitment; and can achieve additional
income without any risks at the market - even with professional activities, but with
practical trainings too. These professional, uniting organizations mentioned above,
could recommend these opportunities to the businesses and enterprises interested in
the trainings, and, they could support their activities while working as a training partner in the dual vocational training system.
With the organizing and with the lead of the Craftsmen’s Corporations, the students involved in the professional vocational training could learn the basics of their
profession, and earn experience in it within the environment of a larger business;
after this the student could be transferred to individual craftsmen, by which process
they would be able to improve the quality of their work experience while working
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with individual craftsmen. Also, these above mentioned helping and uniting organizations (as well as the Craftsmen’s Corporations) could help the companies and the
craftsmen to continuously employ those students who have acquired their vocational
exam already, - for example, the state support for young unemployed people could
come in handy in this case - and with this method they would also create several jobs
for the freshly graduated professionals.
During the projects, we wanted to make it clear for the trainers, masters, vocational teachers, tutors and leaders working in the school, that in order to be fully prepared
for their professional and practical work, the students have to spend significantly
more time in a real working environment; because in the building industry there can
be a lot of cooperation, cooperation work and the students can also meet a task
where they have to coordinate various work processes together. Therefore, they have
to be ready to perform these tasks and these tasks are not solvable or learnable in an
isolated way of learning, but resoluble throughout practice.
We have started the first year of the two-year long dual vocational training on the
1st of September 2015. The second grade will launch in the school year of 2016/17.
The Kontiki Vocational Non-profit Ltd.'s project partner is the Tanext Academy
Vocational School. The training has started with 12 students, many of them needed
extra help in terms of literacy and professional calculations, but their preparation for
their chosen professions - throughout the training practice - had been much more
effective, than it was previously expected.
The training program designed for the practical trainers working in the involved
micro-enterprises, will start in the middle of 2016, and will close in September. To the
training e-learning contents have been created, so most of the achievable knowledge
is learnable after work. On the practical aspects: these methods and the practicebased knowledge are available for the colleagues later on too, therefore they will be
able to have a check on them, and to reuse them every now and then, when they feel
they need help in their practical training lessons with the students.
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Within the projects, we would like to thank to the Hanse-Parlament and to the Baltic Sea Academy's members and management, for providing us with access to their
researches, results and experiences; which had been accumulated in the recent years
as the results of their activities in the field of dual vocational training. It has given us
the opportunity to carry out our innovating activity; and it is not an empty exaggeration when we say that their work has given us a dominant professional background,
with their results and their experts' cooperation.
We are considering it an important task - in terms of the practice-oriented dual vocational training - to represent it, and make it known even over the borders of Hungary; therefore, within this framework we are not only speaking about the Hungarian
experiences and good-practices in the dual vocational training, but every time we get
invited, we mention those - especially the Hanse-Parliament and the Baltic Sea Academy - who have helped us to start our innovative journey in this field. For example,
most recently we had the chance to share our experiences in northern Italy, in Bergamo; where we could talk with the local entrepreneurs' representatives and consult
with the teachers about our experiences in the dual vocational training, and also about
the current results of the projects, and the opportunities of the dual vocational training in Italy and its relations to the vocational training overall.
Summing up
We are participating in the "Hamburg Model" and in the "Work Based Learning"
projects, as project partners; aiming to make the vocational training more efficient by
involving business organizations, and with the dual vocational training, assisting and
participating in the process called the "Adaptation process of good-practices in Hungary". The preparation for the adaptation activities; the recognition of the Hamburg
training methods; and the process while we were getting to know other, especially
Nordic (around the North Sea) countries and their methods in vocational training or
in adaptation; above this, even to just receive their help during our work - these
things are really meant a lot to us. We have met a lot of new approaches, visions and
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experiences in teaching. In some cases, we have even joined into the re-thinking of
these, for what, we are really grateful.
The most important experience for us, in all the things what we have experienced
(including the implementation of the projects and the shared ideas with the other
experts too), is the following:
The dual vocational training is the "treasure chest" of the activity-based
pedagogy.
Through this, pedagogy can get a "device" and a support; and teachers can get a
help to support their students who have problems with learning, or with socialization.
With this pedagogue can ensure that their students will be taking steps forward in
their studies, and that their backwardness of socialization will be corrected.
The dual vocational training leads to risk reduction in terms of early school
leaving. Moreover, this methodology resembles to the school-care at the most, and
at the same time, this is the methodology which can ensure the students' success at
the highest probability. On the top of these, the dual vocational training is able to
shorten time (and make it bearable) while the student is at-risk from the subjective
perception in the school and in the practical training too.
Probably, at the beginning of the projects' implementation, we have already heard
and learned a few things about the dual vocational training before, and we have definitely met those students before who are involved in the "Hamburg Model", but with
the help of the Hanse Parlament and with the cooperation of the members and partners of the Baltic Sea Academy, we have become a credible representative of the
methodology. We are hoping that during the remaining period of the "Work Based
Learning" project, we will get more alliances with our strong belief in this methodology, and that with this; more practical implementers will join to the case and the attitude of the dual vocational training in Hungary.
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Segregation and inclusion in the vocational training75
Dr. Jürgen Hogeforster
Due to social issue and learning difficulties while in general education at schools, a
large share of young people fails to manage the daunting challenges in the vocational
training. From 15% to 20% of young people, who drop out of regular schools every
year, are unable to complete vocational training. It is for this group, who mostly suffer from segregation, various adjustment, preparation, promotion and integration
measures are offered. Often these young people go through various measures and
waste a lot of time.
Out of those young people who begin vocational training, an average of 30% drop
out of their vocational training; about half of them switch to a different occupation.
Their first failure usually happens during theory classes at the vocational school.
It is socially irresponsible to segregate such a big group of young people and sort
of hand them over into governmental care from the cradle to the grave. Their capacity is not utilized, they basically become a burden, and this leads to the situation when,
besides creating social tension, this can also incur permanent costs for the communities. On the other hand, due to demographic reasons there is a huge shortage of labour force, which will only increase in the future, so in fact there are no men to spare.
For social, financial and economic reasons alike, the goal must be as follows: not to
segregate anybody and to integrate everyone according to their skills. The achievement of this ambitious goal requires new thinking. The previous thinking was: “Everyone must learn the same things and have the same skills; individual weaknesses

75

The report is based on results of development projects
a) of the Hanse Parlament: “Qualification, Innovation, Cooperation and Key Business for SMEs”
b) of the Baltic Sea Academy: “Dual Vocational Training for the Qualification and Integration of
Young People and the Strengthening of Innovation in SMEs” as well as on a speech at a specialist conference of this project in Hamburg in May 2016
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must be eliminated. The increasing number of those who fail must get help via subsequent remedies in the form of costly support measures. High youth unemployment
must be accepted as inevitability, the society can afford to support them and to compensate them financially. The major part of this segregation is, to a certain degree, the
price to pay for having all others perform better and better in a highly developed
society with constantly growing requirements.”
Alternatively, the mandatory new thinking must be as follows: “Every human is
different and must be supported throughout the entire educational process according
to the individual strengths. Everyone has at least one competence or talent and thus
necessary to be participant on the labour market. Weakness is human and must be
tolerated. Everyone becomes needed, once their individual strengths are adequately
supported and properly applied. A penny of prevention is worth a pound of cure.
Everyone should be integrated according to their skills, with no-one left segregated.
1. Early school dropouts
Segregation formally first occurs for those, who are early school dropouts. In 2010
more than 15% of young people did not finish their regular school education. This
situation caused the European Commission to set the goal to decrease the number of
early school dropouts to fewer than 10%. Actually, already by 2016 this number could
have been reduced to 12%. At the same time, there is an increasing trend of 20% of
young people being classified as students at risk of lacking competences.
Despite a large number of school dropouts with basic qualifications, it has to be
noted that, due to lacking competences, they succeed less in the field of education
and integration. The fact is it is not as much about lacking certificates as distinctly
lacking competences. The latter is certainly easily overlooked in view of strong faith
in certificates that politics, economy and society have.
In 24 months after leaving the regular school, only 15% of early school dropouts
partake in vocational training. The risk is especially high for children from one-parent
families and children of unemployed parents. The risk for children of immigrants is
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three times higher. The fate of early school dropouts is to a large degree determined
by the education background of their parents: poor education gets inherited.
Segregation is caused by a number of individual underlying problems, especially:
•

Obvious poor academic performance,

•

High level of demotivation of those distinctly unsuccessful, who only had
failures during their whole educational history, who don’t feel they belong,
who don't feel loved,

•

Strong disorientation, since they don’t know their own strengths and competences and they quick to acknowledge only that there are things they don't
know,

•

Low self-esteem and efficiency further undermined during their educational
carrier,

•

Truancy.

Besides that, reasons for segregations can be found in the existing systems, namely:
•

The more vocational training is rooted in the education system; the lower is
the number of early school dropouts. For instance, the so-called production
schools in Denmark, which can be also occasionally found in Germany, reduce the share of early school dropouts, even among students with big personal issues, fewer than 10%, partially even under 5%.

•

The stronger the labour market sticks to certain qualifications, the more distinct is the segregation. This profound certificate bondage is a fundamental
flaw and it is also damaging to the economy. The fact that it is not the actual
ability, but the possession of a certain certificate that counts, hampers rapid
vocational integration also among foreigners.
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•

There are also cultural and behavioral problems. So, for example, research in
Austria showed that the same education system displays major regional differences with regard to the share of early school dropouts and segregation.

•

Seems like a paradox, but nevertheless there is evidence that certain support
measures or the number of special schools drive the share of early school
dropouts. The more students go to a special school, the higher the share of
drop outs. The more classes for migrants taught, for example, in only one
language, also here the higher the share of dropouts.
2. Promotion strategies

