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1. Apprenticeship and Work-based learning in Germany – Status
quo
1.1. Statistical information


Apprentices (by age & sex)
In 2015, there were 522.093 training contracts registered in Germany. 18.864 of them
were extra-company training contracts (mainly school based vocational training with
public funding).
When looking at registered apprenticeship beginners in Germany in 2014, the average
age was 19,7 and approximately 60% of them were male (310.434), 40% female
(207.960). The percentages of graduated male and female apprentices in 2015 remain
the same in comparison to 2014 (male 248.112, female 175.917: 60:40). The average
age of graduates is 22,3. Females are older than males due to gender differences in
educational careers.
(cf. BIBB Datenreport 2016)

Training companies (by size & industry)
The rate of training companies in Germany is decreasing (2013-2014: -0,4%). Between
2013 to 2015 out of a total number of 2.122.802 companies with social security
contributions, 20,3% were registered as training companies (one quarter).
Figure 1 shows an analyses of training company rates differentiated by the number of
employees: For small companies, there is the lowest participation in apprenticeship
rate (16,1 %) – the bigger the company, the higher the rate (shown in figure 1).
Between 2013 and 2015 out of all companies with training places supply only 61,8%
at an average do employ apprentices. Large companies with 200 and more employees
show an average number of 94,8 % in regard to training places supply (micro
businesses 52,4 %). But only approx. 60 % of large companies do employ apprentices
and so do approx. 40 % of the micro businesses (figure 3).
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Figure 1 | Proportion of training companies out of all companies by size (2014)
Source: BIBB Datenreport 2016

Figure 2 | Proportion of training companies employing apprentices out of all companies with training
places supply
Source: BIBB Datenreport 2016
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In figure 3 is shown the apprenticeship rate by industry. The public service, education
and training sector has the lowest rate, the manufacturing industry the highest. Above
average numbers regarding to the employment of apprentices are measured in
industries like e.g. company related services, medical and nursing services and the
public service sector. Below-average numbers of new training contracts do
construction industry and other, personal services have (figure 4).

(cf. BIBB Datenreport 2016)

Figure 3 | Proportion of training companies out of all companies by industry (2013-2015)
Source: BIBB Datenreport 2016
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Figure 4 | Proportion of training companies employing apprentices out of all companies with training
places supplies by industry
Source: BIBB Datenreport 2016

Apprenticeships (by profession)
Summarized for occupational groups of the dual system in professions involving
manual work and work in production there were 199.000 new training contract in 2014
registered. In service occupations 319.000 (primary service: 217.000, secondary:
102.000) (2014). A training in technical profession started 139.000 apprentices in
2014.
A closer look at the various training occupations in the dual VET system of Germany
(in 2014) shows, that the most popular occupations for apprenticeships are motor
vehicle mechatronics technicians (20.706) and office administrators (28.959). Also
popular are e.g. training occupations like specialist for furniture kitchens and removal
service (7.629), specialist for insurance and finance (5.319), legal assistants (3.801)
and digital/ print media designer (3.231).
The school-based training occupations with the highest attendance in 2014 are nurses/
healthcare professionals (23.326), geriatric nurses (23.313), educators (24.144) and
social assistants (17.093).
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(cf. BIBB Datenreport 2016)

Longitudinal data
The training place supply of training companies is increasing in the period from 2010
to 2015 (538.521 – 544.188). The number of unfilled training places shows the same
trend: 19.605 (3,6%, 2010) to 40.960 (7,5%, 2015). The trend of the total
apprenticeship rate is decreasing since 2007 (between -1,0 and -2,4 % depending
on the company size) (figure 5).
The Mathematical placement rate of people interested in apprenticeship in 2015 was
64,9%.1 In comparison to 2009 (64,8%), the rate has remained almost unchanged.
(cf. www.bibb.de/de/4684.php)

The rate of contract resolutions during the first year of apprenticeship was increasing
during the last seven years about approx. +1,5% (same development for probationary
period and after probationary period).
(cf. BIBB Datenreport 2016: 181)


ϭ

The mathematical placement rate stands for the proportion of new training contracts out of all school
graduates (general schools). The number is to be interpreted like this: In 2015, for 64,9% of the school
graduates there was a training place in the VET system of Germany available.
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Figure 5 | Apprenticeship rate: 2007-2013-2014
Source: BIBB Datenreport 2016

In the period from 1992 to 2014, the female share in occupations of sectors like public
services and agriculture sector was increasing considerably. The average age of
apprentices at the very beginning of their training contract increased since 1993 about
+1,7 years; hence, apprentices get ever older when starting training.
In Figure 6 registered new training contracts in the period from 1999 to 2015 are shown
by industry. In the sector of industry and trade and the craft sector the trend is slightly
decreasing over the years:
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Figure 6 | Training contracts: 1999-2015
Source: BIBB Datenreport 2016

Estimates for 2016*
Training places supplies

560.400

Unfilled training places

47.400

Demands on apprenticeship

594.100

Applicants without contracts

20.500

New training contracts

513.000

Supply-demand relation

94.300

*The influence of the refugee/ migration factor remains unconsidered by these structural calculations of
potential developments.
(cf. BIBB Datenreport 2016)
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1.2. Legal Framework
The vocational training sector is legislated by the following instances:
•

the Vocational Training Act (BBiG - Berufsbildungsgesetz) since 1969 (renewal in
2005)

•

for craft trade occupations - the Crafts Code (HwO - Handwerksordnung)

•

Training Regulation & Ordinance on Trainer Aptitude (AEVO)

•

Ordinance Law (statutory law on chamber)

•

Apprenticeship/ Training Contract

•

laws on safety and health at work

•

Vocational Training Promotion Act

By using the term ‘vocational training’ the BBiG refers to the following scopes: training
preparation, vocational education and training (VET), further training and retraining.
BBiG also sets three different types of learning venues which collaborate in the
implementation process of VET: Vocational education and training programmes can
be implemented in 1) economic enterprises and comparable institutions not from the
economic sector like the public service (vocational training) 2) vocational schools
(educational training) and 3) other institutions beyond vocational or educational training
(extra-company training). Textually the BBiG applies to vocational education and
training. Some parts of the apprenticeship are regulated by other laws on different
levels – e.g. the educational training is regulated by federal school laws (see chapter
1.3).
The German Vocational Training Act (2005) regulates e.g.:
•

