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INTRODUCTION 
The Compendium of National Good Practices is the outcome 4 of the VET-EDS project όάEffective 

forecasting as a mechanism for aligning VET and Economic Development Strategiesέ). The essential 

objective of VET-95{ ƛǎ ǘƻ ŎǊŜŀǘŜ ŀ άǘƻƻƭƪƛǘΧ which will help labour market observatories [LMOs] to 

tailor their forecasting activities to the needs of VET actors and economic development audiences in 

their particular region or localityέΦ In pursuing this objective, the project draws from the knowledge 

and regional and national expertise of the project partners, which are LMOs and bodies from the 

Czech Republic, Germany, Italy, the Netherlands, Spain, Sweden and the UK. Through a number of 

standardised case study (longer, more in-depth studies) and good practice (shorter studies) reports, 

each partner has presented the most important examples of good practice which highlight a 

relationship between the forecasting activities of LMOs and economic development in general. These 

case studies and good practice reports have been carried out at both the regional and national level. 

In order to compile and analyse the numerous examples of good practice which have been 

presentedΣ ŀ ά{ȅƴǘƘŜǎƛǎ wŜǇƻǊǘέ Ƙŀǎ ōŜŜƴ ǇǊƻŘǳŎŜŘ ŀǘ ŜŀŎƘ ƭŜǾŜƭ.  

 

This compendium provides a simple overview of all the good practice reports which have been 

produced at the national level, as well as a corresponding compendium compiled from all the case 

study and good practice reports gathered at the regional level (outcome 2). In comparison to the 

outputs describing the regional level initiatives, the Compendium of National Good Practices gathers 

good practice reports currently with no case studies . In Output 5, on the other hand, all the case 

study reports represent a combined database made of the regional and national levels. In all the 

compendiums (outcomes 2, 4 and 5), a ǘŀȄƻƴƻƳȅ ƻŦ ŦƛǾŜ άǘƘŜƳŜǎέ ƛǎ ŜƳǇƭƻȅŜŘ ǘƻ ǎǘǊǳŎǘǳǊŜ ŜŀŎƘ 

compendium, as in Table 1. For reference, Table 1 also lists the case study reports which have been 

produced at the national level. Each theme has a section under which the corresponding good 

practice reports are briefly described.A link to specificAnnexes with the corresponding good practice 

reports are also included throughout this document. 

 

Table 1: List of Good Practice and case study examples according to theme. 

Theme Good Practice 

 
 
 
 
 
 
1 Matching the education with 
employers´ needs 

Hezibi  

Innovation Learning Work (IAL) 
 
 
 

National Register of Vocational Qualifications (NRVQ)  

Swedish National Agency for Higher Vocational Education 
(MYH)  

 
 

VET Plus ς The Dual Course of Study  
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Child Care Professionals ς VET and Labour Market Strategies 
to meet the increased demand in Germany 

2 Forecasting Excelsior  
 

Institute for the Development of Vocational Training of 
Workers (ISFOL) 

3 Sector Specific Training The sectoral skills development framework  

  
4 Integration of socially excluded 
into the labour market 

Labour market activation through a literacy diagnosis 

Skills development for employment of people at risk of social 
exclusion 

Swedish for professionals 
 

Project Prototyping Transfer as Innovative Approach in 
German Labour Market and VET Policy 

Migrant Advisory Committee´s Points Based System (PBS) 

Borderless Employment 

 

Online Learning 

 

Guarnateed Jobs 

 

5 Analysis and Monitoring National Research and Innovation Strategy for Smart 
Specialisation  

 

Regional competence platforms 

 



   

5 
 

Wales Learning and Skills Observatory  

UKCES approach to LMI 

 

Theme Case Studies 

1 Matching the education with 
employers´ needs 

No case study 

2 Forecasting Infoabsolvent  
 

The Occupational Compass (Yrkeskompassen) 
 

3 Sector Specific Training No case study 

4 Integration of socially excluded 
into the labour market 

Work integration social enterprises (WISEs) 
 

The Recognition Act in Germany ς Integrating Foreign 
Professionals in the German Labour Market 

 Companies for work and income 

 

 
5 Analysis and Monitoring  

Scottish Skills Planning Model 

 
 

 

THEME 1: MATCHING THE EDUCATION WITH EMPLOYERS´ NEED   
This theme consists of six examples: one from Spain, Italy, the Czech Republic and Sweden, 

respectively, and two from Germany. There are no national case studies available within this theme, 

and thus the listed Good Practice studies account for all the national examples which have been 

studied within the scope of VET-EDS.  