European countries basically have three fundamentally different strategies for the
reduction of number of early school dropouts:
a) The preventive approach with systemic monitoring, for example, in the Netherlands, which employs special agreements, bonuses, performance monitoring and high
autonomy of separate schools.
b) The intervention approach, for example, in Ireland, which pursues support of
disadvantaged communities, intensive involvement of parents and use of the social
environment, as well as comprehensive cooperation.
c) The compensation strategies, for example in Austria, which are based on the approach that all bear responsibility, second chances and educational measures are offered, and also labour market remedies are used.
Generally speaking, as well as in vocational education, reliable diagnosis and distinct fostering and promotion of individual strengths, aptitudes and talents are of vital
importance. Differentiated requirements and compensation possibilities during the
determination of the corresponding qualification are a must. Regarding basic cultural
abilities, like writing, counting and reading, uniform minimum requirements should
apply to everybody. For all further qualifications, individual competences should be
examined and strengthened. Thereby, when determining the qualification, good cooperation skills, poor knowledge of algebra, very high level of creativity, insufficient
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knowledge of chemistry, excellent manual skills, or bad theoretical knowledge of
geometry all can be compensated for while securing universally recognized qualification. Ultimately, this means that there is no place for uniform education and uniform
examination regulations neither in comprehensive, nor in vocational education.
2. 1. Goals and strategies of general education
Schools cannot be isolated learning centers, not intensively integrated in the social
and economic environment. School must be strongly intertwined as decentralized
structures, they must become the central venue for everyday life, establish sponsorship relations with enterprises, naturally involve master craftsmen and trainers from
enterprises for classes.
Independent schools and their independent faculty must have a high level of autonomy and personal responsibility. Faculty is entrusted with the most important
thing a society can have — children. Faculty needs support, attention and appreciation and they deserve trust. They must have the freedom and the accountability for
the promotion of children and implementation of their development objectives.
A new pedagogic approach is required which also implies new qualifications for
the faculty. Education is a development and qualification endeavor and it includes
ensuring equal upbringing. Teachers are role models, who teach students, while learning from them at the same time. The conveyed knowledge nowadays becomes obsolete very quickly. Thus, the ongoing further development of pedagogy requires most
intensive further training of teachers. There is a need for holistic form of education,
which is tailored and provides support to individual students according to their personal skills and talents. This also requires distinct diagnostic competence of the faculty, so that they can make out where individual students’ stands, what strengths they
have and what individual performance targets can be achieved. Every qualified teacher should have some vocational education, which in no way should lead to longer
period of education and studies in the form of dual courses.
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Schools shouldn't always convey more and more special knowledge; the growing
wealth of material rather speaks for downscaling. It is important to teach how to
learn, to support individual strengths, to foster the feeling of accomplishment and
thereby strengthen self-confidence. Schools must prepare young people for life, not
for certain profession. Polytechnic orientation should also contribute to learning by
promoting it entrepreneurial thinking, independence and personal responsibility.
The regular school system must also specifically promote personal and social competences. For this purpose, hardly any specific subjects are needed, rather pedagogy
and such forms of learning which naturally develop such skills and qualities. Students,
who study within a classroom community, learn with each other and from each other,
experience strengths and weaknesses, develop tolerance, thoughtfulness and ability to
cooperate. Tailored pedagogy with specific learning goals and steps also encourages
self-confidence, mutual trust and also sense of achievement and commitment. Independent learning during practical work and association with various groups of persons support independence, communication skills, and integration in the general contexts and conveys a sense of purpose. Through project and group work students can
practice teamwork for problem resolution and also develop sense of own responsibility. Apart from purely professional performance, upon completion of regular education social skills also need to be evaluated.
2.2. Goals and strategies of vocational training
New thinking applies also to vocational training. For each occupation, few minimum requirements should uniformly apply to all trainees. Moreover, individual
strengths must be encouraged to a large degree, corresponding competences must be
conveyed and their uptake must be monitored. In vocational training excessive weight
is now given to theory. Clearly, it is very important, but a carpenter, who builds good
furniture and knows four basic arithmetic operations, but who is bad at geometry and
algebra, is still a good carpenter. Why should he try and pass a comprehensive exam
and fail to receive a qualification, be regarded unsuccessful and be ultimately barred
from the labour market?
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Most trainees today fail theory, but nevertheless they are mostly good at practical
work. They do not receive professional qualification, don’t get a certificate, henceforth they must work as unskilled workers or be permanently segregated as unskilled
labour. Why are they denied integration and why is all this good potential wasted?
The hand learns and the head explains. In view of ever rising importance of theoretical knowledge and skills for most occupations, profound practical training should
have the priority. This is the major strength of dual vocational training: 70% to 75%
of the duration is spent at practical training with the companies. However, examination regulations for vocational training are aligned with the basic curricula for regular
school education.
Vocational training must exercise sufficient consideration for individual skills and
abilities and requires far-reaching differentiation also in the dual system. Through the
introduction of various levels, young people with various educational backgrounds,
competences and learning aptitude are provided with possibility to receive training,
which corresponds to their skills:
Level 1: Specific vocational training courses for students with learning difficulties,
who usually however have distinct practical abilities, with the duration of 2 years,
which enable primarily practical learning and produce independent recognized qualification.
Level 2: Secondary vocational training courses with the conveyance of practice and
theory and duration of 3 years and a recognized qualification as craftsman or apprentice.
Level 3: Higher vocational training courses for students with better aptitude with
duration of 3 – 3,5 years, whereby additional qualifications are conveyed or further
training according to initial vocational training programs is offered. It produces the
recognized qualifications above the level of today’s skilled worker or apprentice.
Such differentiated system of vocational training should also ensure high degree of
permeability. Each graduate from a lower level must have unrestricted possibility to
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achieve a higher level according to his learning progress and factual results, taking
into account parts of the training already completed. And alternatively, switching
from higher-level the training courses to a lower-level with recognition of the completed training must also be possible.
In an open and by all means permeable system stepwise learning is provided according to individual abilities and skills. Depending on performance and individual
development, everyone can basically achieve almost any level of vocational training
and further vocational qualification by taking various paths.
A proper qualification means not only formal learning and expert knowledge but
also informal learning and competences acquired during practical training. Thus, they
must be reflected in certificates in the form of assessment by companies and in the
form of self-assessment.
2. 3. Highest priority for educational policy
We need an educational system, which opens various paths and also allows detours. And from preschool to high school it should offer maximum permeability with
diverse and equitable entry requirements, as well as multiple change and crediting
possibilities. Such system, which enables creation of individual educational careers,
must pursue tailored teaching approach with holistic training and promotion not only
of students with better academic performance, but also students with learning difficulties.
Such further development of educational policy is the key to making satisfying life
possible and to social integration of each and every young person. Such improvements will also have a great impact on economy, which is on its way to a completely
new situation in the labour market. Qualification requirements from companies are
high and they only grow further, while the level of education of school dropouts is
decreasing. In addition to reliable command of basic cultural tools and knowledge of
facts, personal and social competences become ever more important. All sectors al-
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ready see great deficits. Education becomes the largest bottleneck for the further
economic development and at the same time the most significant growth area.
Quality issues are only aggravated by the quantitative restrictions. For demographic
reasons, in future the number of people retiring because of old age will be higher than
the number of younger people commencing professional life. Except for Sweden, by
2030 the number of employed people at the age of up to forty years will decrease in
all the Baltic Sea countries by up to 25%. As the demand for labour is also growing at
the same time, there will be tough competition for qualified young specialists. Thus,
there is a great danger, especially for medium-sized businesses, of not being able to
attract enough specialists and at the same time of having to make do with lower qualifications.
Education promotes innovations and creates competitive edge, and is the paramount priority for small and medium-sized enterprises. Therefore, educational policy
has to be superior to other policies and should have the highest priority. Politics,
economy and society of the Baltic Sea Region must address the fact that educational
policy is of outstanding importance and they must realize that investments in the
human capital provide most reliable and generous returns.
4. Development of competence centers for vocational training
Due to the demographic developments, the number of younger people is ever decreasing. At the same time, vocational training, especially in countries with comprehensive school education, has lost its attractiveness quite significantly, and the share
of young people who complete vocational training dropped to a very low, while the
share of young people with high school diplomas, as well as students, is constantly
growing. The result is a strong decline in the number of persons undertaking vocational training, so the prominence of human, spatial and technical capacities of vocational training will have to grow in the future.
The displacement process gets even more intensive, if dual systems are introduced
in countries with school-based vocational training. While during school-based voca269

tional training 80 – 100% of the training time is spent in school, in case of dual training this share decreases to 25 – 30%. These new available capacities should be generally seen as an opportunity, since they are urgently required for new tasks in the vocational training.
In countries with previously predominantly school-based vocational training (e.g.
Poland, Lithuania, Latvia and Estonia) vocational schools should be converted to
competence centers and should be operated together by vocational schools, chambers
and higher education institutions. These competence centers should perform all the
tasks related to vocational training and integration of young people, further training
and dual bachelor courses.
The takeover of extensive tasks of occupational counseling and integration of
young people with learning difficulties and the socially disadvantaged young people
can be ideally integrated in this vital new orientation of vocational schools with their
conversion into competence centers. For the countries with previously school-based
vocational training, it is urgently recommended to introduce dual systems of vocational training at all levels, namely from the basic vocational training through retraining and further vocational training to bachelor courses. Within the framework of
this new orientation, competence centers must
a) take over the urgently required intensification of competent occupational counseling. Thereby, less attention should be paid to formal conditions and entry requirements, like the fact of graduation and score. The more important thing is the development of occupation-specific competence profiles, which are then matched to accurately determine individual competences of the young people. Also, through diligent
counseling and preparation for the vocational training, the integration of all the young
people in vocational training must be achieved, as well as distinct reduction of dropout quotas, which are currently way too high.
b) take over diverse tasks of the necessary further development of education systems, which is outlined above, with integration of all the young people in the vocational training and thereby ensuring that everyone is integrated according to their
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individual competences, abilities and preferences in vocational training and labour
market, and that segregation becomes the thing of the past.

Competence centers which are financed and operated together by vocational
schools, chambers and higher education institutions represent an integrated general
system of vocational training, which specifically performs the following promotionrelated tasks and provides the following educational services:
•

Introduction of dual systems with performance of all educational tasks by
companies and competence centers.

•

Improvement of quality and attractiveness of vocational training.
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•

Competent vocational training to ensure substantial decrease of dropout
numbers and integration of young people with learning difficulties and the
socially disadvantaged young people.

•

Integration of all young people and creation of specific training courses for
school graduates with practical talents.

•

Implementation of training courses for young people with better academic
performance, with the conveyance of additional qualifications in key innovation areas.

•

Strong intensification of further vocational training.

•

Implementation of dual bachelor courses, during which academic studies are
combined with simultaneous relevant vocational training, in order to satisfy
the high demand for young specialists from innovative enterprises and for
the management from SMEs.

Introduction of competence centers, which will cater to all the above core tasks, is
the only feasible way to shaping a prosperous future. And it is more appropriate and
much better from the economic point of view to use for this purpose the available
facilities of the already existing vocational schools and thereby engage all the stakeholders, rather than to set up new facilities and duplicating structures, which is ultimately much more expensive.
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Vocational training and support of innovations in vocational training for
Polish SMEs

Włodzimierz Szordykowski
Vocational training in SMEs, including crafts, its permeability and the potential for
further growth, as well as recognition of documents certifying vocational qualifications in the European Union were and still are high on the agenda in the work of the
Hanseatic Parliament since its very establishment.
During our long-term cooperation and in our never-ending debates, we have identified this matter as a high priority issue. This process will never end just as the process of human evolution never stops. Economics, including SMEs functioning within
its mechanisms, is just one of many interacting elements of the whole.
Our reality is rapidly changing. Small and medium-sized enterprises, including
crafts, must keep pace with changing requirements and expectations of customers in
order to effectively compete on the market. Organizational, technological or process
changes that lead to increased productivity and improved quality, generally referred to
as innovation, affect us all. Companies and organizations that fall short at adapting to
the respective market conditions are doomed to failure.
What is the origin of innovation? Technology? Capital? Contacts? Tradition? Experience drawn from the past? A proper strategy? Expertise? Skills?
Undoubtedly, all these elements are definitely helpful, but even despite having
them; we might as well lose out amid fierce competition.
The key element, often thought as the beginning of everything, is located in the
central computer of every human being. Before we say anything, or do, before all
else, it is generated in our brain.
It is the quality of thinking that decisively determines the quality of all spheres of
our life.
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This is particularly true for owners of companies, but also for their employees.
Therefore, the educational quality of the prospective employees for our companies,
in particular for SMEs, being the area of our concern, is becoming more and more of
a problem.
This may be the main reason why we, as the members of our Parliament, despite
so many years of cooperation, still observe a trend of continued diversity in our educational systems and a variety of innovation models in our economies.
In this respect, Poland is still lagging behind. In a number of fields, however, the
situation of Poland is satisfactory. Our economy is growing at a rate of approx. 3.5%
per year with falling unemployment for the last 3 years, which at the end of 2015 was
at 10% and continues to further decline. The number of job vacancies is rising. The
long-term unemployment rate fell for the second year in a row, from 1.19 million at
the end of 2014 to 0.879 million in March 2016. / Presentation /.
In the Pomeranian Voivodeship, which I represent, employers most often seek
plant workers and related craftsmen.
For these occupations, 26.700 or 30.8% of all job vacancies were reported in 2015.
Now, we observe an increased labour participation and a rising employment rate.
The level of wages is also on the rise. Employers are increasingly indicating difficulties in finding skilled workers on local labour markets.
In 2015, employment offices in the Pomeranian province faced a more than fourfold increase of up to 25.300 registered declarations of intention to employ foreigners.
Across Poland, the total number of such recorded declarations exceeded 790.000.
Polish entrepreneurs increasingly signal a mismatch between the national educational system and the needs of the labour market. This situation not only negatively
affects the labour market, but also innovation of the Polish economy, and in particular innovation at SMEs.
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Innovation scores across the European Union rank our country fourth from the
end. In order to change this situation, a revision of the educational system, including
vocational training, is indispensable.
But what is the reason that in spite of all our joint projects, trainings, ready to use
and already transferred patterns, visits to factories and schools, shared experiences,
jointly coordinated and designed dual educational models, all funded by the EU, our
vocational educational systems still differ at several levels?
When we were working on a dual vocational training system in the Parliament, Poland opted for secondary education, general education and higher education, enhancing crucial key competencies, so called soft skills. Education was not associated with
the labour market, but, according to the authors of this system, it presents better
professional perspectives for candidates and it shall help to better adapt to the requirements of a rapidly changing labour market.
The assumption was that the old occupations would disappear and instead new
ones might pop up, to which a reshaped educational model might help adjust more
easily.
The consequence of such policy was an ever-decreasing number of vocational
school attendees, which often resulted in school closures.
The number of general education schools and higher school graduates was increasing and the number of vocational school graduates continued to fall, whereas in the
perception of the persons concerned and their peer environment, on the contrary,
their perceived social position deteriorated.
The full impact of these changes may not have been noticeable during times of
high unemployment and advancing labour emigration of young Poles.
However, meanwhile the result is clearly apparent. Poland, for example, is still
producing an army of economists, despite the fact that their occupation ranks among
top professions with the highest number of people without a job. Even if many of
them do have soft skills, yet they lack common skills sought by employers.
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This results in massive frustration and disappointment and it creates a need for retraining of young people, which is effectively undertaken by employment offices. At
the same time, these effects generate costs that are ultimately borne by the whole
society.
Currently prepared legislative changes in the Polish system of vocational training is
a process that will need time to mature, implement, and to be embedded into the
educational system within the existing 2 to 3-year required cycle period for vocational
training. Hence, this issue has become so urgent.
The Polish government is currently working on a new functional concept for vocational education, in cooperation with interested stakeholders from the business community. A respective consultation meeting was held at the Polish Craft Association in
Warsaw.
The Minister of Education has announced that in June this year he, the Deputy
Prime Minister and the Minister of Development will present in the Special Economic Zone in Wałbrzych changes that await vocational education in Poland.
A New Vocational School is due to begin in 2017 and it will be “based on dual system models of Germany and Austria”.
A dual vocational training system has already been successfully introduced for
crafts. By assuming the role of partly liquidated provincial vocational schools, and by
teaching students mainly craft professions, it makes them more self-sufficient.
Despite a strong commitment by the Hanseatic Parliament and personally, by Dr.
Jürgen Hogeforster, we unfortunately failed to establish a higher vocational school in
Gdansk. The concept was well evaluated and we have heard numerous declarations
of support from public authorities and universities, however formal and legal reasons
prevented its implementation.
Nonetheless, we as crafts have succeeded in taking over two vocational schools.
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These schools are run by the Pomeranian Craft Chamber for SMEs and by the
District Craft and Business Guild in Wejherowo. Students traditionally receive professional practice in craft companies. These schools, however, require financial support to lift them up in order to be able to cope with present and future needs.
Funding is intended for this purpose under Regional Operational Programmes as
well as national and international programmes. The condition to obtain funding is
linking education with the labour market, particularly with industries with the highest
potential for growth across the region and sub-regions, mainly by addressing regional
and national smart specializations.
In the process of entrepreneurial identification, in cooperation with several hundred companies, research institutes, universities, and business-support institutions, 20
smart specializations were included in the national list, and four regional specializations were then selected in the Pomeranian Voivodeship: Off-shore technologies;
ports & logistics; interactive technologies in a digitally saturated environment; ecoefficient production technologies; transmission, distribution and consumption of
energy and fuels; advanced medical technologies on therapy of civilization diseases
and on demographic aging.
Local governments have identified industries with the greatest potential for growth
in their sub regions.
These are the topics of targeted EU funding that remain at the disposal of the regional government.
Transfer of knowledge in the era of new technologies, digitization, computerization, e-access and globalization, has ceased to be a key task of educators and teachers.
Unceasingly emerging and widely available new tools ensure that knowledge has
become publicly accessible and is growing at a rate that makes it impossible for the
teacher to keep with the pace, to absorb it, and to transfer it to pupils or students.
A teacher shall assume the role of a mentor, facilitator, trainer, coach, whose aim is
to inspire, guide the process, motivate activity, and to develop skills to gain
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knowledge, as well as to assure individual training and training in teams. Vocational
teachers shall closely cooperate with trainers of practical vocational training in order
to best prepare their students to take up a specific job and to ensure their sustainable
development.
A new system of education is now being prepared for the New Polish School, particularly in the field of vocational education. A system that requires a new approach
to education and training of teachers and apprenticeship instructors who will be
equipped with proper tools to finally get their job done.
Thank you very much for your attention.
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Youth employment in Belarus: conditions, problems and prospects for
solution
Dr. Chetyrbock Natallia, Dr. Prarouski Andrei
Introduction
Youth is an important social segment of the society, whose support has always
been an urgent task for the state and society. Nowadays, this category accounts for
more than a quarter of population of the Republic of Belarus. Interests and abilities
of young people are defining and of great importance in the areas of social life, family, education, sports, army. Implementation of such critical functions as the reproduction of the population, protection of the state, provision of labor resources depends
on young generation. In modern Belarus, the role of youth is also increasing in the
economic sphere (small business, new technologies, banking institutions).
Young people are the future of the country and its further development depends
on initial conditions of their activity. Youth is one of the most vulnerable groups in
the labor market, especially in our country. In modern conditions, in terms of macroeconomic instability accompanied by a decrease in the level of incomes, rising unemployment, there is a sharp decline in the quality of life of young people, which leads
to negative consequences such as increase in drug addiction, increase in crime, and
increase in emigration among young people. Therefore, the state’s support and stimulation of the youth potential is very important.
For young people, the transition from education to employment is an important
step towards independence, but this process may vary significantly between and within countries. The path to independence can be straightforward (from formal education directly into full-time work) or more fragmented (combining schooling with parttime work or alternating inactivity, work and/or unemployment).
In recent years, an increasing number of young people have chosen to continue
their studies beyond compulsory schooling to have better chances on the labour mar279