Performance and outputs of VET

•

Training regulations

•

Contract between training company and apprentice

•

Duties of apprentices, training companies & competent authority (chambers)

•

Remuneration

•

Exams

•

Eligibility of companies to train & suitability of trainers
(cf. BBiG 2005)

Furthermore, the BBiG defines terms like training employer (the corporation who signs
the contract with the trainee), trainer (is responsible for planning training content and
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schedules and for conducting in-company vocational training programmes) and
trainee/ apprentice (the person who undertakes vocational training in a skilled trade or
skilled occupation).
For each state-approved training occupation there is a certain training regulation for
the following elements of the training scheme in order to ensure regulated and
standardised VET’s in the Federal Republic of Germany:
1) title of training occupation
2) duration of training (not longer than 3, and not less than 2 years)
3) profile of training occupation
4) general training plan
5) examination requirements
Furthermore, the BBiG formalises the training employer’s and trainer’s aptitude as well
as the training institution’s aptitude and how to assess these. The act also regulates
the legal relationship between the apprentice and the training employer by the
apprenticeship contract. Here, issues like the following are applicable: justification of
the training relationship, entry in the chamber register, duration of apprenticeship and
daily workload, vacation, trainer’s obligations, apprentice’s obligations, training
allowance, premature termination of employment/ apprenticeship, post-apprenticeship
employment, diploma, settlement of disputes and liabilities.
(cf. AEVO 2015)

1.2.1. Responsibilities
The German Vocational Act was established in 1969 and reformed in 2005. The draft
law was made by the federal government, various parliamentarians and the Federal
Ministry for Education and Research.
VET is legally operationalised on different levels. Legislative power competences have
the Federal Government and the Federal States.
On national level, vocational training can be seen as a part of the economic policy: The competent Federal Ministry in coordination with federal states have the legislative
power on vocational training policy. Impulses regarding to changes in laws and
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regulations come from the Federal Institute for Vocational Education and Training
(BIBB - Bundesinstitut für Berufsbildung), labour unions, employee organisations and
trade associations.
As already mentioned in chapter 1.2, the legislative power for vocational education lies
only at federal state level. The permission and prohibition of being training employer
and trainer is also competence of the federal states.
On regional level, there are chambers for each occupational group. Their
responsibility is to review actions of training companies, institutions, etc. with respect
to the particular legal framework, like training regulations.
(cf. AEVO 2015)

1.2.2. Professions and branches
In 2015 there were 327 state approved training occupations regulated by the
Vocational Training Act and the Crafts Code (BBiG & HwO). These occupations can
be distinguished in different groups: Mono occupations, occupations with a specific
focus, occupations with a specific discipline, occupations with optional qualifications
and occupations with additional qualifications.
(cf. BIBB Datenreport 2016)

Furthermore, there is a classification of training occupations (KldB 2010):
•

10 occupation fields:
o Agriculture, forestry, animal agriculture and gardening
o Manufacturing
o Construction, architecture, measuring and building technology
o Natural Science, geography und computer science
o transports, logistics and safety
o business services, trade, market, hotel and tourism
o business organisation, accounting, law and administration
o health, social issues, teaching and education
o linguistics, literature, social and economic sciences, media, arts, culture
and design
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o military
•

37 occupation main groups

•

144 occupation groups

•

700 occupation subgroups

•

1286 occupation types
(cf. KldB 2010)

1.2.3. Curricula
To ensures apprenticeships fulfilling nationwide standards (quality assurance), in
addition to the legal basis of the German Vocational Training Act, apprenticeship must
be implemented according to the training regulation. For each state-approved
profession, contents and the time structure of the apprenticeship is specifically
regulated by the training regulation. It also defines skills and competences that must
be gained during the apprenticeship including a general training plan.
General training plan
The general training plan is part of every training regulation and is foundation for the
training curricula in companies and individual curricula for apprentices. The general
training plan structures (order of learning modules through a pedagogical approach)
knowledge and skills which are to be acquired. Objectives of vocational training are
described in detail and recommendations to procedures and time schedules are given.
Through the general training plan, the fit accuracy of requirements of Training
Regulations and individual and company related requirements can be checked.
Discrepancies from training plans can be justified by certain working circumstances
within a company.

Operational Training Plan
An Operational training plan is to be developed after the aptitude of a training company
has been declared and has been checked by competent chambers. It is a company
specified training plan, evolved by the trainer on basis of the respective training
regulation and general training plan. Adding further company based useful contents
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and qualifications like specific focusses is permitted and necessary if a company (and/
or sector) needs highly qualified and specialised apprentices/ young professionals -,
OR

new

knowledge

and

skills

because

of

technical

or

organisational

renewals/developments - if there is no detrimental effect on the basic contents of the
general training plan (knowledge and skills required by Training Regulation). Same
with duration of training and order of training modules (if still with a logical and
pedagogical approach).
The Training Plan should also map learning venues (also extra- and cross-company
training) related to certain plan contents.
Individual training plan
It is based on the Operational Training Plan and is elementary part of the
Apprenticeship Contract. Compared to the Operational Training Plan it’s a highly
individual planning about the implementation (duration, learning venues, order of
modules, etc.) of the training for a named individual apprentice. The larger the
company, the higher standardized the training plan often is.
Structured training timetable
To develop and implement a structured training timetable is no obligation but an
advisable action. Hence, the timetable can be individually structured. It determines the
order and schedule of learning/ training venues for apprentices systematically,
considering the current level of knowledge and skills of the apprentice. There is also
an overall structured training timetable, which is very useful for training companies with
more than one apprentice to have an overview about when and where each apprentice
will be trained.

