


NIES hosts the 3rd International Apprenticeships Online Conference on 25th May 
2022, aiming at mutual learning and sharing on challenges and experiences of 
modern apprenticeships model. XIE Li, Deputy Director of Department of 
Vocational and Adult Education, MOE, and MA Tao, the Vice-President of NIES, 
delivered opening and welcome remark respectively. Wilson Lima Júnior, Project 
Manager at UNESCO-UNEVOC, and Nick Chrimes, Chairman at The Association 
of Education and Technology also delivered speech at the opening ceremony. 
Experts from China, the UK, Germany, Switzerland and France exchanged views 
and shared opinions on practices of modern apprenticeship model from the 
perspectives of national government, vocational education institutes, industry and 
enterprises.

At the keynote address session, Prof. Liz Polding from Department of Education at 
University of Oxford introduced the current landscape of apprenticeships in the UK. 
Marieke Vandeweyer, Leader of Vocational Education and Training Team at Centre 
for Skills of OECD, introduced the development of apprenticeships in France and 
how they learn from international experience. Georg Stadler, Chief Representative 
at Hanns Seidel Foundation, displayed and shared experience on the dual 
vocational training system in Germany. 



Erik Swars, Head of International Affairs at Swiss Federal University for Vocational 
Education and Training (SFUVET), discussed how and why the quality vocational 
education training works in Switzerland. Anthony Mann, Senior Policy Analyst (Education 
and Skills) at OECD, discussed the role of career guidance in making vocational education 
training more attractive to the young generation. ZHAO Pengfei, Chairman of Chinese 
National Modern Apprenticeship Expert Steering Committee, and XU Yuan, Senior 
Editor/Professor of Occupational Skill Testing Authority at Ministry of Human Resources 
and Social Security of China, as well as MA Liangjun, President of Hebei Jiaotong 
Vocational and Technical College, shared Chinese practices of apprenticeships from the 
perspectives of international comparison, the skilled talents training mode in enterprises 
and in the context of the new Vocational Education Law respectively.

At the case-study report session, participants from government agency, industry, 
enterprises and vocational education institutes shared practical experience mutually on 
Chinese apprenticeship system with diverse emphasis on regional policy, guild-led modern 
apprenticeship, etc. For example, the Director of Education Bureau of Qingyuan of 
Guangdong Province ZHANG Yulan introduced regional policy and practice of 
apprenticeship system with Chinese characteristics. The Vice-president of Beijing 
Polytechnic XIN Xiulan discussed exploration and practice of modern apprenticeship 
system in the context of industrial parks. LI Chunming, President of Changchun Automobile 
Industry Institute, shared the apprenticeship training model with innovative practice of “Red 
Flag Craftsman”. WANG Xinbo, Head of Institute of Vocational and Continuing Education 
of NIES, and Sabrina WU, Executive Chairwoman (China) at The Association of Education 
and Technology, as well as ZHAO Pengfei, Chairman of National Modern Apprenticeship 
Expert Steering Committee delivered closing remarks.

Representatives from government agency, industry, enterprises, vocational education 
institutes and research institutes attended the conference online. 



In 2015, the government published a report called Apprenticeships: the 2020 Vision. What 
that doing was looking at the landscape at that time with regard to apprenticeships and 
making a number of recommendations. Most jurisdict ions have some form of 
apprenticeships. They are more prevalent in some jurisdictions than in others. 

Wales administers its own apprenticeship, Scotland administers its own apprenticeships, 
and so on. So with regard to apprenticeships, there is quite a bit of policy learning available 
from other jurisdictions. And various committees had looked at that and said “we could do 
this better, we could do apprenticeships a great deal better.” What they wanted to focus on 
was the skills, the knowledge, and the behaviors that employers actually wanted. The best 
way to actually achieve that was to have employers leading that process and tell everyone 
what they wanted and develop the standards that they required for apprenticeships. So at 
the time, we were using a form of apprenticeship known as a framework. What that was, 
essentially, there were lots and lots of different routes since it was very flexible. But 
essentially with a framework apprenticeship, it was qualification-based. So it wasn't 
necessarily meeting the needs of employers and actually even if you completed an 
apprenticeship in a particular area that wasn't necessarily a guarantee of your employability. 
So it was felt that if employers led that process they could say right from start and they 
could develop standards and say, “this is what we want, this is how we know that 
somebody is going to succeed in our industry, and this is how we're going to assess it.” 
That should deal with any issues or, for example, skills gaps or issues regarding young 
people entering the workplace, and just making sure that those opportunities were the best 
they could be, both for the employer and for the apprentice. 