ket. But although today’s young people are less numerous and better educated than
their older counterparts, the transition into the labour market often remains difficult
for them, and many of those who have already gained a foothold in the labour market
hold lower quality jobs. This situation could be explained by a possible mismatch of
skills acquired in initial education and labour market requirements, the economic
situation, general labour market conditions and labour legislation which may not favourthe integration of inexperienced people into employment.
Main indicator of youth unemployment in Belarus
The main indicator of youth unemployment is the youth unemployment rate for
the age group 15-24. This uses the same standard definition as the unemployment
rate for the population of working age. For a given age group, it is the number of
those unemployed divided by the total number of people in the labour market (employed plus unemployed). In the EU-28 in 2012, there were on average 5.6 million
unemployed persons aged 15-24 and 24.4 million persons of that age group in the
labour market, according to the EU labour force survey. This gives a youth unemployment rate of 23.0 %. Another indicator of youth unemployment published by
Eurostat is the youth unemployment ratio. This has the same numerator as the youth
unemployment rate, but the denominator is the total population aged 15 to 24. It thus
gives an unemployment-to-population measure. The size of the youth labour market
(i.e. the size of the young labour force) does not trigger effects in the youth unemployment ratio, contrary to the unemployment rate.
In the EU-28 in 2012 there were 57.5 million persons aged 15-24, of whom 5.6
million were unemployed. This gives a youth unemployment ratio of 9.7 %.
As a rule, slightly varying from country to country the level of youth unemployment among the working population is twice higher than the overall unemployment
rate. Considering the problem of unemployment among young people in Belarus,
there are several highlights.
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A slightly different approach to the definition of a number of indicators, to the
definition of youth, to the definition of youth unemployment rate.
Thus, for example, the youth in Belarus is defined to include people between the
ages of 14 and 31. By the beginning of 2014 the number of young people between the
ages of 14 and 31 in Belarus was 2.185 million or 23.08% of the total population of
the country. In Belarus per 1,000 capita there are 169 people aged 14-31 with a university degree and 245 people with a vocational school degree. Every fourth resident
of the republic belongs to the category of "youth". In several European countries, the
youth is defined to include people between the ages of 15 and 24. As a rule, all the
rates of youth unemployment embrace this particular age range. According international statistics at the beginning of 2014 there were 1,097,360 people aged between 15
and 24 or 11.6% of the total population. The year 2015 was declared as the Year of
Youth in Belarus.
One of the hottest issues for modern youth is employment. Employment is the
most important part of life which provides young person with social independence.
In this regard, the state guarantees the first job for graduates of different educational
establishments by implementing the system of obligatory distribution. As a result, the
percentage of unemployed youth is decreasing. For example, in 2000 among the total
number of unemployed, there were 53,9% of young people, in 2015 – 26.7%
Considering the internal statistics on youth unemployment it can be noted the fact
that its official rate is lower than the real for a number of reasons. The official unemployment rate includes the ratio of officially registered unemployed youth to the general level of the workforce. So, the official unemployment rate for the whole of the
working population was not more than 1% in 2015, while a number of international
organizations state that the real unemployment rate is not lower than 5%, which is
not critical, however, it is very different from the official statistics. It is simple enough
to explain this phenomenon. The unemployed Belarusians do not rush to be registered as unemployed. Firstly, the unemployment benefits are not high, about 15% of
the subsistence minimum per capita. Secondly there are not a lot of real vacancies on
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the profile of education that labor market can offer. Thirdly the registered unemployed are often allocated to community services - cleaning of territories, greening
cities, agricultural work.
However, considering statistics of international organizations (World Bank), the
youth unemployment rate in Belarus is not so high. According to international statistics, mediated unemployment rate of people aged between 15 and 24 in Belarus is at
the level of 12% (2014). Certainly not as low as in Germany (7.2%), but at the same
time lower than in Lithuania (21.5%), Poland (24%), and Sweden (22.8%)76.
However, despite this attractive statistic, youth unemployment is one of the most
important problems of Belarus. It accounts for approximately 26.7% of the total
number of registered unemployed. Thus, according to the Ministry of Labor and
Social Protection of Belarus young people at the age of 16-29 years accounted for less
than 22% of the total population in 2015. Young people account for about 24% of
the total employed in the economy. However, even with a relatively high rate, this
category is very vulnerable in the labor market, often due to low competitiveness. The
proportion of the unemployed aged 16-29 years in the total unemployment is about
26.7%, i.e. 11559 people. Thus, it is officially can be stated that one in every three
unemployed in Belarus is a young man under the age of 29 years. At the same time,
unemployed students in Belarus are not considered as unemployed, but there are at
least 330 thousand of students in universities and colleges on full-time form of education (Fig.1).
Problem of youth unemployment in Belarus
The problem of youth unemployment in Belarus is not homogenous. Youth aged
between 18 and 24 years is represented by students and young people, completing or
having already completed their main vocational training. They are the most vulnerable
group, entering the labor market, because don’t have sufficient professional and so-
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http://www.theglobaleconomy.com/Belarus/Youth_unemployment/2016
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cial experience, and therefore they are less competitive. Young people of age between
25 and 29 generally are already making their professional choice; they have certain
qualification, some life and professional experience. They know what they want; most
frequently have their own families and make relatively high demands for the proposed work.
Unemployment
people; 2015;
43332

Unemployment
people; 2014;
24192
Unemployment
people (16-29);
2015; 11559

Unemployment
people (16-29);
2014; 7289

Figure 1. Number of the unemployed in Belarus77
A serious problem of youth employment is a discrepancy between the volume and
profile of training and the needs of a labor market that provides conditions for rising
unemployment among graduates of vocational education institutions. This leads to
the fact that the most active and educated part of young people, graduating education
institutions have to obtain the status of unemployed.
Many young men and women in Belarus live with their parents, and often at the
expense of their parents, have unstable or occasional jobs, that is, they are not tax-

77

http://mintrud.gov.by/ru/sostojanie/2016
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payers and create the preconditions to an increase in social tension. In addition, prolonged presence without a job leads to the fact that young people lose the skills acquired during their studies in secondary or higher education institutions, miss professional development and lose career opportunities.
It is also worth remembering that the emigration attitudes among Belarusian youth
are significantly higher than among other population groups. Unsettled life and the
lack of permanent income directly affect the desire to create a family and have children. Belarus has one of the lowest birth rates in Europe.
It is worth noting that the government understands the problem and is engaged in
its solution. In particular, Belarus has a system of compulsory distribution of students
studying at the expense of the budget. At the same time, the number of young people
receiving higher education in Belarus is one of the highest among the CIS countries,
as well as in Europe (Fig. 2).

Figure 2. Number of student’s secondary professional and higher education institutions per 10 000 population.
The problem of efficiency of the state youth policy is still relevant. The State is
poorly able to mobilize the youth initiative in the public interest. Programs should
provide closer coordination of the main elements of the national youth policy with
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the basic mechanisms of reforming of the national economy and social sphere in
general.
In accordance with the Law No 65 "On State Youth Policy" dated December 7,
2009, and by Decree of the Ministry of Labour and Social Affairs of the Republic of
Belarus a new position of youth work specialists was entered to enterprises, organizations, institutions and agencies. Since 2009 youth work was carried out by 5,049 professionals. The main mechanism of realization of state youth policy in 2009 was the
program "Youth of Belarus" for the period from 2006 till 2010, which was approved
by the Presidential Decree No 200 on April 4, 2006.
The priorities of the program are following:
1. Patriotic education.
2. Development of youth employment system, creation of conditions
for active and effective participation in socio-economic life.
3. Promotion of healthy lifestyles, prevention of crime, alcoholism,
drug addiction and trafficking.
4. Development of tourism and international youth cooperation.
5. Informational support of youth work system.
It is necessary to reconsider the practice of budget payments for the purposes of
the state youth policy. The compensatory action should be strictly limited to clearly
distinguished categories of needing help young people and precisely outlined range of
tasks. Major efforts should also be directed to a specific embodiment of investment
in young people. World experience shows that the idea of the state youth policy is
being implemented in about 30-40 years after the start of the first measures, so the
solution of this issue is validation of the future of the Republic of Belarus.
The big problem of vocational education in Belarus is a gap between the theoretical knowledge and practice. Currently there is a shortage of highly skilled workers in
the labor market. The enterprises have to close the gap between theory and practice:
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the newcomers are attached to mentors, introduced into position; employers develop
and implement training and adaptation programs. It is quite expensive - first few
years of teaching, and then almost as much of completing their education and retraining. One of the issue resolutions is regeneration of dual education, which combines
general education with a professional and complies with modern educational requirement - successful integration of a graduate into economy and society.
Dual education system of education
The dual education system (often used term – sandwich system) provides a combination of training in an educational institution with periods of industrial activity. The
educational process is organized as follows: in parallel with the usual activities at the
university, college or other vocational schools (general education), students go to
work to a specific company or firm where they acquire practical experience (training).
The dual system involves the direct participation of enterprises in vocational education of students. The company provides conditions for practical training and is
responsible for all the costs associated, including the possible monthly fee to the students. Educational institutions are collaborating on an equal footing with companies
that carry out industrial or practical training.
This system is practiced in several countries, especially in Germany, Austria, Bosnia and Herzegovina, Croatia, Serbia, Slovenia, Macedonia, Montenegro and Switzerland, as well as in Denmark, the Netherlands and France, the last few years in China
and other Asian countries. Most actively the dual education is practiced in Germany;
during the last 10-15 years, it has been used in the system of higher education (training of specialists, magisters). While the state offsets by various benefits for about one
third of the enterprise costs of vocational training. The system of dual education in
Germany (duales Studium) is tested by experience and is an ensample for the whole
European Union.
The new economy has transformed the tradition of "piecemeal" training by a master into a dual training system. This special form of training of skilled workers on the
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basis of close cooperation between companies and vocational schools: the students
are taught the profession with have specially trained "masters." In only one state of
North Rhine-Westphalia the number of students in such specialties almost tripled
over the year (from 4 thousand in 2008 to 10.3 thousand in 2009).
The dual system allows you to kill two birds with one stone, that is, to combine in
the learning process theoretical and practical training. This form of education doesn’t
begin with the search for an educational institution, where you can learn a particular
specialty, but with the search for an enterprise that would take students on a dual
training. Applicants are required to provide their school certificates and undergo an
interview where the employer will assess their suitability to study a particular profession. Student and employer conclude a contract, and the trainee actually is paid by the
employer, as amount of time he actually works in the enterprise.
Along with studies students learn the chosen profession directly at the place of
production, i.e. they study in two places: 1-2 days per week at college, the rest of time
– at the enterprise.
At college, young people receive theoretical knowledge learning special subject in
accordance with the chosen profession along with general disciplines. And masters on
the enterprises help them to acquire practical skills, teach them fine points of the
profession. The number of hours devoted to study and work, must not be more than
forty.
The program usually lasts three years and ends with an exam that is graded by a
commission of representatives from enterprise, college and regional craft or commerce chambers. Graduates who pass the exam receive a certificate of the chamber
giving the right to work in their specialty field.
For enterprises in Germany, the dual education has become inviolable element of
provision of growing up labor reserves. Every year enterprises conclude nearly half a
million agreements on the provision of vocational education and invest every year of
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about 28 billion Euros, along with the following 27 billion on training measures in the
walls of the enterprise.
Dual education programs:
•

offer additional possibilities to improve the effectiveness of training of

•

ensure diversification of vocational education, i.e. allow to increase the diversity of offered professional programs;

•

contribute to a more versatile professional development of students;

•

provide interconnection, interosculation and interference of different systems (science, education, science and industry, etc.), which leads to qualitative changes in professional education.