Learning venues’ aptitude
Learning venues are to be assessed by various factors, defined by BBiG - e.g. the
trainer’s aptitude and adequate working conditions for the apprentices. Plurality of
learning venues is a conductive condition for apprentices/ young professionals; while
the company is still the most important learning venue for work based learning (see
chapter 1.3.5).
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(cf. AEVO 2015)

1.2.4. Remunerations
Apprentices in Germany do not get wages but remunerations. There is a legal claim
for a remuneration of their time they spend on the training regulated by the German
Vocational Training Act. The apprentices must be able to cover their costs of living.
The monthly remuneration for each training year of apprenticeship increases year by
year. There are small regional differences towards as well as significant differences
between sectors. This effect is due to the fact, that for each economic sector in different
regions tariff partners (employees and competent trade union) make an agreement on
the numeration of apprentices.
The average wage for apprentices’ remuneration in Germany 2015 was 826,00€
(gross) per month. (In comparison, the low-income earner threshold in 2015 was
325,00€ per month.) If the apprentices’ remuneration is not more than 325€ the training
company must pay the total social insurance contribution plus – if necessary –
compensate the apprentices’ income tax. For the group of apprentices there is no
minimum wage because they receive remunerations instead of a salary/ wage.
(cf. BIBB Datenreport 2016)

The right to development of one's personality in a social constitutional state like
Germany guaranties the citizens the chance to realise individual educational efforts.
Therefore, there is a state training grant to support apprentices’ livelihood regulated by
a given law (education advancement grants - BAföG). Apprentices can apply for this
grant and receive a monthly monetary support in addition to the remuneration, if certain
criteria are fulfilled (apprentices don’t live with their parents etc.). This, however,
applies to a minority of apprentices. Those who do their apprenticeship in form of a
school-based IVET do not receive any remuneration (because they only concluded a
contract with the school) and can also apply for a state grant.
(cf. AEVO 2015)
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1.2.5. Formal and qualificatory requirements for trainers
The in-company mentor is responsible for planning the training content and schedules
and for conducting in-company training programmes. In Germany, it is distinguished
between a) qualified trainers and b) training officers.
A) Trainers have to proof by law their personal suitability, their professional
competence and they need to have ordinance on trainer aptitude. As to the latter, this
includes pedagogical suitability, a professional qualification relevant to the job trained
as well as work experience. Chambers provide curses for people to obtain ordinance
on trainer aptitude.
B) Training officers only need to proof personal suitability and professional
competence. They often overtake significant training tasks but don't have the overall
responsibility. A training company needs to have a certain number of qualified trainers
(the number is regulated by law). Hence, a company is not eligible to train with training
officers only.
(cf. AEVO 2015)

1.2.6. Assessment
The examination system is regulated by the German Vocational Training Act (BiGG).
The apprentice is entitled to receive a certificate of a successfully completed training
(in English and French if needed). After completion of training the apprentice must pass
the final examination. The exam consists of a combination of written exam and practical
test. It is conducted by the relevant chamber, which is also responsible for setting
training examination regulations in collaboration with the audit committee and the
Federal Institute for Vocational Education. If the apprentice does not pass the exam
there is an option to repeat the exam two times. The examination subject is to proof
the apprentices’ skills and knowledge related to the profile of the particular training
occupation. The apprentices are examined by the relevant occupation chamber. The
requirements to be accepted for the final examination are the following:
•

duration of apprenticeship is completed

•

written training certificate / evidence of formal qualifications

•

training relationship is registered in the Register of Initial Training Contracts

•

participated in vocational school
17












During the apprenticeship, apprentices undergo a midterm test. The results have no
consequences for apprentices. The aim is a review for the learner and the training
company on the apprentice’s learning level. If the apprentice is not tested by a midterm
test, the final exam is structured in two parts on different dates.

1.3. Institutional Framework/Involvement of Stakeholders
Vocational education and training policy is part of the work of competent federal
ministries (most important: f. m. of education and research | f. m. for economic affairs
and energy) in coordination with the regional states government. The Federal Institute
for Vocational Education and Training (BIBB), social partners like labour unions,
employee organisations, trade associations and chambers play an important role
regarding to impulses on developments and monitoring stakeholders in the field of
VET.

1.3.1. National authorities
VET has an impact on the economic development in a state, hence VET policy is part
of the economic policy. The federal government has the legislative power in the field
of vocational education and training policy and has used this competence to release
the vocational training act in 1969.
The vocational training act is amended by various ordinances of the federal
government, e.g.:
•

training regulation for each occupation

•

ordinance on trainer aptitude (AEVO)

•

regulations on advanced vocational training

Furthermore, the federal government is responsible for labour law, works constitution,
occupational safety, employment service and social insurance and has enacted
various laws in these areas.
The vocational training act has assigned tasks to the federal institute for vocational
education and training to be the reference institute for all stakeholders in the field of
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VET and to be practice-science interface. The institute should also have a rational
conscience of federal government’s tasks and responsibilities
(cf. AEVO 2015)

1.3.2. Regional/local authorities
The state government implements a national committee for education (regulated in
vocational training act). This committee is advising the state government regarding to
questions of vocational education and training. The national committee for education
sets its focus on a highly standardized and consistent vocational training. Therefore,
the committee is interested in the cooperation and collaboration between training
companies and vocational schools and supports the quality of VET.
The state governments responsibility is to regulate and monitor the school system
(general schooling and vocational schooling). To ensure the standardization of the VET
system - despite the variety of the state based education acts – there is a coordination
process between the federal/nationwide standardized training regulations and the
framework curriculum of the states, which form the basis of education at vocational
schools (statewide).
Furthermore, the state government is competent to prohibit employing and training
(apprenticeship) if the companies’ or trainers’ aptitude is not verified (to be commented
by chambers and involved parties). The trainers’ aptitude can also be awarded to a
person, who is officially not aptitudes to train apprentices (revocable; to be commented
by chambers).
Representing the state government, the government trade supervisory board
monitors training companies and vocational schools to ensure compliance with the
provisions relating to the youth health and safety at work act and the maternity
protection act.
In context of VET administrative offences occur (vocational training act; crafts code;
youth health and safety at work act; maternity protection act; labour law; federal law
on child benefits; works constitution act) and are prosecuted by the regional public
order office.
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(cf. AEVO 2015)