English Apprenticeships: The Current Landscape

The other thing that they wanted to achieve was to 
strengthen the brand of apprenticeships. Now, 
apprenticeships have a stronger brand in some 
jurisdictions than they do in others. It did seem at 
the time that apprenticeship was very much 
regarded as something that wasn't necessarily an 
alternative to university but something that perhaps 
you would be doing if you weren't able to go to 
university, and that's not very aspirational. So 
essentially, what they were seeking to do was to 
strengthen that brand and say, “this is a good 
alternative to university, this will make you very 
employable,” but also to protect that brand. So 
there were measures put in place in order to 
address issues regarding the misuse of the term 
“Apprenticeship.” So calling things apprenticeships, 
which didn't comply with these new ideas and 
these new standards that were to be prevented so that everybody knew precisely where 
they were. So a lot of new measures to effectively make apprenticeship, much more 
aspirational and much more employer-led. 



Where did we get to with this? Essentially, 
employer lead apprenticeship standards. 
The first ones came in 2015, but new ones 
a re  be ing  added  a l l  t he  t ime .  The 
apprenticeship standard is essentially the 
knowledge, skil ls and behaviors that 
employers want to see. We keep coming 
back  to  th i s  know ledge  sk i l l s  and 
behaviors idea. So the knowledge skills 
and behaviors, what the employers are 
looking for those all kind of put together. 
They then joined with the institute for 
apprenticeships who looks at who is in 
that group of employers, who is coming 
forward and saying we want to develop 
this standard? Are they representative of 
that occupation? Are they somebody that 
the institute for apprenticeships is going to 
be happy to work with? Once that's been 
es tab l i shed ,  then  the  i ns t i t u te  fo r 
apprenticeships will support the group of 
employers in developing their standards. 
Now that involves a number of things. 
We've already referred to their knowledge, 
skills, and behaviors, but it's also looking 
at how do we know when somebody has 
achieved the right level where endpoint 
assessments come in. And again, the 
institute for apprenticeships will offer 
support in terms of developing that. The 
endpoint assessment is basically saying, 
are you ready to enter this occupation as 
either a professional or a qualified person. 
So it needs to be a way to verify that. Now 
there are various levels of apprenticeships. 
But they vary from general certificate of 
secondary education, which you would 
typically take at age 16, right the way up 
to level seven, which is the master's 
degree level and everything in between. 
But some of those levels will include a 
degree.

Now, some apprenticeships included a 
degree as part of the standard, because 
that's what the professional body requires. 
But others are happy with the equivalent of a 
degree. A level six qualification, which is 
unde rg r a d u a t e  l e v e l ,  a  l e v e l  s e v e n 
qualification, which is master's level. So 
some apprenticeships wi l l  be genuine 
degree apprenticeships in every sense of the 
word, and others will be equivalent to a 
degree. 

The other thing that the process needs to 
have in place is apprenticeship agreements, 
because under the new apprenticeships, 
there are actually three people in your three 
parties in that particular relationship. There's 
the apprentice themselves. There's their 
employer, but there's also the training 
provider, and all three of those parties need 
to  be  work i ng  toge the r  t o  mak e  t h e 
apprenticeship a success. In many cases, 
the professional body will also be involved 
because they're going to be recognizing that 
a p p r e n t i c e s h i p  a s  a  g e n u i n e  r o u t e 
qualification. Now are they fit for purpose? 
It's still early days. But the fact that they're 
increasing in popularity and a lot more 
employers are now moving into this space 
suggests that they are effective. That's not to 
say that  they ' re not  be ing constant ly 
reviewed but any new process would require 
constant review in order to ensure that it 
genuinely is fit for the purpose. 

Speaker: Liz Polding, Professor, 
Department of Education,
University of Oxford



Speaker: Georg Stadler, Chief 
Representative at Hanns 
Seidel Foundation

Vocational training in Germany is divided 
between the company and the school because 
the training takes place in two places, school 
and company. The system of  t ra in ing is 
therefore also referred to as the Dual system 
vocational education and training. The company 
takes over a share of 70% to 80% of the training 
and the school takes over a share of 20% to 
30%. In this way, it is sure that the prospective 
workers can be taught both practical skills and 
theoretical and general education knowledge 
and skills. For the company and the school ther 
are three work plans that is described contents 
that must be taken into account in the training. 
The training framework plan for the company 
and the framework curriculum for the vocational 
school are literally bidding. These frameworks 
of  p lans are implemented on-s i te  in  the 
company in a company training plan and on-site 
in the school in the lesson plan. It goes without 
saying that the local school and company must 
coordinate the contexts in time in space with 
regard to training planning.