Benefits:
1. It is economically feasible for employers to invest into education, because “at
the output” they get a mature specialist, familiar thoroughly with the peculiarities of
this particular enterprise (organization). Moreover, studies show that employers are
confident that after graduation the graduate will work for them, besides on terms
dictated by the employer. This is an excellent model of self-provision of the influx of
young qualified personnel.
2. Dual education, along with optimal transmission of professional experience, signifies a very different degree of socialization: young people sit a test and learn to assert their position in the working environment and, thus, in situations of "real life".
3. Enterprises benefit from new ideas and impulses coming from the young people.
4. Trained staff after graduation at the first onset may be involved into the production: the need for professional adaptation disappears. Thesis topics are specified with
the prospective employer. At the seminars, there are discussed specific practical situations that arise in the enterprises where students work on probation.
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Conclusions
The problem of youth unemployment is relevant for all countries. The following
measures should be implemented to bring about employment, integration and advancement of youth: creation of inclusive labour markets for job-seekers and young
people who face disadvantages:
•

promotion of a life-cycle approach to work, including renewed efforts to
build employment pathways for young people and reduce youth unemployment; improvement in the matching of labour market needs and
adjustment of education and training systems in response to new skills
requirements;

•

expansion of investment in human capital.

The solution to this problem is possible through the development of dual education
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Practice-oriented Professional Training in Russia – The Experience of
Educational Institutions in Saint-Petersburg
Dr. Elena Viktorova, Tatiana Shevchenko
Types of Professional Education in Russia
According to the Federal Law on Education in the Russian Federation professional
education is a type of education that leads to acquiring professional knowledge, skills
and competences of a certain level and content, which enables a person to conduct
professional work in a certain area of economy. In other words, professional training
is a type of education which enables a student to get knowledge, competences and
practical skills to fulfil certain labour and services functions78. Professional education
in Russia is implemented along the following levels: initial professional education,
secondary (vocational) professional education, higher professional education, a socalled after-university professional education, system of requalification and further
professional development79. This article touches upon the first three types of professional education with an emphasis on secondary (vocational) education.
The aim of Initial Professional Education80 is to meet the demand of society in
qualified workers. The secondary aim is to foster industriousness, independence and
creativity in students. Institutions of initial professional education are: professional
colleges, which implement primary professional educational programmes of basic
professional education; and professional lyceums - implement primary professional
educational programmes, which ensure a higher level of qualification or a higher

The Federal Law on Education in the Russian Federation, 21 Dec. 2012
The Governmental Programme of the Russian Federation “The Development of Education” for the
period 2013 – 2020
80 Initial Professional Education is not considered a separate level of professional education according to
the Federal Law on Education in the Russian Federation
78
79
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grade of workmanship. Enrolment to the institutions of initial professional education
is accomplished on a basis of a written application and submitting of a certificate of
completion of basic secondary education (9 years of school) or full secondary education (11 years of school). After a successful completion of studies, a student receives
a diploma of a basic professional training with an indication of a profession. If, for
some reason, a student was not able to finish the studies, but had accomplished a
state attestation of workmanship or services specialist during the studies, the student
gets a certificate of attested qualification level of workmanship or services specialist.
Demand of society and state in qualified workers, clerks and mid-level specialists is
assured by Institutions of secondary (vocational) professional education (VPE). VPE
is also directed to further intellectual, cultural and professional development of an
individual. VPE system is a practice-oriented professional education, which extends
and strengthens professional and personal development. Typical Institutions of VPE
are: Technical Schools, Colleges, and Polytechnic Colleges. There are independent
VPE institutions and institutions incorporated into structural organizations of HEIs.
To get enrolled to an Institution of VPE a written application and certificate of completion of basic secondary education (9 years of school) or full secondary education
(11 years of school) are enough. Graduates of VPE Institutions get a diploma of secondary (vocational) professional education which indicates profession and field of
skills’ application, hours of studies and practical training.
Higher Education in Russia provides education of highly qualified professionals
for all general areas of public activities according to demand of state and society.
Higher education gives an opportunity for an individual to deepen, strengthen and
broaden knowledge, acquire scientific and pedagogical qualification. Higher education
consists of three levels: bachelor programs (application with a certificate of full secondary education – 11 years of school); master programmers (only applicants with a
higher education diploma of any level may apply); special programs (application with
a certificate of full secondary education – 11 years of school). Academic and pedagogical proficiency may be achieved through postgraduate and doctoral studies. For fur291

ther professional growth graduates with higher education diploma may attend special
courses, classes, seminars and trainings, which are widely offered by higher education
organizations and other educational establishments.
The Russian System of Professional education consists of 3000 of Initial Professional Education Organizations, 2800 Secondary Vocational Education Organizations
and more than 1000 of Higher Educational Institutions. Russia is a world leader in
number of students per 10000 of the Russian population – 673 students (2009)81.
Overview of Professional Education in Saint-Petersburg
Saint-Petersburg is one of the largest centers of professional education in Russia.
Professional education sector is one of the key socio-economic sectors in SaintPetersburg with amount of financing more than 2120 million euro in 2014. More than
74 thousand teaching and support staff are employed in the system that ensures education and socialization of more than 400 thousand students, post-graduates and
other categories of learners. Professional education sector employs more than 15% of
economically active population of the city82.
Saint-Petersburg system of professional education is represented by educational
organizations of various ownership forms and administrative subordination: state and
private; federal, regional and municipal. There are professional education institutions
of higher education and secondary vocational education, both types carry out practice-oriented programmes. There is also a number of scientific organizations engaged
in professional training of specialists and qualified workers.
In 2015 higher education institutions (HEIs) employed more than 380 thousand of
students, teaching and support staff (in 2014 the number was 410 thousand). In 2015

The Governmental Programme of the Russian Federation “The Development of Education” for the
period 2013 – 2020
82 The Saint-Petersburg Government Report “The Results of Activities of Science and Higher Education
Committee in 2015”
81
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307 thousand of students studied in Saint-Petersburg HEIs: 277 thousand in state
HEIs; more than 30 thousand in private HEIs. In 2014 the amount of financing totaled 1945 million euro from all sources, including: 1175 million euro from the federal
budget; 10 million euro from regional budgets of Saint-Petersburg and Leningrad
Oblast; 760 million euro from off-budget sources. Educational structures occupy
more than 5,4 million of square meters, 3,6 million of which are auditoriums and
laboratories.
Higher education system of Saint-Petersburg includes 43 states civil HEIs: 26 universities, 5 academies, 1 conservatory, 6 institutes and 6 branches of universities.
There are also 37 private HEIs. State civil HEIs are administered by 13 federal governmental authorities and two state academies: The Russian Academy of Sciences and
The Russian Academy of Arts. One HEI is managed by Saint-Petersburg municipality
and one – by regional administration of Leningrad Oblast.
Table 1. Overview of Professional Education in Saint-Petersburg (2014)
Vocational Professional Education

Higher Professional Education

TOTAL

Number of Students

> 63 000

> 337 000

> 400 000

Number of Staff

> 10 800

> 63 200

> 74 000

Total sum of financing including:

175 m €

1945 m €

2120 m €

5 m € (2,9%)

1175 m € (60,4%)

1180 m € (56,2%)

147,5 m € (84,3%)

10 m € (0,5 %)

157,5 m € (7,5%)

22,5 m € (12,8%)

760 m € (39,1%)

782,5 m (36,3%)

- Federal Budget
- Regional Budget
- Other sources
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For several years now Saint-Petersburg system of higher education undergoes
structural changes in relation to forming of integrated university complexes. In 2015
the integration processes continued: Peter the Great Saint-Petersburg Polytechnic
University was united with Saint-Petersburg State University of Trade and Economics, Saint-Petersburg State Technological University of Vegetative Polymers and
Saint-Petersburg State University of Technology and Design formed Saint-Petersburg
State University of Industrial Technology and Design, Russian State Hydrometeorological University was merged with State Polar Academy. Since 2011 optimization of HEI system touched upon 18 Saint-Petersburg HEIs, 35% of HEIs were
reorganized, merged, united or liquidated.
The results of statistical analyses of data on Saint-Petersburg HEIs represent a decline in number of students, from 458 thousand in 2008 to 307 thousand in 2015.
The decline is ascribed to a general demographic situation, decrease of graduation
numbers from schools and reduction of enrolment to evening learning, distance
courses and part-time education programmes. State HEIs experienced a 30% decline
in student numbers from 2008, when private HEIs with a 100% contract education
suffered a 50% drop in numbers.

Figure 1. Dynamics of Number of HEIs’ Students in Saint-Petersburg
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Saint-Petersburg HEIs carry out professional teaching and training for 380 specialties and directions of higher education. Recently the most vivid tendency is decline of
enrolment numbers for managerial and economic professions, and conversely interest
to professions of technical, engineering and mechanic origin grows. This tendency
becomes a major challenge for compliancy of study programmes in part of practical
training, dual education and on-place working experience. The system of dual education in Saint-Petersburg is represented in Table 2.
Table 2. Dual Education System in Saint-Petersburg

As one can see in the table the authors include a comparatively new definition of
“applied bachelor” to the system of dual education. The concept of dual education
was introduced to the Russian education system in 2009, together with main requirement to study plans for these practice-oriented professional training. Applied bache295

lor study programmes are a complementary mix of vocational education programmes
in part of practical professional training and higher education programmes when it
comes to theoretical knowledge and analytical skills. The goal of applied bachelor
programmes is to ensure a qualitative higher education diploma and a full extent of
practical skills and techniques which are necessary for professional accomplishment
right after graduation. Applied bachelors will not need further traineeships, jobshadowing, instruction and supervision at a workplace, they can be employed right
after graduation and perform their duties successfully. The experiment on implementation of applied bachelor programmes in vocational education institutions (VEIs)
and HEIs started in 2009. The participants of the experiment were 37 HEIs and 65
VEIs from 47 administrative regions of the Russian Federation. The experiment is
still ongoing. In 2014/2015 only two Saint-Petersburg universities have been implementing applied bachelor programmes: Saint-Petersburg State University of Economics (programme in Tourism) and Saint-Petersburg State University of Industrial
Technologies and Design (Heat and Power Engineering, Chemical Technology, Automatization of Technological Processes and Industries). The results of applied bachelor programmes are still to be evaluated, but probably they are the answer for a longlasting demand of the employers to get fully qualified personnel from educational
institutions. Until efficiency of applied bachelor programmes is established and such
programmes are introduced to every university, most of practice-oriented programmes are consolidated in the system of secondary vocational professional education (VPE).
Total number of VPE institutions in Saint-Petersburg is 120, including 60 independent VEIs providing programmes for vocational education and worker specialties;
27 Professional Educational Institutions specializing in worker qualification education; 33 vocational education departments of Universities (Table 2). Total amount of
financing of VPE organizations in 2014 exceeded 175 million euro, including: regional financing – 147 million euro; federal budget – 5 million euro; off-budget/other
resources – 22,5 million euro. Total square meters of study buildings – 800 thousand,
670 thousand of which are auditoriums and laboratories. VPI students’ number ex296

ceeded 68 thousand (or 132 students per every 10 thousand of Saint-Petersburg population). Dynamics of VPI students from 2008 to 2015 can be observed on Figure 2.
For the last three years the number of VPI students has been increasing.

Figure 2. Dynamics of Number of VEIs’ Students in Saint-Petersburg
In 2015 VPE system of Saint-Petersburg employed more than 11,3 thousand people, including: 5,7 thousand of teaching staff – lecturers and masters of industrial
training, 15 of whom are Doctors of Sciences and 385 are Candidates of Sciences (per
the Russian Academic Classification). The increase of students’ numbers has caused
an increase of teaching staff as well, though not very significant – approximately 500
employees.
Enrolment to VPIs for educational programmes for mid-level specialists and qualified workers has increased from 21,6 thousand in 2014 to 23,6 thousand in 2015.
Enrolment to budget places (free for student, the education is financed by government) – 16,6 thousand of people, to contract places (education fee is covered by a
student or a company) – 7 thousand people. Table 3 shows the distribution of student enrolment between state and private VPIs in 2015. 95% of all enrolments are in
297

state VPIs of various administrative subordination. 63% of all students are accepted
to Saint-Petersburg municipal VPIs and 76% of all budget places are in municipal
jurisdiction. Saint-Petersburg Government establishes control enrolment figures for
specialties that are in demand in regional labour market and correspond to regional
and city needs in qualified personnel. In Federal HEIs the number of students accepted on a budgetary basis is two times smaller than the number of students accepted on a contract basis. As for the Educational Institutions under the City administration, the proportion is reverse. Enrolment of students after 9 years of school is approximately two times bigger (12891) than after 11 years (5820). Total numbers of
students: 41878 – after 9 years of school; 12917 – after 11 years of school.
Table 3. Vocational Professional Education in Saint-Petersburg in 2015

It is essential, that though there are no entrance exams to VPIs, there is still a contest of application documents. And in some VPIs the contest for budget places is
very high. For example, the contest to Vaganova Russian Ballet Academy is 7,6 applicants for a place; Technical College of Cinema and Video – 3,6; Polytechnic College
of Saint-Petersburg State University of Economics (SPbSUE) – 2,9. Average contest
for Saint-Petersburg VPIs was 2,2 in 2015 and keeps growing.
Estimation of control figures of enrolment for budget places in municipal and federal VPIs is one of the most effective mechanisms of structural regulation of professional training in accordance of regional labour market demand for specialists in certain sectors of economy. Determination of control figures of enrolment is a result of
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monitoring of demand of industries and companies that is analyzed by the Employment and Labour Committee of Saint-Petersburg. In 2015 the highest control figures
of enrolment (68% of total budget enrolment) were set for education programmes in
the area of “Engineering, Technology and Technical Sciences”, which is in concordance to the recent trend of growing popularity of technical professions (Figure 3).