Nevertheless the examples gathered thoroughout the VET-EDS project demonstrate a crucial need of 

instituting strong links between the providers of education and the demands on the labour market. 

Interestingly, the studied institutions provided examples of initiatives taken from all the main parties 

in the world of work; that is from the world of business (Hezibi in Spain), the trade unions (IAL in 

Italy) and  a variety of other public agents ( all remaining studies). In all the examples, however, it is 

also apparent that each particular institution has relied heavily on formal or informal links to the 
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demand side of the labour market, to succeed with its objectives. Finally,  all the studied Good 

Practices (with  an exception of the IAL in Italy), displayed another common feature. They are still 

rather new initatives and therefore often still in a developmental stage. This developmental cycle in 

itself can be interpreted as a response to growing needs of increasingly qualified VET at the post-

secondary level and above, as often projected for modern economies.  

 

Table 2: Good Practice examples of άaŀǘŎƘƛƴƎ ǘƘŜ 9ŘǳŎŀǘƛƻƴ ǿƛǘƘ 9ƳǇƭƻȅŜǊǎΩ bŜŜŘέ (Theme 1). 

 

Good Practice Description 

Hezibi  ¶ Combines training at VET centre with 
workplace training (apprenticeship). 

¶ New model of work-linked training (since 
2012). 

¶ Resulted as response to request from 
bussiness association. 

¶ Accounts for both national and international 
previous experiences. 

¶ Companies are given decisive role in the 
learning process. 

Innovation Learning Work (IAL) 
 
 
 

¶ Training institute founded in 1955 by one of 
LǘŀƭȅΩǎ ƳŀƧƻǊ ǘǊŀŘŜ ǳƴƛƻƴǎ to promote a better 
protection of work, from the professional 
qualification of workers to the 
competitiveness of enterprises. 

¶ Provides services, activities and training 
programs for both people and organisations, 
on the basis of a network of qualified partners 
in Italy and abroad. 

¶ "Tailored" professional training programs, with 
certified quality through the accreditation of 
14 social enterprises. 

¶ Customised methodologies of teaching are 
implemented through the activation of a 
network of e.g. firms, experts, and institutions 
related to the world of education. 

National Register of Vocational 
Qualifications (NRVQ)  

¶ Public register of qualifications on the labour 
market. 

¶ Continuously updated. 

¶ Based on existing skills needs, as defined by 
practitioners and to promote employability in 
the workforce. 

¶ Enables candidates to gain nationally 
recognised certificates of professional 
qualifications accrued in the world of work. 

¶ Enables comparison with qualifications in 
other European countries. 

Swedish National Agency for Higher 
Vocational Education (MYH)  

¶ MYH is one single national public agency that 
is responsible for all the Higher Vocational 
Educations (HVE) in Sweden.   
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¶ MYH brings together almost all VET-programs 
at the post-secondary level in Sweden. It 
features an innovative approach combining a 
system with publicly-funded programs and a 
άŘŜƳŀƴŘ-ǎƛŘŜέ with external applications. 
Providers of education may be firms, 
municipalities, universities or other 
organisations.  

¶ MYH is constituted to evaluate and ensure 
that the supply of education meets the 
demand from the labour market.  

¶ Providers have to fulfil mandatory 
requirements regarding on-the-job training 
and cooperation with the world of work.   

¶ The quality of HVE in Sweden is high according 
to a recent external evaluation. 

VET Plus ς The Dual Course of Study  Á Combines higher education and VET into one 
study. 

Á Provides the labour market with well-trained 
and highly-educated professionals. 

Á A model to create a better connection 
between the studies and the future 
occupation. 

Á A combination of theory and practice. 
Á A way to meet the demand from the labour 

market. 

Child Care Professionals ς VET and Labour 
Market Strategies to meet the increased 
demand in Germany 

Á Due to a new law, children aged 1-3 years now 
have the right to get a place in a kindergarten 
or a similar professional institution.  