1.3.3. Social partner institutions (Chambers, Trade Unions)
On regional level there are chambers for each field of occupation with various
responsibilities in the areas of preparation of VET, regulation competence (e.g.:
training certificate, early admission to final examinations, crediting of training time, final
training examination regulations and examination regulations for advanced vocational
education, trainer examination regulations, training and examination for disabled
persons, rules of procedure for the conciliation committee), implementation of
examinations and monitoring as well as supporting training companies. The chambers
as the “competent body” are one of the main institutions for companies in receiving
support. Furthermore, the competent body maintains a register of initial training
relationships for recognized training occupations in which the essential stipulations
each training contract is entered (for further information see chapter 2.1.2).
Within the chambers there is a committee of vocational training (consisting of
employers, employees and teachers), which is responsible for enactment of
regulations.
(cf. AEVO 2015)

1.3.4. VET Institutions (Colleges, public or private VET providers)
In the dual VET system training companies and vocational schools are complementary
to each other. They function as partners in the qualification process of apprentices.
Vocational Schools are providing part-time instruction in general and vocational
subjects to trainees receiving vocational education and training within the dual
system. (Hence, the most applicable term is part-time vocational school.)
The training venue is the class room. Central learning objective in vocational schools
is to demonstrate processes and mechanisms in a theoretical way and to link theory
and practice components. Therefore, vocational schools use shop floors, laboratories
and training offices (on site). To teach an apprentice successfully, a proficient
coordination between training companies and vocational schools is necessary. Hence,
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the German vocational training act formalises the requirement of the cooperation
between learning venues in terms of the assurance of training quality.
As described in the former chapters, the framework curriculum forms the basis of
education at vocational schools (domain of the regional states government). Still the
training partners need to coordinate which learning objectives are taught by whom and
when - based on the general training plan.
(cf. AEVO 2015)

Apprentices usually work three to four days a week and go to vocational school one to
two times a week (the number of days spent in the company and school depends on
the training occupation type and the apprenticeship year). Alternatively, the education
at vocational schools can be implemented in a block. It means in effect, that the
apprentices spend eight weeks at vocational school and in that period no day at the
training company.
For some training programmes in-company training is combined with extra-company
training unit (up to four weeks a year). Training companies organise this collaborative
training networks if they lack certain resources to meet different criteria of the training
plan (mostly small businesses and highly specified businesses).
(cf. Bq-Portal 2017: https://www.bq-portal.de/db/berufsbildungssysteme/5320)

School-based initial vocational education and training
Beyond the dual VET system, the school-based type of VET is the equivalent second
pillar of the VET system in Germany. Here, the only learning venue is the school. The
training is regulated by the German Vocational Training Act and the Crafts Code.
Occupations of sectors like health and social affairs are in some instances regulated
by special laws (e.g. Nursing Act).
(cf. BIBB Datenreport 2016)

In the school-bases IVET training occupations are taught exclusively in a school
context without in-company training (full-time vocational schools | e.g. specialised
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vocational schools for education, healthcare and social service occupations). Still the
apprentices have to do internships in the training occupation context.
(cf. bpb 2017: http://www.bpb.de/politik/innenpolitik/arbeitsmarktpolitik/
187851/schulberufssystem?p=all)

In 2014 there were 210.032 apprenticeship beginners in full-time vocational schools
(school-based IVET). In comparison to 2005 a negative development of -2,7% can be
observed.
(cf. BIBB Datenreport 2016)

There are interesting numbers when comparing apprentices in school-based trainings
and the dual system: More females start a school-based apprenticeship (approx. 70%
towards 40% of the males). There is also a difference regarding the age, when starting
an apprenticeship: The average age of apprentices starting VET in the dual system is
two years younger (20,4 years) than the age of school-based apprenticeship beginners
(22,5 years). This phenomenon can be explained by the education level, which is at
average lower, looking at dual training starters.

1.3.5. Companies
Companies are the main actors in the dual system of VET in Germany. This is reflected
in the fact, that company-based trainings have the prevailing majority in relation to
school-based trainings plus the fact, that apprenticeship contract are signed between
the apprentice and the training company – not the vocational school. How many
companies supply training places is described in chapter 1.1. In 2014, there were
481.136 new training contracts for a vocational and educational training in the dual
system (regulated by the German Vocational Training Act/ Crafts Code) towards
166.407 School-based VETs (health care, education, teaching and social affairs
regulated by federal law or regional state law.
(cf. BIBB 2016)

Training companies must meet various criteria on different levels to get the permission
to hire and train apprentices: 1) The company training centre must be suitable
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equipped and 2) the needed supply of skilled labour with the requisite qualifications
and pedagogical training skills must be ensured (trainer). Furthermore, for each
apprenticeship there must be one to two specialists in the certain field of training
occupation (for two apprentices three to five/ for three apprentices six to eight
professionals). 3) The trainer must proof its personal and professional aptitude (e.g. at
least one year of working experience). As well the training employer (who does not
train the apprentice) must proof its personal aptitude in the intercourse with learning
people.
(cf. AEVO 2015)

1.4. Financial Implications
1.4.1. Cost responsibility
Summarized for Germany there were total costs of 25,6 Billion Euro in the training year
2012/13. The revenues came up to 17,9 Billion Euro. Hence, it results in total net costs
of 7,7 Billion Euro for apprenticeships in Germany.
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Figure 7 | Cost Responsibilities: in-company Training
Source: BiBB 2017: https://www.bibb.de/de/11060.php

The major share of cost responsibilities do the training companies have (78,2%). In the
training year 2012/ 2013 the average gross costs a company invested in training were
17.933 € per apprentice. The largest share is related to personnel costs for the
apprentice, like remuneration and social security benefits (11.018€, 62 %).
Approximately 4.125 € (23 %) were invested in the training staff, working material costs
(925 €, 5 %) and other investments like learning materials and administration (1.866 €,
10 %). Though apprentices are learners, they provide work effort and input, so the
training companies have a benefit from their apprentices (approx. 12.535 €).
Companies invest in the apprenticeship approximately 5.398€ per training year per
apprentice.
For 8,8% of the training costs the federal government and regional states carry the
responsibility, because they finance the educational part of apprenticeship: VET
Schools in Germany are mainly financed by public funds of Municipalities, Regional
States, the federal government and the EU.


These expenses of the employment agency are mostly composed of transition
measures and subsidies to training companies.