The school mainly teaches theoretical contents, 
s u c h  a s  t h e  l o g i c  p r o c e s s e s  i n  w h i l e 
construction of welding equipment execution of 
tests for welding and evaluation of test results, 
drawing, reading, electrodes election, strength 
ca lcu la t i ons  fo r  we ld ing ,  work ing  t ime 
calculations etc. The companies, the trainees, 
have the opportunity to pract ice welding 
extensively, not only in the training workshop 
exercise pieces are produced to practice the 
basic skill of welding, rather work-pieces up 
produced in the factory and the real conditions 
which can then also be sold to the customer. In 
order to ensure effective training in welding, it is 
an indispensable prerequisite that the school 
and the company have to coordinate at which 
time the topic of welding is still with.

It is optimal that the topic of welding in the 
company and in the school our deal with it at 
the same time in order to enable in effective 
integration of practice and theory. At the 
same time, a problem of the Dual system of 
vocational education and training is laid 
down here to coordination between school 
and company becomes difficult and 30 
pupils from 30 different companies are 
taught in a class. A time timing with regard to 
training content is practically no longer 
possible here. However I see the essential 
core of vocation training in Germany in the 
fact that the students should learn something 
for their late life, therefore the student is at 
the center of the learning process in order to 
train skill work with able to produce high-
quality products on the basis of independent 
decisions, the learning process of the 
student must be made the subject of the 
lesson. This is the only way to ensure that  



the students learn something during the lesson. Through purely auditory or purely visual learning, 
the ration reduce is below 50% , the more sensitive are involve in learning, the higher the degree 
of attention. If the student isn't able to work out of the learning object and save in class then the 
degree of retention is maximum. In a nature one can say I hear and forget, I see and remember, I 
do and understand. For this reason the concept of complete actions should be at the heart of 
teaching, the student is confronted with a problem with boundary conditions, he must firstly inform 
himself about. He must perceive the problem situation, this is the basis office further thinking and 
that he can plan his approach to problem solving, and making the necessary decisions. After that, 
he can carry out his plan, he can actively act and do something to realize the problem solution. 

Once the problem or tasks has been solved he can check the results and check whether is 
considerations for good or not good in order to evaluate the improvement for his next planning. He 
reflected on his approach. In this way, the student not only works out what he should learn himself, 
he also internalizes a basic concept that enables him to solve problems independently. This basic 
concept also enables the student to acquire knowledge and new skills independently. Students 
who are at a lower level of achievement need more guidance than students who are at a higher 
level of achievement. The more advance the learning process the more complex problems can be 
used as a starting point. The task of the teacher is therefore to find treatable learning situations for 
his lessons which corresponds to the respective performance level of the students and which are 
treatable for the students to learn both new theoretical and new practical learning contexts. For 
these learning situations appropriate teaching materials must be created that take into account the 
level of an achievement of student and the material equipment of the school. 

Taking these preliminary considerations into account that are many points where can start the 
work of the hand-side foundation in the field of education in China. The educational institution has 
to insurance in action-oriented teaching which focuses on what the students should be able to do 
at the end of the training by quality management system. The students should be able to produce 
high-quality products, make decisions independently and acquire new knowledge and skills or 
other influencing factors are based on action-oriented teaching. Besides the further training of 
teachers, the corporation between schools in companies are the development of curricula 
including the German and Chinese educational plans and the implementation in didactic annual 
plans. Never or the less, a number of problems arise during implementation that needs to be 
solved.

The Dual system vocational education and training from Germany can not be transferred 1 to 1 to 
the education system in China. This is due to the fact that the Dual system vocational education 
and training in Germany is historically grown system, that is why companies in Germany fully 
support the system both large companies and small medium sized enterprises participate by 
training apprentices.In this way high-quality train specialists are available on the labor market, 
even if a specialist leaves the company after the training and the other specialist can be hired who 
has the comparable level of training. The essential basis is and remains close cooperation 
between schools on the one hand and Company on the other. This is the only way to train skilled 
workers who meet the needs of industry. This basic consensus that does not exist in China that is 
rather organizational student internships in companies is still difficulty in China. 



I believe that the concept of complete action is a basic idea that can also be adopted from the 
Dual system vocational education and training in Germany and in Chinese schools. To this end, 
teaching must be changed in such a way that not only theoretical specialists knowledge, but also 
practical skills and abilities are imparted. Teaching vocational education in schools in China, 
therefore have to be decided in such a way that it consist of 30% theory and 70% practice. This is 
the relationship between theory and practice into German Dual system of vocational education 
and training.