Figure 3. Changing of Proportion of Students by Programmes for the Last Ten
Years
For the last ten years majority of VEIs’ students have been choosing technical professional education more than economic and managerial professions. During the
period from 2006 to 2016 the share of technical professions has grown from 22% to
42%; services and maintenance from 3,1% to 8,9%; healthcare from 10,2% to 16,9%;
transport from 5,5% to 11,2%; information technology from 4,9% to 7,8%. Portion
of economics and management has declined from 25,5% to 9,2%. This restructuration of VPE priorities brings forth certain challenges for the entire VPE system:
renovation of existing laboratories and industrial practice premises; construction of
new facilities for practical training, corresponding to new technologies and equipment
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used on actual factories and stations; attracting of highly qualified masters to serve as
instructors, preferably directly from plants and factories where the graduates are being employed; adjust and heighten qualification of lecturers on a regular basis; installation of an effective mechanism of VPIs – employers cooperation in mutual training
and upbringing of mid-level specialists and qualified workers.
Polytechnic College of Saint-Petersburg State University of Economics
Polytechnic College of SPbSUE was founded in 1945 by the initiative of the Soviet
State Defense Committee as a Gas-combustion Energy Technical School. In 1969 it
was reorganized to an Industrial Combustion Engineering College, and in 2005 became VPE department of Saint-Petersburg State University of Service and Economics. When SPbSUSE was merged with SPbSUE in 2014, the college became a structural part of this new big university. For more than 70 years of functioning Polytechnic College gave a professional start to nearly 25 thousand of students.
The staff and students of Polytechnic College enjoy modern computer and multimedia equipment, simulator auditoriums for hospitality services, laboratories for practical work in automatization and technological processes, heat supply industry operation desks and equipment. Theoretical base is provided by a library with a reading
hall, internet access to all e-resources of SPbSUE. Teaching staff of Polytechnic College ensure education and upbringing of students to be active, goal-oriented, be able
to work independently and in a group, develop communication skills and be creative.
Today Polytechnic College carries out the following educational programmes:
«Operations in Logistics», «Hotel Services», «Automatization of Technological Processes and Industries», «Heat Supply and Heating Equipment», «Commerce (in different sectors)», «Tourism», «Technical Services for Autotransport», «Economics and
Accounting». Professional qualifications and periods of study are shown in Table 4.
Table 4. Specialties of Professional Training in Polytechnic College
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Table 5 shows distribution of study time to theoretical education and practical
training. For most of the professions practical and laboratory work comes to 50% of
all study time, of these 50% more than two thirds of time is devoted to industrial
practice and mentorship on real plants, factories and companies, according to professional specialization.
The graduates of Polytechnic College are highly valued by employers. Most of the
graduates get employed within the first year after graduation. More than 40% get
work placement on industrial enterprises, power plants, in shipbuilding and automobile building (Table 6). For example, 23% of all employees of General Heat Generating Company of Saint-Petersburg are the graduates of Polytechnic College. And there
is still a big demand for mid-level specialists with relevant applied qualifications, the
evidence of which are letters of support from various companies of Saint-Petersburg.
Table 5. Distribution of Study Time
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Employers’ Satisfaction by VPIs Graduates
According to the data of the Basic Center for Employment Support 54% of VPI’s
graduates are successfully employed within the first year after graduation, 13,7% are
drafted to the Russian Federation Army, 24,7% continue education for a higher-level
diploma and 1,6% are on a maternity leave. That leaves only 6% of unemployed
graduates. Typically, this result could be considered a success, if not for the constant
complaints of the employers that the newly acquired mid-level specialist and workers
lack some essential skills, do not possess needed theoretical knowledge, don’t follow
professional ethics and even can’t communicate with co-workers.
Table 6. Work Placements for Polytechnic College Graduates
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Realizing the importance of employers’ satisfaction, the Government of SaintPetersburg has been delegating to SPbSUE to monitor satisfaction of employer organizations (as a governmental bid). For three consecutive years the staff of the Sociology Chair has been working with representatives of 600 companies and entrepreneurs, who employ VPI’s graduates. More than 40% of surveyed companies are industrial. Others are equally divided between service, economic, medical and creative
sectors (15% each). Monitoring is conducted by means of a questionnaire survey, the
results are being presented on annual meetings of the directors of all VEIs and representatives of employer organizations, Chamber of Commerce, Trade Union of Manufacturers and Entrepreneurs. The survey of 2016 showed a 67,7% satisfaction in theoretical knowledge for technical specialties, and 54,4% satisfaction in economic (humanitarian) sector. Satisfaction with practical skills and abilities varies from 51,7% to
67,4%. 43,6% of employers mention that graduates have an overestimated self-rating
and are unable of self-criticism; and only 19,8% of employers admit that new company workers are capable of information analysis and individual work.
Based on monitoring information the authors draw the following recommendations: federal state educational standards should be conformed to professional standards to avoid contradiction between employers and educational institutions; practice
supervisors at working places should be motivated by various forms of stimulation
(financial, social, etc.); formation of an attractive image of VPE and working professions; continuation of advancement of qualification for teachers, masters of industrial
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training of VEIs, by organization of traineeships and internships in companies, factories and plants; invitation of employees from companies, factories and plants to teach
special subjects in VEIs; enlargement of student enrolment according to employers’
request, increase target education agreements; demand of regional labour market
should not be neglected by the Federal Government when allotting control figures of
enrolment, concordance mechanism should be considered and adopted.
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Employment activation of young graduates in the Polish labour market
– a case of the key to work project
Dr. Jarosław Oczki, Dr. Ewa Wędrowska
Introduction
High youth unemployment indicates that there is a need for active labour market
policy aimed at activation of young persons in Warmińsko-mazurskie region as well
as in Poland as a whole. The total unemployment rate in Poland peaked in 2013 and
2014 and reached double-digit values, with youth rate of unemployment at the level
of almost three times the national average. Employers were reluctant to hire young
candidates because they lacked sufficient professional experience (cf. Kocór et al.
2015; Górniak 2013; Daniłowska et al. 2015). And young people lacked work experience, partly because employers were not interested in offering internships and training programmes for them83. In the situation of high youth unemployment and abundance of labour force, companies had little motivation to invest in training and education of new employees as it was more cost effective for them to recruit wide pool of
candidates and select the most suitable, fully trained individual. As a result, it was very
difficult for young people to acquire the practical skills, work experience and employment. Vocational schools did not contribute enough to provide quality teaching
of practical skills. They have become less popular, and their curricula contained little
on-the-job content. The main shortcomings of Polish vocational education included:
•

teaching curricula not suiting the needs of employers,

•

not enough work-based learning, cooperation with companies, internships
in companies,

83 In

Poland the percentage of enterprises engaged in vocational education and systematic training is
lowest in the EU-28. (Eurostat, CVTS3/4)
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•

negative image of vocational schools,

•

poor quality of teaching due to insufficient staffing or out-of-date technical equipment (cf. Goźlińska/Kruszewski 2013),

•

little or no career advising during learning process.

At tertiary education level, there was a high proportion of students and graduates
of humanities, social sciences, management, economics and political science and relatively low number of graduates of engineering and IT sought by employers.
On the other hand, German vocational education system and measures implemented by labour market institutions proved to be extremely successful in combating
youth unemployment. With the rate of unemployment in this age group at the level of
6.7% in 2017 Germany rates well below the European average of 17.2% (Eurostat).
One of the main pillars of employment activation of young people in Germany is the
dual vocational education system which is based on obligatory long-term internships
and large amount of on-the-job teaching.
The success of German approach to activation of young unemployed was the reason why it became the background for the graduate’s employment activation project
The key to work, implemented in period 2014-2015 in Warmińsko-mazurskie region in
Poland by Techpal sp. z o.o. company84. The aim of the article is to present the idea
and outcome of the project as well as conclusions about the ability of application of
the German approach to the Polish labour market conditions.

84

Techpal sp. z o.o. based in Olsztyn in the Warmińsko-mazurskie voivodship has about twenty-fiveyear experience in the implementation of vocational training, educational, innovative, research and development projects. It offers more than 500 areas of training, implements, among others, projects activating different groups (unemployed persons, workers, persons with disabilities) in Poland and development programs that improve skills and competencies of employees and managers from companies
and institutions (www.techpal.com.pl).
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Labour market in Poland and in Warmińsko-mazurskie region
Labour market situation in Poland has been changing dynamically recently – since
2013 the unemployment rate has fallen from 11,3% in the first quarter of that year to
5,3%85 in the first quarter of 2017. When project started in 2014 the unemployment
rate in Poland was relatively high – 10.6%, and approximately at the level of the EU
average. In that year, with the youth unemployment rate of 27.4%, Poland rated
above the EU average of 23.5%, and more than three times higher than the German
unemployment rate in this age group – 7.9% (table 1).

Table 1. Unemployment rate in 1st quarter of 2014 (start of the project) and 201786
In both countries, as well as in the EU as a whole, a significant improvement of
the situation in the labour market of young population could be observed. The most
considerable change took place in Poland, where the youth unemployment rate fell
from 27.4% (above the corresponding coefficient for the EU-28) to 14.5% (below
the EU-28 average).
Warmińsko-mazurskie is a region of relatively low economic activity and high
structural unemployment. Its GDP per capita in PPS is third lowest in Poland (out of
16 voivodships) (cf. Central Statistical Office 2016, p. 28). The distinctive feature of
the economic structure of the region is a high proportion of GDP generated by sec-

85If

not stated otherwise, the term “unemployment rate” refers to the internationally comparable Labour
Force Survey - LFS (Badanie Aktywności Ekonomicznej Ludności - BAEL) unemployment rate, not
the registered unemployment rate.

86Source:

Eurostat, http://ec.europa.eu/eurostat/web/lfs/data/database.
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tors such as: agriculture, forestry and fishing, and other services, including public
administration and defence and compulsory social security (cf. Central Statistical Office 2016, p. 35).

2014

2017

Figure 1. Unemployment rate (LFS and registered) in Poland and Warmińskomazurskie voivodeship87
According to the Labour Force Survey, in 2014, the unemployment rate in
Warmińsko-mazurskie region equalled 10.7% and it was at the level of the Polish
average (figure 1). By 2017 the rate in the region fell from 10.7% to 8.4% (registered

87

Source: own elaboration based on Central Statistical Office in Poland data (Central Statistical Office
2014; 2017).
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rate – from 22.2% to 14.7%) – relatively modestly comparing to the 50% decrease of
country-wide rate – from 10.6% to 5.3%. Comparison of statistics from public labour
offices, which keep record of economically active people looking for jobs shows that
the disparity in registered unemployment rates between Warmińsko-mazurskie –
22,2% (the highest rate in Poland) and the whole country – 13,9%, was large – more
than 8 percentage points. During the whole period 2014-2017 the registered unemployment rate in Warmińsko-mazurskie region was highest out of all 16 voivodships.
The idea of the project
The project “The key to work” was based on the concept that adopting best practices
from German dual vocational education system can help improve employability of
graduates in Warmińsko-mazurskie region. In order to design the forms of support
and activation measures it was essential to co-operate with a German partner institution – Stiftung Grone Schule88.
The idea of the project was the activation of young unemployed by offering them
internships in companies, vocational trainings and psychological and career advising.
The essence of the model used in the project was to develop and reinforce the
strengths of the participants. It was assumed that not only formal education is important, but also looking for life experiences in order to determine strengths of the
graduates and build their self-confidence, especially when they did not have much
work experience. The participants were offered internships according to their profession and thus perfected the skills gained in their formal education. The aim of the
project was not acquiring a new profession by them. The major objective of the internships was gaining professional practical skills by participants - the competence the

88

The German partner institution Stiftung Grone Schule from Hamburg is a company that provides top
quality education and training services to customers in Germany and other European countries. The
Grone of today has developed into a modern, efficient, flexible and socially committed company offering a broad range of courses in the education sector and specialized courses abroad (www.grone.de).
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lack of which was often indicated by employers, and, eventually, finding employment
(figure 2).