1.4.2. Public Funding
There is an abundance of public funding for companies, young people as well as for
extern training providers supporting the access to and the successful completion of
apprenticeships. Routine funding is regulated by the Code of Social Law III (SGB III).
Subsidiaries stem from the Federal Employment Agency. In addition, there are several
programs at federal level to support the occupational integration of young people.
Those programs are initiated by the Federal Ministry of Labour and Social Affairs, the
Federal Ministry of Education and Research, the Federal Ministry of Economics and
Technology and the Federal Ministry for Families, Senior Citizens, Women and Youths.
Beyond federal activities, there are also measures at state levels to promote young
24












people. For more detailed information on these measures and programs see chapter
3.
Public expenditure for VET in 2015 was:
•

Federal Ministry of Education and Research: 0,311 Billion EUR

•

Federal Ministry of Economics and Technology: 0,048 Billion EUR

•

Federal Ministry of Labour and Social Affairs: 0,125 Billion EUR

•

Federal states: 7,503 Billion EUR

•

Federal Employment Agency: 0,964 Billion EUR. 2

1.5. National Trends in apprenticeship and/or work-based learning
The development of the numbers of supplied training places from 2010 to 2015 in
Germany is slightly positive (+0,5%). In 2015 the supply was increasing (for the first
time in the period of 2011 to 2015). Looking at the in-company training places, a
percentage increase of +0,8 is shown, whereas the extra-company training places
decreased approximately -7,5%. Thus, for this described positive development only
training companies are responsible.
Only in case of micro businesses (one to four and five to nine employees) the
participation in apprenticeship has decreased: The number of training companies of
this size has dropped by -3,8% in the past 5 years. The number of companies with
more employees increased (up to +1,2%).
The demand on apprenticeships remained stable over the last five years. Hence, the
supply-demand-relation won +0,7 percentages, what means a positive development
especially for the youth. At the same time, the number of unfilled training places
increased. Training companies report about increasing problems regarding to fill their
supplied training places. Between 2013 and 2015 two out of five (42,0%) companies
could not find any apprentice or not enough apprentices for their supplied training
places. In 2015, there were 544.188 training places supplied, from which 41.000
(7,5%) training places were not filled (highest number since 1995). Towards 2014 this
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means an increase of +10,4% vacant training places in companies. 23,8 %, of the large
companies and 46,5 % of micro companies have reported significant problems in
recruiting apprentices.
Furthermore, almost one quarter of all registered apprentices, failed to complete
training for several reasons. In the first year of training, there is the highest rate of
apprenticeship dropouts. However, half of these dropouts sign a new training contract
in the same or a different sector. Hence, 50% of them stay in the VET system (contract
change within the VET system). More than one third of contract resolutions occur
during the first four months (probationary period) of apprenticeship. The highest
dropout quote can be measured in the craft sector. Causes for contract resolutions are
complex and cannot be put in a causal interpretation. Half of the dropouts is initiated
by the apprentice itself. There are assumptions about factors like lower education level
and small-business-structures increasing the risk of dropping out.
(cf. BIBB Datenreport 2016)

(cf. BiBB Datenreport 2016)

Summarized, there are two central developments to be mentioned: 1) There is a
growing number of training companies not finding suitable candidates that are
assessed to possess training maturity on the one hand – and 2) a significant number
of young people interested in training but failing to access the apprenticeship market
on the other hand (20.500 Applicants without contracts in 2015). Due to the fact, that
there is a severe mismatch problem, the importance of those programmes grows that
develop training maturity (hard/soft skills and competences) and/or that give special
(technical, language, social pedagogical etc.) support to apprentices to raise the
probability of completing the apprenticeship successfully (see chapter 3).
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2. Support Services for Companies – Status quo
2.1. Supporting institutions
2.1.1. Public institutions
There are public institutions giving support to companies, foremost the employment
agencies Routine funding is regulated by the Code of Social Law III (SGB III). In
addition, there are several programs at federal and state level. For more detailed
information on these measures and programs see chapter 3.

2.1.2. Social Partnership institutions
The chambers as the “competent body” are one of the main institutions for companies
in receiving support. Amongst the many responsibilities of the competent bodies
belong training consultants giving advice regarding:
•

extra-company training and inter-company training options in the region

•

planning and organisation of apprenticeships

•

coordination between company and VET school

•

providing templates

Chambers also provide further education measures to companies.
Regarding the effectiveness of these services, it appears that the capacities of
chambers are often not sufficient to adequately support all training companies.

2.1.3. Private Institutions
Private institutions do play a role in supporting companies. Often, they are funded by
public money in the context of regional or national programs and measures. Recently,
business consultancies have identified gaps in the markets and start consulting
companies e.g. regarding apprenticeship marketing and recruitment. The support
given is varied. There is no overview on these services and the effectiveness most
likely differs between providers.
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2.2. Statistical data on support services (if available)
No data available.

3. Examples of best practice
In Germany, an abundance of programmes, tools and instruments supports the
promotion of vocational education and training. Only a part can be covered in this
report.
Routine funding regulated by the Code of Social Law III
According to the Code of Social Law III (SGB III), there is distinguished between
measures for the transition from school to work, vocational preparation and for
vocational education and training. Measures include state programs with regular
funding as well as fixed-term programs.
Vocational preparation
A main stakeholder (beyond others) is the federal employment agency that supports
young people in vocational orientation at young age. Measures are: personal
discussion regarding competences and interests, competence assessments as well as
information on job profiles – including those jobs that are less well-known.
Promotion measures and programs
These measures and programs have in common that they are targeted at the
integration of ‘more difficult’ young people. Companies benefit by
•

receiving financial support when participating. Additional costs that arise from
taking on difficult youngsters are partially covered.

•

receiving better oriented, trained and prepared candidates that possess
apprenticeship maturity as well as work experience.

•

getting to know potential candidates in the practical phases when young people
spend time in companies.