The faculties of lessons must be on learning situations that are oriented towards practice and at 
the same time enable been putting off theoretical knowledge on the basis of the concept of 
complete action. However in order to find some training situations that take into account the 
content that is good work and it's later in a company operation between companies is necessary. I 
think that a minimum of cooperation with companies can be insured by ensuring that at least the 
teachers in companies regularly complete internships, because its essential part of action-oriented 
teaching in vocational school is the condition that what does good work is later in his work in the 
company is meet the subject of the lesson. 

This is sound, which can only be obtained through internships in companies and through 
discussions with the local companies half staff in the school what does good work and it's later in 
his work in a company service in the classroom to learn the necessary practical skills on the one 
hand, and to acquire theoretical scientific knowledge and skills on the other. On this basis, teacher 
training courses in China which are organized by German experts. However this has shown that 
even teaching from Germany cannot be implemented one to one in the Chinese school. This is 
due to the fact that the German students work in a company for 70% of the training time have 
completely different requirements than Chinese students who spent the whole day at school. 
That's why a teaching sample from Germany in the Chinese class can't work that way. 



The problem of teacher training is also there is a risk that teacher train will get stuck in the theory 
of the methodology and didactic of action-oriented teaching, even if teaching examples are 
mentioned that work and have proven themselves in Germany classes, but are not applicable in 
Chinese classes. Therefore, in the future we will try to design the teacher training process in such 
a way that methodology, didactic and super logical basics are first taught in a seminar phase. The 
principles of action and student oriented teaching also play a role here, in this phase learning 
situations are been developed that to take into account the learning requirements of the students 
and the material equipment of the local school in China. With the aim that the theory lessons can 
actually be carried out in the Chinese class, appropriate teaching materials is then prepared for 
these learning situations. This knowledge and the prepared teaching material are then the basis 
for trying out the lesson in a class. These lessons should then actually be implemented in the 
Chinese class and experience expert in the field of methodology and didactic of students and 
action-oriented teaching supervisor lessons. Afterwards, the lessons can be reflected and 
discussed with the teacher who conducted the lesson. The suggestions of improvement must then 
be incorporated into the teaching materials, this optimize lesson should now be tried out in the 
other class, then should be reflected. 

It's important that is teaching and under the lining improve process, and then also discussed with 
other teachers and the teaching materials are made available to other teachers. In addition, it 
would be desirable that the training of vocational school teachers as in Germany also be carried 
out by correspondent course of studying, teacher training for vocational schools and universities. 
Here in addition to the technical context, the necessary psychological and methodological and 
didactic context can also be conveyed on a scientific basis. As in Germany, this must be followed 
by a two-year legal clerkship. Here the prospective teachers of vocational schools are 
accompanied by a supervising teacher during teaching. Together with training teachers, he 
develops teaching materials, his supervise the teaching of the training teachers and then submit 
appropriate suggestions for improvement, which are incorporated into the teaching materials 
increased out in the other class. 

Contact with companies is also necessary in order to find learning situations for teaching the take 
into account the needs of the companies and there the months on a highly qualified specialist. In 
this way, it is sure that the lessons can be carried out under the framework conditions of the 
respective school and taking into account the performance level of the students in every day 
vocational school practice in China. 



Quality VET in Switzerland – how and why it works?

Speaker: Eric Swars, 
Head of International 
Affairs at Swiss Federal 
University for 
Vocational Education 
and Training (SFUVET)

In Switzerland, about two thirds of the young people, they choose or to base on the grades at 
school, they choose this part vocational education and training. And as I said before, we have 
different cultures in Switzerland, there are also quite important differences within this small 
country, for example, between the German speaking part and the French Speaking part. But 
overall it's about two thirds and only one third going to general education, to high school. These 
vocational education and training programs, most of them, there’re about ninety percent is done 
in a dual way. So most of the programs are apprenticeship, programs where the young people, 
they spend time and they work actually in a company. These programs, they last about three to 
four years normally and finish with a diploma of VET. So this is the upper secondary level. And 
then on the tertiary level, after a VET program, you have the choice then to work in a company 
or actually can also continue your education on a tertiary level directly with a professional 
education and training or we are a federal vocational baccalaureate to have an access to the 
universities for example.