Figure 2. Activities and expected results of the project The key to work
The process of activation included the following stages:
1. Thorough analysis of strengths and weaknesses, skills, education attainments,
job experience and life experience.
2. Determining the areas to be developed.
3. More than 100 hours of group workshops and individual meetings (per participant) aimed at: eliminating weaknesses, enforcement of strengths, making participants
aware of their life experiences and how they build their abilities and strengths, working on participants pro-active approach, building self-confidence, learning stress control methods, preparation of application documents, preparation for the job interview, self-development and learning techniques. Some of the activation techniques
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used were inspired by the professional tool used by career advisors in Germany –
ProfilPASS89.
4. Optional extra hours of career counselling and psychological support.
5. Five-month internships. During the internships, psychological and advisory support was continued.
6. Vocational trainings during internships.
7. Employment after the internship – reaching the aim of the project. This stage is
not achieved by every individual taking part in the project.
The advantages of the project in comparison with other forms of employment activation used in Poland are the following:
1. Adoption of German “demand and support” approach (fördern und fordern) which
emphasises building motivation and sense of responsibility for own life and career.
This approach increases the probability that the young person will remain active in
the labour market after the end of the project.
2. Multidimensionality of the support – offering work-based learning during internship in the company, tailor made professional training and counselling program.
On-the-job trainings which were closely related to the internship job position enabled
the use of new knowledge and skills in the work place.
3. Modular character of the psychological and advisory content of the project,
which meant that the support offered to the participants, could be adjusted to the
special needs of the particular individuals.
4. Significant content of group activation techniques, which gave the participants
an opportunity to share their experiences concerning job seeking, taking part in job

89The

description of ProfilPASS can be found at http://www.profilpass.de
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interviews and internships. Group session enforced participants’ motivation and selfconfidence.
5. Relatively long duration of the internships, as compared with similar projects,
which enabled to achieve practical skills learning goals.
6. Emphasis more on enforcement of strengths of the participants, rather than
elimination of their weaknesses.
Within the three stages (editions) of the The key to work project the number of participants amounted to 56 (including 40 women) aged 19 to 30 years. At each stage,
the same forms of support were implemented in line with the adopted model of employment activation. The group of persons with higher education dominated among
the participants (Figure 3), however, the fields of studies within which they obtained
their diplomas under the formal system were very diverse. The largest group were the
graduates of humanities: economics (8 persons), administration (4), education (3),
sociology (3), political science (2), archive management (2), international relations (1)
journalism, (1) and philosophy (1). The second largest group were the graduates of
engineering studies: environmental protection (5 persons), land surveying (3), computer science (2), material engineering (1), construction (1), and food technology (1)
production engineering (1). Other people, mostly with secondary education, represented other fields, such as, for instance, hospitality and catering, veterinary science
or car mechanics. Among the participants there were also persons who in the course
of formal education did not gain any profession.
Wide variety of professions represented by the project participants required an individual approach while seeking places for internship placements. 51 internships were
organized within the project and they were provided by 41 different employers. The
largest group of participants had their internships in manufacturing companies (11
persons), including the leading company in the region –the Michelin Poland SA company in Olsztyn, which produces car and tractor tires.
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Figure 3. The project participants by level of education90
Other companies which provided job placements belonged to different sectors:
public administration and local government, health care, education, agriculture, environmental protection, real estate management and other services. During five-month
internships the participants developed their professional competences by participating
in specially suited vocational trainings. Most of the participants benefited from more
than one training, and as result 46 persons participated in 103 different training
courses. The subjects of the training varied due to the different needs of the participants and due to differentiated positions on which they had their internships. In addition to the vocational practice, an important form of support was the group workshops and individual meetings with the psychologist and the job advisor.
The outcome of the project
A tangible result of the project was the employment of 28 out of 56 participants
(see table 2), five of whom had undertaken work prior to the internships and after

90

Source: own elaborated based on project documentation.
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receiving the support of the psychologist and the career advisor. Thus the success
rate of the project as measured by the employment rate was 50%.
The largest group of participants (12 persons) undertook employment in industry,
also in the Michelin Poland SA company. It is worth noting that more than half of
the employed (15 persons) started working in the same place where they had their
internship placements.
The most important effects achieved in the project are presented in table 2.

Table 2. The effects of the project91
The individualized and comprehensive approach applied in the project contributed
to the achievement of the aforementioned results, the increase in the self-esteem of
the participants as well as to a positive assessment of the support obtained. This is
confirmed by the opinions of the participants gathered in the evaluation survey, in
which they assessed each of the forms of support. Examining the opinions of the
people involved in the project was an important part of the evaluation of the effectiveness of the implemented model.

91Source:

own elaboration based on project documentation.
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The analysis of the competences of the participants in the scope of personal skills
related to the professional and social spheres of life performed by the psychologist,
provided an opportunity to make up for the deficits and developing the strengths of
the participants in terms of integration, communication, self-presentation, teamwork,
motivation, and creative thinking. The project participants expressed that by providing personal opinions such as the ones below (cf. Wędrowska 2015):
•

‘I've learnt how to handle stress and overcome shyness while speaking in public.’

•

‘I’ve got to know myself better.’

•

‘I’ve discovered my own values.’

•

‘I’ve learnt assertiveness, contacts with people and how to gain self-confidence.’

•

‘I’ve strengthened my ability to express my feelings and views.’

In turn, the support from the job advisor increased the skills of the participants
needed to find and maintain employment. When assessing the cooperation with the
job advisor, the participants pointed out the following:
•

‘I’ve learnt how I should behave and talk during a job interview.’

•

‘I've learned the skill of writing a professional resume and a cover letter.’

•

‘I’ve learnt ways to look for a job and behave during job interviews.’

•

‘I’ve defined my career goals, got to know the labour market as well as the rules
governing it.’

The participants indicated the following skills acquired during the internship they
considered to be the most important: ability to cooperate, organization of time and of
the work place, development of communication skills, teamwork and independent
performance of tasks.
Moreover, the experiences that provided the greatest satisfaction to the participants during the job placements included:
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•

participating in various company events,

•

a well performed task,

•

the opportunity to share one’s knowledge with others,

•

entrusting me with responsible tasks,

•

assisting the supervisor,

•

opportunity to help other workers,

•

gaining experience,

•

approval from colleagues,

•

the feeling that my work has a positive impact on the institution where I
work,

•

learning new things,

•

the feeling that others were satisfied with my work,

•

working with other people and relationships developed with them.

Evaluation of the project leads to the conclusion that the efficiency of the model in
the vocational activation and social integration of young people was high. It has been
confirmed by the effects of the project as well as by personal opinions of the participants.
In the next part of the article we present the project activation model in more detail by describing a path of the participation in the project of a selected individual
(table 3). The selected man was aged 27 while starting the project and held tertiary
education degree – completed extramural course in a non-public university majoring
in management and production engineering. In the course of education at the secondary level he graduated from a high school for adults. The biggest deficit of the
participant was the lack of professional experience that would correspond to his field
of study. The participant had been employed as a casual physical worker, then as a
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supplier, a courier and a sales representative. The completion of higher education
enabled him to get a new profession and obtain the necessary formal knowledge;
however, at the same time the lack of experience did not let him find a job on the
position of a production engineer. The participant’s diagnosed strengths included
manual, artistic, organizational (analysing, evaluating, diagnosing, troubleshooting)
and administrative (cooperating, explaining, describing, planning, listening) skills. In
addition, he was characterized by strong social and interpersonal skills as well as by
openness, honesty and optimism. The participant, after obtaining the support from a
job advisor and psychologist, managed to qualify for an internship in the Michelin
Poland SA company as an assistant organizer. This position was consistent with his
education, and his participation in the internship compensated his largest deficit
which was the lack of suitable professional experience.
During the internship, the participant took part in three computer training sessions, which gave him the opportunity to develop his IT skills. The new skills, work
experience, as well as his potential in the form of formal knowledge acquired during
the studies, enabled him to obtain employment on the position occupied by him during the internship.
Conclusions
Activation measures used in the project positively influenced the employability of
the participants. The use of “demand and support” approach resulted in their increased motivation - the participants felt responsible for their development and employment status. The use of modular and individual approach resulted in offering
support that was very well suited for the needs of each participant. Relatively long
duration of the internships and close cooperation of job scout and internship supervisor contributed to substantial gains in work experience and practical skills which were
essential for the development of participants. Advice and knowledge shared by the
Stiftung Grone Schule proved invaluable in successful implementation of some of the
best practices in the field of employment activation and selected elements of dual
vocational education system.
318

Table 3. The support scheme of a successful participant92
The main challenge in the project was to convince companies to offer internships
and invest in young employees. Because of high unemployment rate in Warmińskomazurskie voivodship employers preferred to choose already trained candidate from a
wide pool of unemployed, rather than offer internship and training programs. One
can expect that without public funding delivered in the project it would have been
even more difficult to attract companies. Recent rapid changes in the Polish labour
market as well as the expected further fall in unemployment rate and emergence of

92

Source: elaborated by the authors based on the project documentation
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labour shortages will increase motivation of the employers to participate in vocational
education and work-based training of the potential employees. In the nearest future
employers will need to compete to recruit the best candidates by offering internships
and investing in training and development of prospective employees.
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Working groups´ results - Work-based learning and dual vocational
training
Dr. Jürgen Hogeforster
At the international consulting and transfer conferences current project results, developments, tasks and strategies were presented in short lectures and in panel discussions. Working groups are the very heart of the conferences; they are international
and interdisciplinary in their composition. Presentations are discussed and accurate
strategies and measures are designed. In working sessions, roughly 100 scientists,
entrepreneurs and representatives of chambers, politics and administrations of all
Baltic Sea countries developed strategic approaches to the development and promotion of vocational training. There was consensus that in the countries of the Baltic
Sea Region tailored systems of dual vocational training should be implemented. Primarily, possibilities for the realization and promotion were discussed.
Information and image improvement
The attractiveness of vocational training is very low, especially in countries with
school-based vocational training. The negative image of vocational training in Poland,
for example, has led to the situation where studies at an institution of higher education look attractive; the share of students is correspondingly high, while the share of
participants of vocational training has achieved a distressingly low level. However,
also in the countries with dual training its attractiveness has definitely decreased. Vocational training is often regarded by parents and their children as a diversion or even
as a dead end of carrier. A distinct image improvement of vocational training in general as well as especially compared to higher education is urgently required.
The increase of attractiveness of vocational training can be also achieved if there is
enough information about the variety of possibilities and ways of vocational training.
A dense network of information points must be implemented which would reach all
the parents and young people if possible. Concentrated action of various institutions
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is deemed expedient, for example, general education schools, vocational schools,
employment agencies, chambers, unions, occupational and career advisors which
approach parents and young people on a uniform basis and provide comprehensive
information and consultations concerning vocational training.
Young people must be clearly shown the opportunities of dual vocational training.
Almost more than 70% of young people chose education and occupation according
to their parents’ desires. Therefore, parents must be intensively addressed and convinced about advantages of dual vocational training. The principal objectives for sustained campaigns must be the following: improvement of prestige of vocational training, attraction of families and corresponding motivation of young people.
In the meantime, in the countries with school-based vocational training numerous
pilot projects related to implementation of dual vocational training were conducted.
But the results which are very positive in every respect are hardly known. Intensive
dissemination of such project results is urgently required. Institutions which conduct
such projects should receive sustained support and additional budget for the dissemination of project results. Effective models developed within the framework of such
projects must be used on a broad basis. For this purpose, specific funding programs
should be created exclusively for the implementation of already successfully tested
models.
Companies as training partners
Dual vocational training must be extensively promoted among enterprises. The objective is to achieve a change in attitude in the enterprises, so that often prevailing
unwillingness to participate in the vocational training is replaced by excited willingness. It is required to have comprehensive information related to dual vocational
training and highlighting of chances to secure the availability of young workers and to
attract qualified specialists through individual training services. Especially also chambers and unions can motivate enterprises to accept dual vocational training and provide comprehensive information about the advantages.
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Many enterprises spare the costs of vocational training. Due to the fact that in
countries with school-based vocational training a large share of young people after
the completion of vocational training migrate abroad or commence studies at institutions of higher education, many enterprises fear that their own investments in training
will be lost. Politics, public administrations, chambers and unions must win enterprises over to participate in dual vocational training and to bear costs related to training
at enterprises. For this purpose, it is required to have comprehensive individual consultations which, for example, also prove that own costs related to training are lower
than the costs related to the search of an employee at the labour market and costs of
on-the-job-training related thereto. Additionally, it has to be checked if and how the
motivation of enterprises for the participation in the vocational training can be improved through financial support.
As far as possible, dual vocational training should correspond to the concerns of
enterprises. As a prerequisite for this purpose the demand of enterprises has to be
extensively researched, and targeted arrangement of dual vocational training must be
supported. Training plans must be developed together with enterprises or their representative offices, chambers, unions and guilds. It is necessary to implement smooth
cooperation among vocational schools and enterprises at the same level.
Through the training of trainer’s enterprises can be specifically prepared for the
implementation of own vocational training. Corresponding preparatory courses must
correspond to the needs of enterprises and, for example, conducted in part-time
forms in the evenings or during weekends in order to minimize downtime at the enterprise.
Within the framework of dual vocational training trainees are not student apprentices but they are employees of the enterprise employed on a contractual basis, who
are involved in all the works and already during their time of training bring financial
benefits to the enterprise to a greater extent through their cooperation. However,
they should not be seen and treated as cheap labour in any case. Rather, enterprises
must cherish trainees and fully support them.
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In crafts, the dual system is partially present; but at the same time cost sensitivity is
especially high here. An increase of training allowance which has to be paid by the
enterprise can encourage young people and support them when choosing vocational
training.
De-bureaucratization
Dual vocational training cannot be implemented through simple transfer of corresponding systems, framework curricula and training regulations from abroad. It is
always urgently required to adapt them to corresponding national and regional conditions. Vocational training must be oriented at the conditions in the corresponding
country and must be based on the needs of the labour market.
Legal framework conditions must correspond to the needs of training companies
and of trainees, but they also have to be applied consequently. Concerning labour
law, it is necessary to loosen and to adapt the conditions of vocational training.
In crafts, the possibilities for the introduction of dual vocational training are limited due to legal regulations. According to the evaluation of separate participants legal
barriers in Poland do not allow the introduction of a dual system. Within the framework of current educational reforms reworked legal framework conditions must support the introduction of dual vocational training and also the participation of enterprises.
Financial support
Craftsmen are especially sensitive to costs and don’t want to pay high allowance to
trainees. They search for support so that costs of training for them are lower. It is
suggested to provide financial support from the state, so that in-company training
costs are covered through mixed financing by the enterprises and the community.
The costs of vocational schools must be completely covered by the state. It is also
suggested to create tax benefits for enterprises for the training of young people in the
dual system.
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In Poland, it should be pointed out that in case of financial support especially small
and medium-sized enterprises participate in vocational training definitely more actively. Therefore, policy should provide unlimited support to enterprises, implement
corresponding state support programs and make direct payments to training companies out of them. Chambers are required to conduct corresponding lobbying activities
for the financing of enterprises by introduction and implementation of the dual system.
International comparisons show that countries with dual vocational training (e.g.
Germany, Denmark and Norway) have a comparably low rate of unemployment.
Therefore, it should be expected that in countries with previously school-based vocational training with the introduction of dual system the (youth) unemployment will
definitely decrease. Savings related thereto should be additionally used for the funding
of dual vocational training and development of vocational schools. Also with the
implementation of dual vocational training through significant reduction of time at
vocational schools the state will have savings which must be completely used for the
support of dual vocational training.
If the in-company training costs are state-subsidized, the dependency of enterprises from the state increases. Associated therewith is also the danger that subsidies
define the training at enterprises and training can be regarded as “business”. This
gives reason to think about other financing systems and support of in-company training. A redistribution system can be created which involves all the enterprises in the
financing of in-company training costs. Judging from experience, “only” 25% of all
enterprises on the average take part in vocational training. In labour agreements it can
be stated that all enterprises must pay a certain part of their wage bills for the financing of in-company training costs. Out of these revenues training companies receive
financial alleviation without the cooperation of the state.
Further development of education systems
During workshops, it was also determined that training systems require further development for the sustainable improvement of quality, attractiveness and image of
327