•

Receiving expert support regarding social, personal and learning problems of
potential apprentices.
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According to SGB III, there are measures of extended vocational orientation for young
people that have not decided for a profession. These measures are funded by the
federal employment agency as well as schools and training providers.
In order to facilitate the transition from school to dual training for young people with
special need of support (e.g. under-performing pupils), there is a career entry support
program Berufseinstiegsbegleitung (BerEb). It is based on the concept of early and
consistent support through apprenticeship mentors. Support covers the entire
“education chain” from vocational orientation, career choice, apprenticeship maturity,
application procedure and start of the apprenticeship. It ends 6 months after start of
the apprenticeship and thereby, ensures the successful integration.
In order to develop apprenticeship maturity and/or vocational integration, there is the
instrument of Berufsvorbereitende Bildungsmaßnahmen (BvB). They are preprofessional training measures, funded by the federal employment agency and
implemented by training organisations. Measures typically last 10 months and convey
practical experience, insight in different job profiles and contents of the first year of an
apprenticeship. The young people spend up to half of the time in the company to
prepare for training. In addition, an educational institution teaches technical expertise
and social skills. Measures include elements of: vocational orientation, vocational basic
competences, in-company training, basic competences in IT and media, on-desk
training, application training, language development, secondary general school leaving
certificate after returning, mobility training, intercultural training and gender training.
Measures are undertaken according to individual training plans stage by stage up to
the start of an apprenticeship.
Entry qualification Einstiegsqualifizierung EQ (or EQ Plus) is aimed at young people
who have not yet found an apprenticeship vacancy. Under the program, they complete
a six- to twelve-month company internship, which prepares them for a specific
vocational occupation. When admitted to an apprenticeship, the regular training period
can be shortened. Companies can receive subsidies from the federal employment
agency to cover the financial compensation for the internship.
Assisted Apprenticeship (Assistierte Ausbildung, AsA) is targeted at young people with
special need for support as well as training companies. Prior the start of an
apprenticeship and/or during the phases of in-company training young people receive
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support regarding: learning difficulties in theory and practice, language problems,
social problems, problems in the company or with exams. Objective is the successful
completion of the apprenticeship.
Promotion measures for young persons with special need of support
Training companies can from the employment agencies receive subsidiaries to the
apprenticeship remunerations when training young people with disabilities.
Young people can receive assistance provided during the vocational training
(ausbildungsbegleitende Hilfen, abH) in case of the successful completion of training
being at risk. Measures can be: tackling language problems, promotion of practical and
theoretical competences and skills or accompaniment by a social education worker.
Measures are provided by training centres; expenses are covered by the employment
agencies.
Financial support for apprentices
Under certain conditions, young people can receive vocational training grants
(Berufsausbildungsbeihilfe, BAB) from the employment agency when either being in
apprenticeship or in a preparatory measure for an apprenticeship.
Federal and state subsidy programmes
In addition to the routine funding regulated in the Code of Social Law III (SGB III), there
are several programs at federal level to support the occupational integration of young
people. Programs are initiated by the Federal Ministry of Labour and Social Affairs, the
Federal Ministry of Education and Research, the Federal Ministry of Economics and
Technology and the Federal Ministry for Families, Senior Citizens, Women and Youths.
The Federal Ministry of Education and Research has been running the program
JOBSTARTER with the objective of promoting innovative projects that create new
apprenticeship positions or engage companies for the creation of apprenticeship
positions. Initiative Inclusion (Initiative Inklusion), managed by the Federal Ministry of
Labour and Social Affairs, promotes the inclusion of persons with severe disabilities;
objectives entail the creation of apprenticeship places in companies. Promoting Youth
(Jugend stärken), run by the Federal Ministry for Families, Senior Citizens, Women
and Youths, is targeted at disadvantaged young people and persons with migrant
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background that didn’t manage to get an apprenticeship and provides different support
measures.
Programs of the Federal Ministry of Economics and Technology are mainly targeted at
the promotion of (training) companies. E.g. it contributes to the tailored casting of
apprenticeship positions, the integration of foreign workforce, the identification of the
demand of skilled workers, the creation of job profiles and the matching between
training companies and applicants.
Funding programs of the states
Beyond federal activities, there are also measures at state levels to promote young
people. This includes measures promoting the transition of young people from school
to work. Examples are:
The prevocational training year (Berufsvorbereitungsjahr, BVJ) is mainly targeted at
young people without school degree that can be done during the measure. It prepares
young people who do not have a training contract, helping them to choose a career
and providing them with vocational training in the form of full-time instruction designed
to provide an introduction to one or two occupational fields. It lasts one year.
The dual or cooperative basic professional education year Berufsbildungsgrundjahr
(BGJ) is aimed at graduates who are ready for training and have a school diploma but
have not yet found a training vacancy. They attend a vocational school and work at a
company several days week. The goal is to prepare them for a specific vocational
occupation. Participants can be accepted directly into the second year of training.

4. Experience and needs of enterprises: results of the company
survey
4.1. Target groups chosen for survey
The SERFA project launched in own study to investigate in the demands in companies
regarding apprenticeship matters. It was executed by means of a questionnaire in
February 2017 in seven European countries.
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The target group of the survey in Germany were enterprises, with focus on small and
medium sized companies (less than 250 employees according to the definition of the
EU COM) across different industries. The survey targeted at both, companies that
are/were currently or recently providing apprenticeships and at companies that have
never provided apprenticeships. In total, 56 companies completed the survey.

4.2. Statistical Profile of participants
Company size

Figure 8 | Q1: How many employees are currently employed in your company? | n= 56

The majority (66,1%) of surveyed businesses are small and medium sized businesses.
Amongst those, medium sized companies make the largest proportion (33,9%).
Around one third of surveyed enterprises are large companies.
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Current provision of apprenticeships

Figure 9 |Q2: How many apprentices are currently employed in your company? | n=56

The large majority (87,5%) of surveyed enterprises are training companies and
currently employ apprentices. The number of apprentices varies significantly between
companies and is within a range of one apprentice up to the highest category of up to
250 apprentices.
Slightly more than every tenth enterprise does not currently employ an apprentice.
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Provision of apprenticeships in the last five years
Looking at the last five years, it shows that those enterprises that currently don’t
provide apprenticeships have mostly never done so. Only one company has withdrawn
from training in the last five years.
Provision of internships
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Figure 10 | Q3: How many interns are currently working in your company? | n=56

Around two third (67,9%) of surveyed enterprises currently provide internships. The
number of inters per company is – compared with the number of apprentices – rather
low; in nearly three quarters (73,7%) of enterprises with interns the number of interns
is not higher than five. Hence, amongst the surveyed German enterprises, in terms of
quantity apprenticeships are of much bigger importance than internships.
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Sector/industry of business

Figure 11 | Q4: Select sector/industry of business? | n=56

The surveyed enterprises are of 16 industries plus an unknown number summarized
in the categories “Other” and “Other economic services”. Thus, the survey reached out
to quite a large variety of industries. The biggest proportion (17,9%) belongs to the
industry of accommodation and catering. Every tenth company counts to the education
and training sector.