Á This law increased the demand for skilled 
childcare personnel. 

Á The goal then was to increase the number of 
skilled professionals in the kindergartens.  

Á Different initiatives were taken to attract 
people to this profession. 

Á The number did increase and the share of 
personnel with a certified education stayed at 
the same level which makes it successful.  

 

>>>For description of individual practices see Annex 1<<< 
 

THEME 2: FORECASTING 
This theme consists of two Good Practice examples from the Italian context. In addition, three 

national case studies from the Czech Republic όάInfoabsolventά) and Sweden όάThe Occupational 

Compassά)have been produced within the scope of VET-EDS. In all the studied examples, the 

collection, process and analysis of generic forecasted labour market information (LMI),  has been 

provided by public bodies and generally at no cost. To effectively improve on labour market 

efficiency, however, LMI eventually needs to effectively include individual choices of education and 

file:///I:/anv/eu/VET-EDS/Good%20Practice/Compendium/Compendium/Annex%201.docx
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career plans. Not surprisingly, therefore, the studied examples feature easily accessible LMI and a 

comprehensive approach. In addition, the studied examples show a number of different functions 

and related LMI which are provided to complement outright occupational forecasts. All examples 

offer descriptive information on a large number of occupations through web applications. In the 

Swedish case study example, and for a selected number of occupations, this information is also 

available through short films. Excelsior, in Italy, also stands outby providing easily accessible data 

sets, bulletins and more in-depth thematic analysis as well as regular publications on the labour 

market. Interestingly, also Infoabsolvent has been explicitly designed to to increase an interest  in 

technical fields of work in addition to supporting better informed educational choices more 

generally. Finally, several of these good practice initiatives (e.g. Infoabsolvent, ISFOL) offer different 

types of self-assessments tools, in which άskillsέΣ (and not άoccupationsέ), is the elementary domain 

of analysis.   

 

Table 3: Good Practice examples of άCƻǊŜŎŀǎǘƛƴƎέ (Theme 2). 

 

Good Practice Description 

Excelsior  
 

¶ Accessible and free information system on the 
labour market.  

¶ Data and analysis on employment demand 
and required training. 

¶ Very large interview survey (physical or 
telephone) is the basis of regular forecast, 
conducted in each province through the 
network of Italian Chambers of Commerce. 

¶ Several other outputs in addition to the 
forecasts (medium term): open database, 
statistic tables, bulletins and ad hoc (thematic) 
as well as regular publications. 

¶ Broad target group. 

Institute for the Development of Vocational 
Training of Workers (ISFOL) 

¶ Accessible and free information system on the 
labour market. 

¶ Supervised by the Italian Ministry of Labour 
and Social Policies. 

¶ "Skills profiler" and similar tools, providing 
evaluation of individual skills and personality 
with respect to occupations and training. 

¶ Data and information on the labour market 
and occupations. 

¶ Detailed information on the skills required by 
800 different professions, including 
information on knowledge, skills, attitudes, 
activities and work context. 

¶ Forecasts of labour demand in both the short- 
(one year) and medium term (five years) by 
industries, professions and regions. 
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>>>For description of individual practices see Annex 2<<< 
 

THEME 3: SECTOR SPECIFIC TRAINING 
This theme consists of a single example from Australia. Under this theme and at the national level, 

there are no case studies available, and thus the good practice from Australia is the only national 

example which has been studied within the scope of VET-EDS. At the regional level, however, five good 

practice reports and three case studies have been produced. The national good practice report 

describes the Australian model for analysing future demand for skills and for developing appropriate 

educational programs. It emphasises the need for good planning and investment in future skills, and 

in particular the work of Industry Skills Councils (ISCs) is highlighted as a good practice.  

Table 4: Good Practice example of ά{ŜŎǘƻǊ {ǇŜŎƛŦƛŎ ¢ǊŀƛƴƛƴƎέ (Theme 3). 

Good Practice Description 

The sectoral skills development framework  

  

¶ The sectoral approach is a key feature of the 
VET system in Australia. 

¶ Key institutions in the sectoral skills 
development framework are the national and 
state level industry skills bodies. 