About forty five percent and now even a half of the population in Switzerland has a tertiary 
diploma. As I mention before, one important success factor of the Swiss education system is the 
permeability. So you see it here on the left side the main programs, federal diploma, vocational 
education and training which last as I said three to four years, you always have access to 
another program. So there is no dead end in the education system. So you can start here on the 
left side. You can continue an education on a tertiary level. So the professional education the left 
side here. Or during this in the middle here this federal baccalaureate which is a one-year 
program based on a more focused on general education. 

You can then have direct access to university of applied 
sciences or via an attitude test also to have access to the 
universities. You see here there is a huge permeability in the 
system if you can start on one side and end on the tertiary 
level on other side. And this is also very important when it 
comes to the to the reputation and the acceptance of 
vocational education and training in the society. There is 
always a possibility to continue the education. Therefore, 
VET in Switzerland is not a second choice.

And this is just an example of the marketing campaign of the 
ministry of education. So can train a hair dresser, you’ll start 
with a training program in the upper secondary level and then 
become a biologist for example on a tertiary level. How does 
it work? So these programs as I said there are also two years 
program. But most of the programs lead to a VET diploma 
which lasts three to four years. So we talk about the dual 
track programs, so about the apprenticeship. And here the 
most important part of my key is the complement.



People they spend about three to four days per week in a host company. So they get trained. 
But gradually increasingly also they are integrated into work in the production process, in the 
service process. And after a certain time they are also productive. On the other side of course 
it’s also important the theory. So there is classroom instruction at vocational schools. It’s about 
one to two days per week. So there is a general education and then also the theory about the 
vocational subjects so linked to the profession. Actually in Switzerland we talk always about 
the dual track system. But actually there are three learning locations.

As we have here as well the branch courses at branch training centers. There’re 
apprentices. They spend about two at ten to thirty days per year. It depends a little bit 
on the profession. And the idea here is as we have a lot of small companies. They are 
quite specialized on one activity in their business. And they don't have maybe all the 
infrastructure in this branch courses. The apprentices from different companies coming 
together to get the training for the whole branch actually, because then the federal VET 
diploma is not a diploma linked to one company. It is a diploma linked to the profession 
and nationally recognized.

So what are the features? So how does it work? So for the young boy or the young girl, 
the young student, it is very important to have an apprenticeship contract with the 
company. So this is the condition to start an apprenticeship. So with fifteen, sixteen 
years, the young students they have to write their CV. They have to write the application 
to do interviews with companies and hopefully to get an apprenticeship contract. Well 
the company has the duty to train the apprentice and also to pay a salary. The salary for 
the apprentice represents about a ten to twenty, twenty five percent according to the 
training year in comparison to a round record. So as I said that apprentices trained by 
the company are rapidly integrated in the production and commercial process. The 
company needs a permission so as to have certain infrastructure and also the 
instructors who take care of the apprentices. They have to visit the course so they get 
the training. How to communicate with the apprentices? There are some big issues, 
communication aspects and so on. 



And yeah capacity of course of the teachers is very very important. You can have the best 
curriculum. But there is not the implementation at school and also at the company either make 
any sense. And everything is based on situation that means on real situations, so everything 
that is learned at the company and at the school is based on real situation. It’s coming from 
business. 

These apprenticeships are based on a public-private partnership. This is very important. This 
is also the first article in the VET law in Switzerland. So the first one is the confederations of 
the federal state which it is actually responsible for the specific management and the 
development and also for the the recognition or the approval of the competence standards and 
qualifications standards for each of the two hundred forty professionals in Switzerland. Then 
there are the cantons, the regional authorities. So they run the vocational schools and also 
career guidance services to support the young people in their career choice. 

And last but not least, one of the most important partner is the private sector so represented 
here by professional associations and finally by the host companies. And these professional 
associations they are responsible for the training content. So they define the curriculum. They 
define the qualification standards. And therefore actually one appearance when he has his 
diploma, they have the competences which are requested by the labor market, the company. 
So it’s not ministry who is imposing it. It’s private sector who depends the content which is 
actually approved by the federal state activists.

These systems cost a lot of money about eight billion Swiss francs. And you see it here, the 
confederation of causes is paying. The cantons are paying. But sixty percent is by the private 
sector, so by the companies and the professional associations which mainly represents the 
training and the wages of the apprentices but also some infrastructure and also the salary of 
the instructors of the companies. So there are many reasons why the companies they train 
people. Of course they want to ensure their few staff, the qualification of their staff. There is 
also some tradition, some social responsibility. But of course there is one  important factor, 
also here based on the study that it is financially beneficial for a company to train  their 
employees. And there is just an example here for the professionals here, painter, plumber, hair 
dresser, carpenter. You see here this is highly beneficial for companies to train young people.  
Yeah maybe not in the first year, sometimes after the second year, but after the third year you 
see here that it is beneficial. And as well the same for the three-year, four-year apprenticeship 
trips. Some examples here about the professions.