4.3. Reasons for not offering apprenticeships/internships
Representative data, collected by BIBB in 2012/2013 amongst German companies not
providing training3, shows the high importance of two – very different – factors for nonengagement. Lacking need for skilled workers as one of these reasons indicates the
fact that a proportion of companies simply doesn’t see demand in apprentices. Another
main factor is the lack of suitable applicants. This factor affects companies that would
be interested in providing training, however, are prevented due to recruitment
difficulties.
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Figure 12 | Reasons for non-engagement in apprenticeship

The SERFA survey (based on a very small sample) also illustrates a number of
reasons for companies’ lacking engagement in apprenticeships. On top of these
reasons appear:
•

other business priorities: Companies think that they have more urgent tasks
than providing training.

•

high specialisation: This problem refers to companies not being able to cover
the entire training regulation.

•

lack of formal suitability for training: Companies don’t fulfil the criteria (qualified
trainers, suitable training facilities) to train.

•

No suitable training curriculum: Companies think that there is no training
profession that would match their profile.

•

Companies consider costs of training too high.

Interestingly, none of the surveyed companies felt that there would be no benefit from
training and therefore, would not provide training.
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Figure 13 | Q6: What are the reasons why you have not offered apprenticeships in the last five years?
n=9

4.4.

Reasons for training apprentices

In Germany, apprenticeships have a long tradition and enjoy a high reputation.
Apprenticeships are considered as condition for economic growth and wealth. For
individuals, they open promising education and career paths as well as high
employability. Enterprises are used to be active stakeholders within the tradition of
apprenticeship. They hereby rely on a well-established system with an elaborated legal
frame as well as reliable collaborations with the federation, the federal states and social
partners. In 2016, 522.000 apprenticeship contracts were closed. Around a quarter of
German enterprises provide apprenticeships.
In Germany, enterprises participate by their own choice in training; there is no legal
obligation. Therefore, the reasons for participating in apprenticeship is mostly result of
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economic considerations. Enterprises weigh up as to what extent it is economically
worth for them providing apprenticeships. They may decide for providing
apprenticeships when the sum of the expected benefits is higher than the costs that
arise from training. Beyond, other than economic reasons can be of importance too,
such as altruistic motives or social pressure.
Scientific literature usually distinguishes the following motives of enterprises in
participating in training:
Production motive: Here, the productive contribution of apprentices during the
apprenticeship is the decisive component. The integration of apprentices after the
completion of the apprenticeship is often not planned. Re-funding of the training costs
must be realised during the apprenticeship.
Investment motive: Here, enterprises use apprenticeships to meet their (future)
demand of skilled workers. The benefits are seen in the integration of apprentices after
completion of training.
Reputation motive: Here, benefits from providing apprenticeships are seen in
improving the image towards clients, customers, business partners etc.
Screening motive: Here, apprenticeships are considered as an extended probation
period to identify the best skilled workers that will be integrated in the company after
completion of training. Wrong recruitment decisions from the extern job market can be
avoided.
Other motives are the consideration of training as a part of the company tradition or as
an overall social task of the economy. Often, several motives go along and complement
each other.
Studies come to different results as to what exact proportions the above stated motives
exist in German enterprises; however, they agree on the production and investment
motives being the dominating ones.4 A large proportion of German training companies
is willing to take investments in their apprentices. By means of integrating apprentices
after completion of training, significant costs for recruitment and incorporation can be
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saved. Thus, in average 60% of training companies overtake apprentices as regular
employees.
This data is confirmed by a representative study carried out by BIBB in 2012/2013
amongst German training companies. It shows the high importance of apprenticeship
to meet the future need for skilled labour. Data, however, also shows that other than
just economic reasons play a role for the decision to provide training. 5

Figure 14 | Motives of training companies for apprenticeship

The SERFA survey confirms this data. Generally, for the surveyed companies there
are many good reasons to provide training and the benefits seen are varied. Amongst
the reasons, securing skilled staff in general and staff that is trained exactly according
to the needs of the companies are main reasons; nearly all surveyed companies
agreed on these. Other than economic reasons – the company image or responsibility
for the region – also play an important role.
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Figure 15 | Q7: What are the reasons you have taken on an apprentice? | n=47

4.5.

Recruitment of apprentices/interns: Problems, challenges and
needs

Recruitment of apprentices is currently one of the major problems faced by German
enterprises. As stated above, 37% of non-training companies don’t train since they
cannot find qualified applicants. This is one of the leading factors preventing
enterprises from providing training. Another indicator for the significance of the problem
is the fact that in 2015, 41.000 apprenticeship positions remained vacant.6 Especially
SMEs are facing problems to find and hire suitable candidates for their apprenticeship
positions.
Reasons for difficulties in recruiting apprentices are to be found in the demographical
change with a decreasing number of school graduates as well as growing preferences
of young people towards academic career paths. In the recent past, matching issues
have become more significant. This includes the problem that candidates do not fulfil
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the requirements and expectations of training companies and are considered not to be
mature for training.
The analysis of the SERFA survey confirms this picture. Amongst the surveyed training
companies, nearly three quarters express that they have had problems with the
recruitment of apprentices.

Figure 16 | Q8: Did you have any problems with the recruitment of apprentices? | n=47

The SERFA survey shows three main problems faced by companies in the context of
apprentice recruitment:
•

Companies don’t receive (enough) applications.

•

Companies consider skills and competences of the applicants as insufficient.
This refers to different aspects of competences: the practical understanding or
basic practical skills of applicants, the basic school competences of applicants
and/or the personal and social competences of applicants. In a nutshell:
Applicants are not considered to be mature for training.