¶ Industry Skills Councils (ISCs) bring together 
industry, educators and governments in order 
to create a common industry-led agenda for 
skills and workforce development at the 
national level. 

¶ States have their own industry-led sectoral 
skills development networks. 

¶ Industry Training Advisory Boards (ITABs) are 
autonomous, industry-led bodies that aim to 
ƛŘŜƴǘƛŦȅ ŀƴŘ ǇǊƛƻǊƛǘƛǎŜ ǘƘŜƛǊ ƛƴŘǳǎǘǊȅΩǎ ǎƪƛƭƭǎ ŀƴŘ 
workforce development needs. 

¶ The Australian Workforce and Productivity 
Agency (AWPA) supports the formulation of 
workforce development policy and advice, and 
direct skills funding to industry needs. Its 
members represent industry, employees and 
employers, academia, and providers of 
training and education. 

  

>>>For description of individual practices see Annex 3<<< 

 

file:///I:/anv/eu/VET-EDS/Good%20Practice/Compendium/Compendium/Annex%202.docx
file:///I:/anv/eu/VET-EDS/Good%20Practice/Compendium/Compendium/Annex%203.docx
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THEME 4: INTEGRATION OF SOCIALLY EXCLUDED INTO THE LABOUR 

MARKET 
This theme consists of 8 examples from five countries: one from Sweden, the United Kingdom and 

Germany, respectively, two from Spain and three from the Netherlands. In addition, two three 

national case studies have been produced within the scope of VET-95{Υ ƻƴŜ ŦǊƻƳ {Ǉŀƛƴ όά²L{9άύ ƻƴŜ 

ŦǊƻƳ DŜǊƳŀƴȅ όά¢ƘŜ wŜŎƻƎƴƛǘƛƻƴ !Ŏǘάύ ŀƴŘ ƻƴŜ ŦǊƻƳ ǘƘŜ bŜǘƘŜǊƭŀƴŘǎ όάCompanies for work and 

incomeέ). 

Many of these examples focus on increasing immigration flows as a potential solution in addressing a 

vast skills shortage present in many professions. The first example from the Netherlands explores 

cross-border (Netherlands-Germany) work training and support, aimed particularly at unemployed 

Dutch citizens considering work opportunities in Germany. The second example from the 

Netherlands looks at the growing use of e-learning in provision of training for those furthest away 

from the labour market. The third Netherlands example looks at a variety of supportive meachanisms 

in tackling the unemployment, such as regionally-implemented national programme which guarantee 

so far excluded people places within paid employment across a range of industrial and commercial 

sectors. In the good practice example from Germany, describes a process established to assist foreign 

professionals in having their qualifications formally recognised. In the good practice example from 

Spain, a new customisedliteracy programme is described as a way to springboard people into the 

labour market. The Swedish example describes programs focus on the use of professional Swedish 

language in an attempt to shorten the educational system pathway. It is also an example of an 

integration of newly arrived immigrants into the labour market. Lastly, the UK example shows  a 

specifically design system which uses immigration in reducing skills shortages.  

Table 5: Good Practice examples of άLƴǘŜƎǊŀǘƛƻƴ ƻŦ {ƻŎƛŀƭƭȅ 9ȄŎƭǳŘŜŘ into the [ŀōƻǳǊ aŀǊƪŜǘέ (Theme 4). 

Good Practice Description 

Labour market activation through a literacy 
diagnosis 

¶ Assessment of literacy skills of long-term 
unemployed people followed by design of a 
tailored VET programme  

¶ Targeted to activate the low literate people. 

¶ It starts with customised literacy training and 
then vocational training combined with a 
part- time job within a specific area. 

¶ Response to the view that the VET system 
traditionally has offered the same training 
solutions for all, and thus contributing to poor 
performance by low literate people. 

¶ It requires the cooperation of social 
organisations, training centers, foundations, 
development agencies, etc. 

¶ It reinforces the interrelation between the 
business and educational worlds. 
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Skills development for employment of 
people at risk of social exclusion 

¶ Programme developed to improve the 
employability of the most vulnerable sectors 
of society. 

¶ Model of active participation of all social 
agents involved (business, public 
administration and the third sector). 