Apprenticeships in France, Learning from international experience

Speaker: 
Marieke 
Vandeweyer, 
Leader of 
Vocational 
Education 
and Training 
Team at 
Centre for 
Skills, OECD

France is not one of the countries that first comes to mind 
when we say the word apprenticeship, at OECD when we talk 
about leading apprenticeship countries. We are often thinking 
about Switzerland, Germany, Austria, but also Norway, for 
example. We don't necessarily immediately think of France, 
but there's a lot of interesting evolutions happening in France. 
We do have an apprenticeship system, and it has been 
expanded quite rapidly in the last few years. So it's certainly 
interesting to take a look at that, what it looks like and what 
has been changing. Just ready to understand France has two 
different types of a apprenticeship contract, so we would both 
cal l  them fo l lowing def in i t ion that  I  showed you an 
apprenticeship, but they call one an apprenticeship contract 
and the other one, the professionalization contract and 
translating literally, this is on one, probably not the the easiest 
terminology, but this is the literal translation of the two names 
of the contracts. And they both serve a different purpose in a 
sl ight ly  d i f ferent  target  group. So i f  you look at  the 
apprenticeship contract, which is the biggest one of the two, 
it's placing the education system and that's where you have 
the biggest difference that you need to is for apprenticeship, it 
is part of initial educational training. And so it's for those who 

are still in the education system. The age group is 16 to 29, and it leads to formal 
qualifications, either in upper secondary VET or in tertiary education. They last between 
six months and 3 years will go there can be a bit longer for certain groups. The other job 
training component, so the training that takes place in a school or a training center 
accounts for at least 25 %. In terms of the wage that fluctuates between 27% and 100 % 
of the French minimum wage. That brackets kind of depends on at what stage of the 
internship you are in, or the apprenticeship you are in. The second type of program or 
contract in the professionalization contract is for continuous training. So it's for those who 
have already left the initial education system, and they want to engage a further training. 
There's two main target groups here. It's young people younger than 26 who want to re-
enter the education system. And it's also job seekers older than 26. Then it's also open to 
all ages for certain vulnerable populations. In terms of qualifications, you have the same 
set of formal qualifications that you can roll in turn as a professionalization contract, but 
also professional certificates. The duration is a bit shorter, so 6 months to 1 year, although 
again it can be extended. And the off-the-job training component is shorter since 15% to 
25 %. The wage is bit higher, so at least 55% of the minimum wage. Therefore, especially 



this last two characteristic that this contract targets more, those who are up skilling or reskilling. 
So it's more focused on developing your skills on the job, and you get a higher wage reflecting 
the fact that you have already been in the labor market. This is not part of the initial education.
But before I get into the data on the evolution, one important element to raise is that there has 
been a very big reform in France in 2018, which is called the professional future reform, or the 
law to choose one's own professional future to translate literally. It reformed the whole 
professional training sector and have a substantial reforms, also the apprenticeship system.So 
the maximum age was increased for the apprenticeship contract. So the 29 I just 

told you as a maximum age that used to lower before, there have been salary increases for 
certain groups. The maximum and the minimum durations have been changed to make this 
system a bit more flexible. Financial support for employers has been simplified. And in 
general, the whole administrative process has been simplified for employers. Training 
provider markets opened up, so it's now easier to establish training providers to provide 
apprenticeship training. There's more flexibility for ending contracts on both sides and there 
are new governance arrangements as well, which I will talk to a little bit about later. Now, 
this whole reform obviously had important implications for apprenticeship. But at the same 
time, it also gave a lot of attention to apprenticeship. And it clearly has an impact. If you 
look at the data, what you see here is the number of new apprenticeship contracts signed in 
France in every year since 1993 in the public, in the private sector. So you see that almost 
all contracts are in the private sector, you see steady increase over the years. And then 
since 2018, but particularly in 2021. There has been a very large over strong growth in the 
number of apprenticeship contracts that are being signed. Of course this reform has had an 
impact. There hasn't been any research into what exactly caused this large trump, but this 
reform and all the awareness that came with it must have certainly helped. What has also 
held is an exceptional financial support that employers have been receiving during the 
pandemic which I will mention again later on. That can certainly have helped employers in 
providing training, not supporting a little bit into perspective. Unfortunately you don't have 
the most recent data. So what we shall we see here, certainly the lower level numbers. 
Therefore before this big spike in the number of apprenticeship contracts, we do see that 26 
% of secondary students in vocational programs they were in apprenticeships, and almost 6 
% of tertiary students were in apprenticeships.What you need to know is that you can do all 