vocational training. Complete permeability between vocational training, further training and higher education must be created. For example, it includes also that a successfully acquired vocational qualification authorizes to a specialized course at a vocational college or a master craftsman training authorizes to higher education. It is also
demanded to restrict the access to universities. Not every high-school graduate
should be taken to studies, admission examination should be introduced again.
Comprehensive, early and practical career orientation must be a compulsory task at
general education schools.
Already before and especially during vocational training the further professional
career must be clear. This includes also regulated employment after the completion of
training, any company and social support of further trainings, career planning and
opening various professional perspectives. It is necessary to secure the continuity of
vocational training which facilitates various stages of training and further training and
promotes lifelong learning.
The completion of a vocational training should be a preliminary stage for academic
training. Especially for Poland the formation of vocational universities is required. In
all the countries universities must implement combined courses with practical parts
and dual courses to a much larger extent which connect Bologna-conform studies
with vocational training or professional activity.
In dual systems of vocational training enterprises take over training services to a
large extent, up to 75% of the training period is completed at the enterprise. For this
reason, the position of enterprises in the educational system must be definitely improved. Thereby small and medium-sized enterprises which represent 99% of all
enterprises and provide for 80% of training must be represented by chambers. In all
the countries chambers must be competent authorities for vocational training without
limitations which perform corresponding statutory tasks and fully support vocational
training and further training. This includes, for example, also state-supported training
consultations of enterprises and young people by chambers as well as substantial
participation of chambers in decision-making of vocational schools.
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Dualinis profesinis mokymas
kvalifikacijai įgyti ir jaunų žmonių
integracijos bei inovacijų darbovietėse
plėtra
Autorius: AINA NAUJIENOS - Lie 12, 2017

– Darbu grindžiamas mokymasis –
Panevėžio kolegija 2014 – 2017 m. dalyvavo Europos Sąjungos
Erasmus + finansuojamame projekte „Dualinis profesinis
mokymas kvalifikacijai įgyti ir jaunų žmonių integracijos bei
inovacijų darbovietėse plėtra/Darbu grindžiamas mokymasis“
(Nr. PR-11, 2014-10-29). Projekto tikslas – padėti jauniems
žmonėms lengviau integruotis į darbo rinką, įgyvendinant

dualinio mokymo modelį Lietuvos profesinio mokymo sistemoje ir
didinat smulkių ir vidutinių įmonių inovatyvumą. Projekto
partneriai: Hanzos parlamentas ir Baltijos jūros akademija;
Dresdeno amatų rūmai; Kontiki-Szakkepzo profesinio rengimo
centras (Vengrija); Vilniaus statybininkų rengimo centras;
Panevėžio kolegija; Słupsko Hanzos vadybos akademija ir
Szczecino amatų rūmai (Lenkija).
2015 m. pradžioje Panevėžio kolegija, remdamasi Vokietijos ir
kitų ES šalių profesinio mokymo patirtimi, Lietuvoje įgyvendintais
projektais bei atliktais dualinio profesinio mokymo
(pameistrystės) tyrimais, parengė dualinio profesinio mokymo
įgyvendinimo Lietuvoje koncepciją. Koncepcijoje atskleidžiamos
teisinės ir finansinės pameistrystės prielaidos, numatyti
konkretūs dualinio profesinio mokymosi įgyvendinimo Lietuvoje
etapai, terminai, plėtojimo galimybės. (Plačiau: Kliminskas R.,
Pagiriene R. ‘The concept of the implementation of dual
vocational training in Lithuania‘. Work-based Learning around the
Mare Balticum. Jarke/Hogeforster (eds.). Baltic Sea Academy,
2015; p.37-54).
2015 m. balandžio 2 d. Panevėžio kolegijoje vyko konferencija
„Moksleivių kompetencijų ugdymas. Situacija ir perspektyvos
Europos Sąjungos kontekste“, kurios metu su dualinio profesinio
mokymosi įgyvendinimo perspektyvomis Lietuvoje buvo
supažindinti regiono profesinių ir bendrojo ugdymo mokyklų
vadovai bei ugdymo karjerai specialistai.
2015 m. vasarą, bendradarbiaujant su projekto partneriais iš
Lenkijos, Vengrijos, Vokietijos. parengta dvimetė apdailininko
(statybininko) dualinio profesinio mokymo programa ir numatyta
ją įgyvendinti Vilniaus statybininkų rengimo centre. Programos
rengimo bei įgyvendinimo ypatumai Lietuvos kontekste pristatyti
tarptautinėje konferencijoje „Mokslo ir studijų tendencijos
globalizacijos sąlygomis”, vykusioje Panevėžio kolegijoje 2015 m.
spalio 22 d.
2015 m. lapkričio 13 d. į tarptautinę projekto konferenciją „Kaip
verslas galėtų dalyvauti rengiant specialistus ir daryti įtaką jų
rengimo kokybei“ Vilniuje buvo pakviesti verslo atstovai, su

kuriais diskutuota apie dualinio profesinio mokymo prielaidas ir
perspektyvas Lietuvoje.
Profesinis mokymas taikant pameistrystės formą
neįsivaizduojamas be Prekybos, pramonės ir amatų rūmų bei
potencialių darbdavių dalyvavimo ir paramos, o vienas iš iššūkių
– meistrų (mentorių), kurie vadovautų profesinių mokyklų
mokiniams (pameistriams) įmonėse, rengimas. Panevėžio
kolegija, pritaikiusi Słupsko Hanzos vadybos akademijos patirtį,
parengė ir 2016 m. pradžioje įgyvendino 80 val. trukmės
profesinės pedagogikos ir lyderystės programą būsimiems
mentoriams. 2016 m. balandžio 1 d. 23 mokymų dalyviai,
atstovaujantys Panevėžio įmones „AQ Wiring Systems“, „PKC
Group Lithuania“, „Jaukurai“, „Rifas“, „Ekonomiškos statybos
centras“, „Miksolė“, „Prorentas“, „Tėtas“, „Panevėžio mokslo ir
technologijų parkas“, „Panevėžio verslo konsultacinis centras“ ir
kt., sėkmingai užbaigė programą ir jiems buvo įteikti Panevėžio
kolegijos pažymėjimai, patvirtinantys įgytas kompetencijas.
Apibendrinta mentorių mokymo patirtis 2016 m. lapkričio 24 d.
buvo pristatyta. tradicinėje Panevėžio kolegijos tarptautinėje
mokslinėje- praktinėje konferencijoje „Mokslo ir studijų
tendencijos globalizacijos sąlygomis”. Pranešimo pagrindu
parengtas ir mokslo leidinyje „Taikomieji tyrimai studijose ir
praktikoje“ (2016, Nr.12) publikuotas straipsnis „Mentorių
mokymo patirtis, įgyvendinant dualinį profesinį mokymą
Lietuvoje pagal projektą „Darbu grindžiamas mokymasis““
(autoriai D. Končiuvienė, R Pagirienė, A Rimkus).
Siekiant atskleisti platesnes dualinio mokymo integravimo į
Lietuvos švietimo sistemą galimybes, 2015-2017 m.
bendradarbiaujant su Vilniaus statybininkų rengimo centru buvo
vykdomas apdailininko (statybininko) dualinio profesinio mokymo
programos įgyvendinimo monitoringas. Apibendrinus moksleivių
(pameistrių), profesijos mokytojų, įmonių meistrų (mentorių)
apklausų rezultatus, projekto ataskaitoje nurodomi
pameistrystės privalumai ir trūkumai, pateiktos įgyvendinimo
rekomendacijos.

Visų apklausos dalyvių nuomone, projekto metu parengta
apdailininko (statybininko) dualinio profesinio mokymo programa
vertintina teigiamai. Įmonių meistrų (mentorių) teigimu,
pameistriai dar besimokydami kuria pridedamąją vertę įmonei, o
darbdavys gali atsirinkti jį tenkinančius darbuotojus.
Pameistrystė padeda ugdyti būsimo darbuotojo lojalumą įmonei.
Visgi, įmonių meistrai pripažino, kad jiems stigo pedagoginio –
psichologinio pasirengimo būti mentoriais, paminėjo, kad
atsakingas mentoriaus darbas atitraukia nuo tiesioginių pareigų,
todėl už jį būtinas papildomas atlygis.
Pasak pameistrių, darbas realiomis sąlygomis išmokė juos
atsakingumo, savarankiškumo, pasitikėjimo savimi, o kai
kuriems – padėjo atrasti profesinį pašaukimą. Galimybė taikyti
teorines žinias praktikoje didino motyvaciją, įvairios netikėtos
darbinės situacijos mokė pameistrius greitai priimti sprendimus,
prisiimti atsakomybę už savo veiksmus.
Pokalbiuose su profesijų mokytojais išryškėjo, kad dirbant pagal
dualinio profesinio mokymo programą buvo užtikrinamos
lanksčios mokymosi paslaugos, atsižvelgiant į besimokančiųjų ir
darbdavių poreikius. Profesijos mokytojai taikė aktyvius, į
veiksmą orientuotus mokymosi metodus, analizavo konkrečias
darbinės situacijos. Mokytojai taip pat konstatavo geresnę
pameistrių mokymosi motyvaciją, bet prisipažino, kad teko
nemažai laiko praleisti įmonėje talkinant įmonių meistrams.
Remiantis projekto rezultatais svarbu pažymėti, kad dualinis
mokymas gali būti vykdomas tik tokiose įmonėse, kuriose yra
atitinkamos profesinio mokymo programos įgyvendinimui
reikalingi technologiniai įrengimai, o pameistriams yra
užtikrinamas jų turimus gebėjimus atitinkantis darbas.
Pameistriams turėtų įmonių meistrai, tinkamai pasirengę šiam
atsakingam darbui, t.y. baigę specialius profesinės pedagogikos,
psichologijos ir lyderystės mokymus, turintys mentoriaus
kompetencijas patvirtinančius pažymėjimus.
Prieš pradedant profesinį mokymą pameistrystės forma būtina
supažindinti pameistrius su mokymo tikslais, uždaviniais, teisiniu
reglamentavimu, mokymo(si) proceso organizavimu, jų

atsakomybe. Profesijos mokytojams labai svarbu žinoti vietą, kur
vyks praktinis mokymas, kokie bus naudojami įrengimai,
medžiagos. Tad rekomenduojama organizuoti pameistriams ir jų
profesijos mokytojams išvyką į įmonę, susitikimą su būsimais
mentoriais. Tai padėtų stiprinti mokyklos ir įmonės
bendradarbiavimą, derinant praktinio ir teorinio mokymo tikslus,
programos turinį, sudarant mokymo proceso grafiką, aptariant
pameistrių darbo kontrolę ir vertinimą
Užtikrinti sėkmingą pameistrystės įgyvendinimą Lietuvoje padėtų
teisiškai reglamentuotos pavyzdinės dualinio mokymo(si)
sutartys. Smulkiųjų ir vidutinių įmonių dalyvavimą skatintų
mokestinės lengvatos, leidžiančios įmonėms mažinti pelno
mokestį priklausomai nuo jų investicijų į pameistrystę. Tai
padėtų išspręsti aktualius tiek mentorių, tiek ir pameistrių atlygio
klausimus bei padengti įmonių išlaidas mentorių mokymui.
Tikimės, kad pameistrystės įgyvendinimo patirtys Lietuvos
profesinio mokymo sistemoje pasitarnaus ir gerinant aukštojo
mokslo studijų kokybę, ypač koleginėse studijoje, kuriose didelis
dėmesys yra skiriamas būsimų specialistų praktiniam
pasirengimui.
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German-style vocational education course
completed in Kispest
András Zsámboki

Tuesday, July 18, 2017, 00:01

Kispest-based Kontiki Vocational Center in Budapest’s District
XIX completed its first dual training courses on July 12, László
Kajos, president of Kontiki’s school board, has told the bbj.hu.