¶ The programme is both a monitoring and a 
training tool for the development of the most 
demanded skills. 

¶ Includes tools for objective measurement of 
skills level as well as specific training materials, 
as well as risk profiles including a social 
analysis. 

¶ Online application which allows career 
advisors to automate and manage the 
registration of candidates, their assessments 
and identified skills gap. 

Swedish for professionals 
 

¶ Different courses that focus on professional 
Swedish language, related to specific areas of 
work. 

¶ A way to shorten the path through the 
educational system for newly arrived 
immigrants.  

¶ Target groups are unemployed people with 
none or basic knowledge in Swedish who 
knows which occupation would  suits them. 

¶ The idea is that the learning process of 
professional Swedish will increase the overall 
language skills.  

¶ Two objectives: Reduce the shortage of labour 
in certain areas and shorten the integration 
process.  

¶ A two step programme where the first step 
prepares the individual for a labour market 
training programme.   

¶ The second step is performed within a labour 
market training programme.  

 

Project Prototyping Transfer as Innovative 
Approach in German Labour Market and VET 
Policy 

¶ An approach to gain formal recognition of 
competences and professional skills. 

¶ Comes from the Federal Recognition Act in 
2012. 

¶ Targeting professionals with a foreign degree 
from a non-EU country. 

¶ A way to secure supply of skilled professionals 
in Germany. 

¶ Uses practical work and its assessments to 
gain recognition of competences and skills. 

¶ A way to attract foreign professionals to the 
German labour market. 
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¶ Both regulated and non-regulated 
professions.  

Migrant Advisory Committee´s Points Based 
System (PBS) 

 

¶ Using migration to support the skills needs in 
the UK. 

¶ A way to handle the skills shortages with 
migration. 

¶ A points-based system to modernise and 
strengthen the ¦YΩǎ immigration system. 

¶ The model represents an evidence-based and 
independent approach to the difficult topic of 
migration.  

¶ Led by the Migrant Advisory Committee 
(MAC) that consists of a chairperson and 5 
independent economists.  

Borderless Employment 

 

¶ Aims to have 800 Dutch citizens who live in 
areas close to the German and Belgian border 
get a job just across the border.  

¶ Focus is on cross-border related training and 
support - specifically for their future jobs. 

¶ Participants also have the possibility to follow 
language and cultural courses and they can 
receive on-the-job training.  

¶ The project aims to bring supply and demand 
on the labour market in border areas 
together.  

¶ Builds on existing knowledge of placement 
across borders. 

Online Learning 

 

¶ People with limited labour skills are being 
encouraged and supported into conventional 
work environments. In the past they could 
work at a special firm, with similar colleagues 
and special guidance.  

¶ Governmental organisations are trialling e-
learning to train those furthest from the 
labour market.  

¶ The WORK portal is the most used program 
for these people. It is aimed at improving the 
employeeΩǎ emplyability skills as well as 
labour-specific skills.  

¶ The e-learning program makes those with 
limited labour skills feel more independent, 
proud and included.  
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Guaranteed Jobs 

 

¶ Guaranteed jobs are intended for people 
with limited employment opportunities. 

¶ For this reason a large number of 
supporting measures can be undertaken 
to facilitate the guidance of these people 
towards jobs in regular companies. 

¶ Examples of this are grants that 
supplement the salary value of an 
employee to the legal minimum wage, and 
no-risk insurances in case of illness. 

¶ Another important instrument is the 
support of job coaches providing personal- 
and skills training on the job often for a 
longer period of time. 

¶ A final important element in the approach 
is the use of assistive technology in the 
work area. 

 

>>>For description of individual practices see Annex 4<<< 
 

THEME 5: ANALYSIS AND MONITORING 
This theme consists of four examples from three countries: one from the Czech Republic and 

Sweden, and two from the United Kingdom respectively. In addition, another national example from 

the United Kingdom has been studied within the scope of VET-EDS όά{ŎƻǘǘƛǎƘ {ƪƛƭƭǎ tƭŀƴƴƛƴƎ aƻŘŜƭέ 

case study). The main focus of these studies is placed on monitoring trends and developments in the 

labour market. It concerns the identification of skills shortages (and areas of concentration) that are 

forecasted to be increasingly indemand in the future, as well as the consideration forchallenges that 

are attributable to the specific forecasts and analysis. These issues are closely related to the scope of 

economic growth and development in general, and as such the national examples  provided here 

contribute specific insights  to the understanding of the role of skills supply within the context of 

development.  