your vocational programs secondary either, a school-based or apprenticeship or not all of 
them, but almost all of them. And similar in tertiary education, you have the option of school-
based or apprenticeship type. Of course these numbers have gone up and in particular for 
tertiary education, the growth in the number of apprentice contracts has been driven largely 
by new contracts at the tertiary education that also these numbers will certainly have gone up.

But it's important to put this in perspective. We see strong growth, but at the same time, 
apprenticeship represents a relatively small proportion compared to some of the leading 
countries, like Switzerland, Germany, where the large majority of vocational students are in 
apprenticeship contracts, not in tertiary education, but in secondary education. Move to the 
latest numbers. So those how many are they 700,000 more apprentices in 2021? We see 
that 56 % where male students and their share is going down. 81 % of learners in the new 
contracts in 2021, they were older than 18. And indeed, 61 % of contracts are for tertiary 
studies. And that's indeed what I mentioned before that has been going on incredibly fast in 
the last few years. If you look at the type of firms that they are in, so they are 46 % are 
employed with small enterprises. 52 % of the contracts were 18 months or longer, and this is 
going down. So the contracts are getting shorter. And the apprentices are in a variety of 
sectors. The larger sectors is trades and business administration industry, and then 
construction. So quite a diverse group of sectors.If you look at professionalization contracts, 
so this is a smaller, we're talking about a smaller number of students or learners.Large 
majority are the younger age group. You see a steady, slow, but steady increase in last years, 
and then a significant drop in 2019 and 2020. Now, this is not because there's no longer an 
interest in these contracts. It's mostly because of the reform. It's a bit of a mechanical drop, 
because all of a sudden the apprenticeship contracts became more interesting for employers 
than the professionalization contract. There's been a bit of a switch between the two and 
that's again also contributing to the strong growth we've seen in the apprenticeship contracts.

In terms of the profile of the learners, again, there's more male students than female , 
although the difference is a bit smaller here, 45 % of learners in the new contracts since 2021. 
They were older than 26. So these are your job seekers and those vulnerable groups like I 
mentioned. 39 % of new contracts for tertiary, educated individuals. So those who already 
have a tertiary degree and this is going down. So we see that the new ones have lower 
education levels than before. Again, quite a big share in that are working with small 
employers, 48 % of the contract over 12 months or longer. So clearly quite a bit shorter than 
the apprenticeship contracts. In terms of the sectors here, again, you see quite a diversity, 
but now the business administration sector being the biggest one.Now, in terms of labor 
market outcomes, this is of course always, always the interesting part. And France actually 
has a very good tracer survey, which is translation to generation survey. It's kind of follows 
course of graduates from initial education to see how they are doing in the labor market at 
specific times after their graduation. And this allows us to compare those who did the school-
based option and those who did their apprenticeship option. And, you can see clearly on the 
right that they do better in terms of having a lower unemployment rate and slightly higher 



wages. This is true for all levels of education, and you can also see that in the first job, when you 
asked him about their first job. You see that those who did an apprenticeship, they are more likely 
to have worked as a permanent employee in their first job and to have had their first job, matching 
the training that they did so. Clearly an advantage in the labor market for those who did an 
apprenticeship. Then one aspect that I also wanted to highlight is the financing of the 
apprenticeship system in France. The employers, they pay of course the wage of the apprentice, 
and then the training that is of the job so the train happens in the training centers. That is funded 
primarily through tax paid by employers. So the training in the centers is free for the students. The 
funding for the centers comes mostly from taxes. Employers they pay an apprenticeship tax, which 
is calculated as a certain percentage of their salary mass, large employers and pay an additional 
contribution, but only if they employ fewer apprentices. So there's some kind of cut off rate. On the 
professionalization contracts, it's fairly similar. So here the training is funded through the tax or a 
contribution to the financing of continuous training. Indeed, you have a pooling of resources from 
employers that then goes into of the job training. They don't paid directly for the job training of their 
own apprentices. But indirectly, they are the ones training of paying for the another job training of 
apprentices, irrespective of whether or not they hire apprentices.Now, in addition or in return, 
employers do get certain incentives, certain help, certain support to take all apprentices, for 
example, that makes it more interesting for them to take on apprentices, and that can really 
encourage them to do so.