László Kajos, president of Kontiki Vocational Center’s school board, and CEO of Kontiki Ltd.

This project is a cooperation between the Hanseatic Parliament (an association
of more than 50 business chambers around the Baltic Sea region), the Baltic
Sea Academy, and the Hungarian Association of Craftsmenʼs Corporation
(IPOSZ). The theoretical and practical vocational training, based on a German
model that featured medium-sized companies and vocational training centers,
has been successfully adapted to Hungarian conditions characterized by the
predominance of small and family-owned businesses.
“Ninety-four trainees in catering, carpentry, construction and the garment
industry accomplished their vocational internship last week,” boasted Kajos,
CEO of Kontiki Ltd. The specialty of the educational program, launched in
2016, is that trainees become familiar with their future vocations “on the job”,
that is, at SMEs. They acquire theoretical knowledge simultaneously with
hands-on training.
“One can only commit oneself to a profession in a professional milieu,” Kajos
said of the system. “Only those who have already grasped its practical use and
applicability can appreciate theoretical knowledge,” he added. The dual
vocational training adapted by Hungary closely follows the German example:
the proportion of theoretical and practical studies is 30% to 70%, respectively.
Kajos believes such dual education schemes can be an answer to
unemployment statistics that show 30% of Hungarian youngsters aged
between 15 and 24 are long-term unemployed. That can be attributed to two
parallel processes, Kajos explained. On one hand, the professional knowledge
of secondary school-leavers does not meet the needs of most SMEs. On the
other hand, vocational training has lost its career appeal to students and their
parents.
“German unemployment statistics show that dual vocational training results a
much lower unemployment rate among youngsters,” Kajos said. “That is
closely connected to work-based learning strategies developed by the Baltic
Sea Academy, a Hamburg-based umbrella-organization of North German
training centers,” Kajos added. The lion’s share of adapting the German
methodology to the needs of the Hungarian labor market has been
accomplished by IPOSZ, in cooperation with the Kontiki Vocational Centre.
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IPOSz says no for mandatory chamber membership
(https://bbj.hu/domestic/iposz-says-no-formandatory-chamber-membership_56559)

DOMESTIC

Hungarian association of industry IPOSz stands against the government’s
regulation plans on chambers of commerce, online fn.hu said citing IPOSz vice
president József Géresi.
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Good Practice: Qualifizierung im
dualen System sichert Wohlstand
und Wachstum für alle
Die Gesellschaft kann und darf
es sich nicht leisten, Jugendliche
auszugliedern. Jeder wird
gebraucht und muss so gut und
weit wie eben möglich qualifiziert
werden. Dabei ist die duale
Berufsausbildung der Schlüssel
zum Erfolg für alle!
Die berufliche Ausbildung wird
von vielen Jugendlichen als
Sackgasse empfunden. Zugleich
beklagen Unternehmen die
mangelnde Qualifikation der Absolventen. Die Folgen sind eine sehr hohe
Jugendarbeitslosigkeit, insbesondere in Ländern mit schulischer Ausbildung. Bis
2030 nimmt mit Ausnahme von Schweden in allen Ostseeländern die Zahl der 15 44-Jährigen Erwerbspersonen um bis zu 25% ab. Der bereits bestehende
Fachkräftemangel wird sich künftig immer stärker auswirken und die Entwicklungen
eklatant begrenzen.
Die Steigerung der Qualifikationen bei gleichzeitiger Beseitigung des
Fachkräftemangels ist die allerwichtigste Förderaufgabe und der zentrale Schlüssel
für die Integration und Qualifizierung von Jugendlichen sowie zugleich zur Stärkung
von Innovationen, Wettbewerbsfähigkeit und Wachstum der KMU.
KMU gestalten Zukunft auf neuen beruflichen Bildungswegen
Unter Leitung der Balic Sea Academy werden mit 7 Partnern aus 4 Ländern
maßgeschneiderte Lösungen entwickelt.
1. Auf Basis des deutschen dualen Systems für Polen, Litauen und Ungarn - Länder
mit vorwiegend schulischer Berufsausbildung - Entwicklung von spezifischen
Konzepten zur Realisierung von Work based Learning.
2. Am Beispiel des Berufes „Finisher“ konkrete Einführung einer dualen
Berufsausbildung, die auf die spezifischen Bedingungen des jeweiligen Landes
abgestimmt ist.
3. Entwicklung und Implementierung von angepassten Curricula für die Ausbildung
von Ausbildern in KMU.
4. Über Einbezug von 17 Universitäten und 50 Kammern aus 13 Ländern weitere
Verbreitung und dauerhafte Förderung von Work based Learning.
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Projekttitel: Dual Vocational Training for the Qualification and Integration of young
People and the Strengthening of Innovation in SMEs
Work based Learning
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31.08.2017
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Hamburg
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Work based Learning

Mentorių mokymo patirtis, įgyvendinant dualinį profesinį mokymą lietuvoje
pagal projektą „darbu grindžiamas mokymasis“
(Mentor training experience, implementing dual training in Lithuania, under the project
„Work based learning")
•
•
•
•
•
•
•
•

Author(s): Deimantė Končiuvienė, Rimanta Pagirienė, Almantas Rimkus
Language: Lithuanian
Subject(s): Social Sciences, Education, Vocational Education
Issue: 1/12/2016
Page Range: 64-72
No. of Pages: 9
Keywords: dual vocational training;work-based learning;apprentice;mentor;
Summary/Abstract: Since 2014 Panevezys College is iimplementing project „Dual
vocational training qualification and integration of young people and the development
of innovation in the workplace / work-based learning" (Nr. PR-11, 2014-10-29).
Project goal - to help young people to facilitate their integration into the labor market,
through the implementation of the dual training model in Lithuanian vocational
training system and the raising of small and medium-sized enterprises innovation.
Project partners: Hanseatic Parliament and the Baltic Sea Academy; Dresden Crafts;
Kontiki-Szakkepzo Vocational Training Centre (Hungary); Vilnius Builders Training
Centre; Panevezys College; Slupsk Hanseatic Management Academy of Crafts and
Szczecin (Poland). Panevezys College, on the basis of the German and other EU
vocational training experience, implemented the dual training projects in Lithuania,
carried out in this field of research material, developed Dual VET implementation in
Lithuania concept, which revealed the dual vocational training in Lithuania are the
legal and financial terms, with specific dual vocational training implementation stages,
deadlines for developing. (Kliminskas, Pagirienė, 2015). In cooperation with Vilnius
Builders Training Centre and the project partners from Poland, Hungary, Germany,
developed a decorator (builder) dual vocational training program (2015), which, is
carried om by Vilnius Builders Training Centre since 2015. Work-based learning goal
- to help young people to facilitate their integration into the labor market, the
implementation of the dual training model Lithuanian vocational training system. Dual
vocational training –the model of vocational training when 1/3 of the training consists
of a theoretical part of vocational education and 2/3 - the practical part training in the
company. The company apprentice taught practical subjects and vocational school he
conveyed theoretical knowledge. In this way, young people acquire the necessary
practical skills, and the company gets the young skilled workers who have the
necessary qualifications. The shortage of skilled workers is on everyone's lips.
Vocational training is an important tool to ensure the generation of skilled workers in
their own companies. Task for instructors is technically and pedagogically competent
involve the youth in the operating and economic environment and to professionally
qualify. The train-the-trainer program provides the necessary knowledge to
successfully passing the trainer aptitude examination and for operational practice. The
dual vocational training in Lithuania is quite new method, our country prevails school
vocational training model. Employers are very poorly acquainted with the dual
training model. Not all companies interested to take apprentices and even less to invest
in apprentice’s jobs, the creation of methodological materials, training mentors - as
mentors will remain less time in direct work. The situation could considerably be
improved if there were tax benefits, which will allow companies to reduce the
corporate income tax, depending on their investment in apprenticeship. Main aim of
the research is to summarize mentor training experience in the project „Work-based

learning“. Aim of the research – summarize mentor training experience in the project
„Work-based learning“. Objectives: 1.To review the implementation of the dual
vocational training Lithuania assumptions. 2. Introduce a mentor training program. 3.
Evaluate the experience from mentor training program performance. Research object –
mentor training program and its implementation. Research methods: documents and
other information sources, analysis of the survey. Aim of Mentors training – to help
companies to prepare for the implementation of the dual training apprenticeship form,
allowing employees to gain educational, psychological and managerial competencies,
needed to lead the young people in vocational training (learning) in the workplace. 23
representatives of different companies have finished the training programme
successfully. Evaluating mentor training results, it must be concluded that the program
had tangible benefits to both businesses and their employees - training participants.
The staff has gained consistent with the needs of today's competencies; and it is likely
that their knowledge and skills will contribute to promoting innovation in enterprises,
and increasing productivity. Also, managers can expect more loyalty of trained staff. It
should be noted that not all companies interested to invest in apprentices jobs,
especially in the training of mentors, as mentors will remain less time in direct work.
The situation is considerably improved if there were tax benefits, which will allow
companies to reduce the corporate income tax, depending on their investment in
apprenticeship. Positive reviews of respondents show that the Lithuanian education
system and the business environment are already prepared for the implementation of
the new model.
Published in „Applied research in studies and practice“ No. 12 and also it is
published in CEEOL (Central European open Library data base).

Ajánlom Egy ember ajánlja ezt. Regisztrálj, hogy
megnézd, mit ajánlanak ismerőseid.

Tisztelt Szerkesztőség!

Tájékoztatjuk Önöket, hogy

2017. július 6-án, (csütörtökön) 15 órakor
a Tanext Akadémia épületében, a volt BMI épületében.
(Budapest, XIX. József Attila u. 74.)

A TANEXT AKADÉMIA VEZETŐI ÉS
A XIX. KERÜLET SZOCIÁLIS ÁGAZAT VEZETŐI

HOVA TOVÁBB AZ ÁLTALÁNOS ISKOLA UTÁN –
INTEGRÁLT SZAKKÉPESÍTÉS A KKV SZEKTOR
VERSENYKÉPESSÉGI HELYZETÉNEK JAVÍTÁSÁRA
címmel sajtótájékoztatót tart.

A parkolás az épület környezetében ingyenes.

A sajtótájékoztatóra a szerkesztőség munkatársait tisztelettel meghívjuk,
a tudósítást köszönjük. A sajtótájékoztatót látványos bemutató követi mely
lehetőséget ad vágóképek és látványos fotók készítésére.

SAJTÓTÁJÉKOZTATÓ HÁTTÉRANYAGA

További információk:
Kajos László: kajos59@gmail.com, +3630 299-0401
Kajos Rebeka Dóra: rebekadorakajos@gmail.com, +3620 512-2568
A projektről leírást és bővebb tájékoztatást az alábbi honlapon érhetnek
el: http://www.work-based-learning.eu/

Az intézmény 2017. május 26-án került hivatalosan bejgyezzés alá az
oktatási rendszerben az Erasmus + keretein belül és 2017. június 12.-én
engedélyezte az országgyűlés a tevékenységet.
Munka központú tanulás (Work based learning) - Duális szakképzés a
fiatalok kvalifikációjáért, integrációjáért és az innováció támogatása a
KKV-kben
A szakképzési oktatás elvesztette a vonzerejét, míg a vállalkozások nem
elégedettek az érettségivel rendelkező diákok tudásával. Ennek egyik
következménye a 28-30%-os munkanélküliségi ráta a 15-24 éves fiatalok
köreiben.
A német duális szakképzési rendszer viszonylag alacsony fiatalkori
munkanélküliséghez vezet, ezért az erre alapuló szakképzési oktatás által
a projekt a következőkre koncentrál:
•
•

A szakképzésben résztvevő fiatalok integrációja és a fiatalkori
munkanélküliség csökkentése.
Képzett személyzet nyújtása és így az innováció, versenyképesség
elősegítése az KKVk-ban
További célok:

•

•

•

•

•

A német duális szakképzési rendszerre alapozva Lengyelországban,
Litvániában és Magyarországon specifikus koncepció kifejlesztése a
munka központú tanulás megvalósítása érdekében
Legalább a három ország közül egyben a duális szakképzési rendszer
bevezetése, az adott ország állapotához igazítva, amely tartalmazza a
Balti-tenger országainak tapasztalatait
Képzők képzése adaptált tantervek fejlesztése a KKVk-ban (cégen
belüli trénerek tanítják tanítványokat a vállalati helyszínen), ezek
alkalmazása Lengyelországban Litvániában és Magyarországon.
Összehangolt koncepciók fejlesztése érdekében 13 ország számára
egy nemzetközi hálózat kialakítása, a munka központú tanulás
folyamatos fejlődésének és implementációjának biztosításáért.
A projektekkel kapcsolatos eredmények megosztása 67 oktatási
szervvel 13 országból
A projektet a Baltic Sea Akadémia vezeti, amely sikeresen kifejlesztette
a duális bachelor diploma programot a korábbi években, s segítette
ennek alkalmazását több országban.
Projektpartnereink:
- Baltic Sea Academy (BSA )
- Handwerkskammer Dresden
- Vilniaus statybininkurengimo centras
- Panevazys College
- Wyzsza Hanztaycka Szkola Zarzadzania
- Izba Rzemieslnicza Malej i Sredniej Przedsiebiorczosci