The good practice from the Czech Republic highlights a strategy to strengthen the knowledge 

capacity in the country aligned withthe strategic objective of unlocking further development 

opportunities for Czech companies to become less dependant on the import of entrepreneurship 

from other countries. The Swedish example stresses co-operation between different actors at the 

regional level, ǘƘǊƻǳƎƘ ǘƘŜ ƳŀƴŘŀǘƻǊȅ ŜǎǘŀōƭƛǎƘƳŜƴǘ ƻŦ άǊŜƎƛƻƴŀƭ ŎƻƳǇŜǘŜƴŎŜ ǇƭŀǘŦƻǊƳǎέΦ ¢ƘŜ ¦Y 

examples highlight the importance of gathering and analysing data, and disseminating the LMI to 

better align skills supply to the expanding sectors of the economy. The studies also put forward 

specific planning models, with particular emphasis on the importance of using evidence-based input 

when planning.  

 

 

file:///C:/Users/adean/AppData/Local/Microsoft/Windows/Temporary%20Internet%20Files/Content.Outlook/T7AYSAI5/Annex%204.docx
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Table 6: Good Practice examples of ά!ƴŀƭȅǎƛǎ ŀƴŘ aƻƴƛǘƻǊƛƴƎέ (Theme 5). 

Good Practice Description 

National Research and Innovation Strategy 
for Smart Specialisation  

 

¶ National and regional strategy to effectively 
target funds (European, national, regional, and 
private) to promote human capital with 
respect to innovation activities. 

¶ Process of participation of all relevant 
stakeholders through innovation platforms at 
the national and regional levels, and also 
within regional innovation councils. 

¶ The Strategy will be updated every two years, 
mainly in response to changes in the 
environment, progress of addressed activities, 
and barriers to implementation. 

Regional competence platforms 

 
¶ A government commission set up in 2009 to 

establish regional meeting areas (Regional 
Competence Platforms, RCPΩs). 

¶ A way to gather knowledge about the supply 
and demand for labour, in order to facilitate 
efficient matching.  

¶ The RCPΩs are responsible for the coordination 
and cooperation when it comes to labour 
market issues on a regional level. 

¶ Cooperation between organisations and 
stakeholders concerned with labour market 
issues are crucial. The RCPΩs have made the 
cooperation easier. 

¶ A good way to produce and disseminate LMI 
on both regional and national level. One 
successful LMI is the long-term forecasts on 
education and training.  

¶ Many different actors involved in the RCPΩs, 
such as education providers, regional and 
national authorities and representatives from 
different industries.  

 

Wales Learning and Skills Observatory 
 
 
 

 
 

¶ A national LMI observatory  

¶ Provides data, information and intelligence 
on Welsh labour market,including education, 
learning and skills sectors.  

¶ Most of it is virtual. 

¶ Follows the Skills Implementation Plan (SIP) 
that has detailed priorities. 

¶ The SIP sets out a key role for Regional Skills 
Partnerships. This in order to identify 
economic challenges and needed skills within 
the workforce.  

UKCES approach to LMI 
 
 

¶ UKCES is publicly funded and led by the 
industry. UKCES offers guidance on 
employment issues and skills in the UK. 
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¶ It is supposed to provide good labour market 
intelligence which facilitates businesses and 
people to make good choices.  

¶ One objective is to maximise the impact of 
employment and skills policies to support 
growth and a competitive skills base. 

¶ UKCES involves employers, trade unions and 
representatives from the Devolved 
Administrations.  

¶ The latest product is Working Futures 2010-
2020. Looks at future jobs and skills supply and 
demand. 

¶ LMI for ALL brings together already existing 
sources of LMI to one place. Makes data 
available and encourages open use by 
websites and applications.  