First, an acceleration of social security contributions. Secondly, SMEs, small employers, they get a 
subsidy when you take on an apprentice and under an apprenticeship contract. If that apprentice 
has a lower level of education, so it doesn't the count for tertiary education. And then lastly, there 
has been an exceptional who with subsidy in 2020 and 2021, 2022 for employers that hire an 
apprentice. Now there are certain conditions in place for large employers, but as the means, they 
get this subsidy unconditionally. For professionalization contracts have similar incentives. This 
social security contribution acceleration, an exceptional with subsidy or supplies to this. And then 
in the case of job seekers on a professionalization contracts, there is an additional subsidy from 
the public employment service. One that is more generous for older job seekers than the younger 
ones. The key actors in an apprenticeship are the apprentice himself, the company that is hiring 
the apprentice and the training provider, which the apprentices involve. Of course, the government 
plays a key role in coordinating setting policies, setting these financial incentives, for example, and 
also managing the flow of funding.In terms of the main government players in France, you have 
sectoral skills operators. They redistribute the funds. And you have once the Competences which 
is translate into France competence. It's a new operator. It's a new institution created indirect form, 
kind of as an overarching institution that deals with professional training, not only apprenticeships, 
but also the broader landscape and deals with issues such as financing, quality, etc.

The average apprenticeship contracts, the training is free, and it's financed mostly through the 
stacks from employers. Training providers can public or private, and companies can set up their 
own training centers. This is all because of the reform as well as we liberalize. It opened up the 
training market and now means that it's a lot easier to become an apprenticeship training center. 
That being said you still need to be certified. One of the rules is that you publish as a training 
center, the outcomes of the training. For professionalization contracts, the providers a little bit 
broader that can be in company training centers as long as they are, quite established and well 
established the structure and the various types of external thinking providers.



•Brunei, Ministry of Education

•Cambodia, Ministry of Education, Youth and Sport

•China, National Institute of Education Sciences

•East Timor, National University of Timor-Leste

• Indonesia, Ministry of Education

•Laos, Research Institute for Educational Sciences
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•Malaysia, Ministry of Education
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•Singapore, Nanyang Technological University
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• Academy of Sciences of Albania

• Allama Iqbal Open University of Pakistan

• Azerbaijan National Academy of Sciences

• Central Institute of Pedagogical Sciences of Cuba

• Centre for Educational and Cultural Policy Research of Indonesia

• Cultural Attaché of Saudi Arabian Embassy in China

• Department of Planning, Development and Research in Ministry of Education 

of Brunei

• Education Review Office of New Zealand

• Educational Research Council of Ministry of Education, Youth and Sport of 

Cambodia

• Educational Research Institute of Poland

• ELTE University of Hungary

• Follow-Up and Evaluation Department, Ministry of Education of Egypt

• Free International University of Moldova

• Georgian Association of Sinologists

• Herat University of Afghanistan

• Indian National University of Educational Planning and Administration

• Institute for Research in Education of Bulgaria

• International Association for the Evaluation of Educational Achievement

• International Cooperation and Projects of Croatia

• International Cooperation, Planning Division of Ministry of Education of Singapore

• Kenya Institute Of Curriculum Development

• Korea Institute of Child Care and Education

• Korean Educational Development Institute

• Ministry of Education of Malaysia

• Ministry of Education of Syrian Arab Republic

• Ministry of National Education of Turkey

• Minsk State Linguistic University of Belarus

• Mongolian Academy for Education Development

• Mongolian Institute of Educational Research

• National Institute for Educational Policy Research

• National Institute of Education of Singapore

• National Institute of Education of Sri Lanka

• Nazarbayev Intellectual Schools of Kazakhstan

• Office of the Education Council in Ministry of Education of Thailand

• Philippine Normal University

• Policy Department of Ministry of Education, Youth and Sport of Cambodia

• Qatar Foundation

• Russian Academy of Education

• Russian National Research University“Higher School of Economics”

• State University of Languages and Social Sciences of Armenia

• Suez Canal University of Egypt

• The MOFET Institute of Israel

• Tribhuvan University of Nepal

• Turkmenistan International University for the Humanities and Development

• University of Central Asia

• University of Cologne of Germany

• University of Dhaka in Bangladesh

• University of Jordan

• University of Sains Malaysia

• University of Tehran of Iran

• Vietnam National University Hanoi

• Vilnius University of Lithuania

• Vytautas Magnus University of Lithuania

• Yangon University of Education of Myanmar