These results confirm national trends as stated above.
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4.6. Support received
A significant number of companies facing recruitment problems has received some
kind of support in dealing with these issues.

Figure 17 | Q10: Did you receive support in dealing with these problems? | n=30

40% of companies have received support. Amongst the supporting institutions are
foremost representatives of interest, presumably chambers and guilds. 83,3% of
enterprises that have received support as to recruitment problems called upon these
institutions. National authorities (presumable foremost the Public Employment
Service), education and training organisations, other companies as well as regional
authorities play a role for about one third of surveyed enterprises. External consultants
and Skill Brokers gave support to around one quarter of enterprises.
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Figure 18 | Q10: Did you receive support in dealing with these problems. If Yes, please specify | n=18

The type of support received is varied. Nearly three quarters of enterprises have
benefited from support in the placement of applicants as well as from general advice.
61,1% have used information material and brochures. Around one third has received
information or advice on funding opportunities or support in the pre-selection of
applicants.
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Figure 19 | Q11: Which support did you receive? | n=18
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The vast majority (88,9%) of enterprises considered the support received as helpful
and could benefit from it. That’s an indicator of effective services provided.

Figure 20 | Q12: Did you benefit from the support? | n=18

4.7. Need for support
The need for support regarding the preparation and implementation of apprenticeships
is generally rather high. None of the means of support presented to the surveyed
enterprises has been considered as not useful. However, some means have been
considered as more important than others.
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Figure 21 | Q13: What kind of support would you like to receive in the preparation and implementation
of apprenticeships? | n=56

Support regarding the placement of applicants as well as information and advice on
funding opportunities belong to the priorities of the surveyed enterprises; around two
third considers this to be useful. Around half of them would appreciate general advice
as well as support on funding opportunities and the pre-selection of applicants.
Hereby, enterprises would turn foremost to representatives of interest (64,3%),
regional and national authorities as well as education and training organisations (all
46,4%).
58,9% of surveyed enterprises would also like the SERFA project to offer its services
to them.
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Figure 22 | Q14: And by whom would you like to receive in the preparation and implementation of
apprenticeships? | n=56
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5. Conclusion
5.1. In general
German enterprises generally show a rather high interest in providing apprenticeships.
The benefits they gain from providing training are clear; companies know what they
can win. If companies don’t engage in apprenticeships, then for different reasons:
1. Companies think they don’t have a demand in skilled workers. This, however,
is a very short-term perspective. Sooner or later, demand will arise and will have
to be covered from the extern labour market. With the growing lack of skilled
workers due to the demographic change, this strategy will become ever more
difficult especially for SMEs.
2. Companies fail to find qualified applicants. This shows a demand in companies
giving means of apprentice recruitment more importance as well as in
modernising recruitment strategies.
3. Companies are too specialised. This shows a demand in more collaborative
training networks that step in where companies on their own cannot cover the
entire training regulation.
4. Companies think that apprentices too often leave the company after completed
training. This shows lacking awareness of the means of integrating and
committing apprentices/employees to the company.
5. Companies have generally made negative experience with apprentices and
therefore, withdrawn from training. This issue can refer to a bundle of problems
whose origin are not necessarily (solely) the apprentices. Apprenticeships are
realised within relationships between companies and apprentices, and both
parties often contribute to problems. Negative experience may be related e.g.
to recruitment issues as well as to the quality of the provided training.
Looking at the demands expressed by surveyed companies, one further issues has
been expressed:
6. Companies require support on funding opportunities.
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5.2. For the aims and objectives of the project
The SERFA fields of action can be derived from the expressed problems and demands
of companies and in Germany, are as follows:
Regarding issue 1: SERFA could raise companies’ awareness regarding the
changing labour market in Germany and the growing lack of skilled staff across
industries. Providing apprenticeships is one way forwards to tackle this issue which is
why the importance of apprenticeship grows. The sooner companies start providing
training the more competitive they are in the present and future. SERFA could
encounter this problem e.g. by an awareness / information campaign.
Regarding issue 2: SERFA could help raising awareness of the grown importance of
recruitment issues and convey information on how to improve and modernise
apprentice recruitment. SERFA thereby could build on the outputs of the StartApp
project that has developed a manual containing nearly 50 instruments of apprentice
recruitment and an abundance of practical tips and advice in this context.
Regarding issue 3: An option for SERFA would be strengthening collaborative training
networks. There are many ways to do so; however, pre-conditions in partner countries
are very different. Thus, the project needed to find feasible means that would work in
all partner countries and go along with the project budget.
Regarding issue 4: SERFA could tackle the issue by illustrating means of integrating
and committing apprentices/employees. There is an abundance of instruments
available, however, companies often don’t implement them. Raising the awareness for
the importance of retaining apprentices (also to prevent drop-outs during the
apprenticeship) and providing respective tools to companies could be a task of SERFA.
Regarding issue 5: There is a lot companies can do themselves to avoid negative
experience with apprentices and there is a large potential of raising awareness of such
measures. In this context, SERFA could provide material regarding e.g.
•

Designing an effective company training plan and ensure the organisation of
training according to plan

•

Improving apprentice recruitment: better selecting suitable candidates that fit in
the company and have the required hard and soft skills; better adaptation to the
current apprenticeship market and means of taking on low-achieving youngsters
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•



Improving integration: better welcoming apprentices and improving the
induction phase

•

Raising the motivation of apprentices

•

Providing a friendly work environment and suitable facilities

•

Providing qualified trainers

•

Establishing a positive relation between trainer and apprentice (including
feedback culture and conflict management)

•

Defining transparent learning objectives and providing a concept/schedule that
works towards it (including regular reflexions)

•

Improving the cooperation between learning venues (VET school and company)

These are all aspects of apprenticeship quality. In order to tackle such issues, SERFA
could build on the project Berlin Apprenticeship Quality that has developed a quality
concept for in-company training.
Regarding issue 6: There is already an abundance of information and advice
regarding funding opportunities available, provided mainly by chambers and
employment agencies. Developing additional material therefore doesn’t seem to be
useful; however, companies needed to be encouraged to actively seek the information
that is available.
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