 

>>>For description of individual practices see Annex 5<<< 

 

 

 

 

 

 

 

 

  

file:///C:/Users/adean/AppData/Local/Microsoft/Windows/Temporary%20Internet%20Files/Content.Outlook/T7AYSAI5/Annex%205.docx
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VET-EDS Good Practice 

HEZIBI- A new model of work -linked training  

PROSPEKTIKER (Raquel Serrano and Eugenia Atin) 

 

Introduction  

In the Basque Country, the work-linked training has its 

roots in the Apprentice Schools promoted by large 

companies during the first half of the 20th century. 

HEZIBI was created in 2012 in response to a request 

made by companies of the Basque Business 

Association about the need to implement a new type 

of vocational training that would allow for the return 

of apprenticeships in companies. This way, thanks to 

the collaboration and consensus of the Basque 

Government, Confebask, companies and VET schools 

and their associations, a new model of work-linked 

training was defined.  

ω This practice reinforces the interrelation between 

the business and educational worlds. 

ω The close relationship between Basque vocational 

training centres and SMEs contributes to fostering 

the competitiveness of SMEs.  

ω The practice directly impacts on the 

competitiveness of the main economic sectors in 

the Basque Country by guaranteeing talent in 

strategic knowledge areas. 

ω It reflects the nature of the Erasmus+ programmes 

in relation to the need of cooperation between 

different actors and establishes a cooperative 

process. 

ω It is an innovative approach for reinforcing the 

strategic importance of training in the work place.  

  

Summary 

HEZIBI is a new model of 

work-linked training which 

promotes a type of training 

that takes place alternating 

periods of time between the 

VET centre and the workplace.  

Its aim is to facilitate the 

student to acquire some other 

skills in order to complete 

those acquired in the VET 

centre, discover the daily 

management of a company 

and acquire knowledge, skills 

and competences needed to 

practise a profession and 

meet the specific needs of a 

company. 

This model takes into account 

both other successful models 

at the international level and 

our own experiences, while 

necessarily adapting it to the 

needs and characteristics of 

the Basque Country. 

This type of work-linked 

training shifts part of the 

learning processes to 

companies, giving them a 

decisive role in the learning 

process. 
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Context and setting   
¢ƘŜ .ŀǎǉǳŜ /ƻǳƴǘǊȅ ƛǎ ǎƛǘǳŀǘŜŘ ƛƴ ǘƘŜ ƴƻǊǘƘ ƻŦ {ǇŀƛƴΣ ǳǇ ŀƎŀƛƴǎǘ CǊŀƴŎŜΩǎ ǎƻǳǘƘ-western border, 

comprising the provinces of Alava, Gipuzkoa, and Bizkaia. Although not a nation, the Basque Country 

enjoys a high level of self-government in matters as important as health, education, research, security, 

housing, employment, economic development or taxation. It occupies a surface area of 7,235 square 

kilometres and is home to 2,169,038 people 

In the Basque Country the work-linked training has its roots in the Apprentice Schools promoted by 

large companies (Euskalduna, Cerrajera, Babcock and Wilcox, La Naval, etc.) during the first half of the 

20th century. These companies needed capable technicians to carry out the imported production 

processes and therefore they opted for training their own technicians through courses that were given 

ŀǘ ǘƘŜ ŎƻƳǇŀƴȅΩǎ ǿƻǊƪǎƘƻǇǎΣ and by using their own equipment, means and methods. This is how the 

apprenticeships began which today have become work-linked training. 

HEZIBI was created in 2012 in response to a request made by companies of CONFEBASK (the Basque 

Business Association) about the need to implement a new type of vocational training that would allow 

for the return of apprenticeships in companies. This way, thanks to the collaboration and consensus of 

the Basque Government, Confebask, companies and VET schools and their associations, a new model 

of work-linked training was defined.This model takes into account  internationally successful models, 

while necessarily adapting it to the experiences, needs and characteristics of the Basque country own 

production fabric. 

The strategic goal of the III Basque Vocational Training Plan is to create an integrated vocational 

training system, impelled by the education system and the labour market. Strengthening the links with 

businesses and the world of production and enabling unskilled unemployed young people to acquire 

certified vocational competences are key objectives of the plan. The programme HEZIBI is aligned with 

the Basque Vocational Training Plan. 
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Description  
In the Basque Country (Spain) the internship programmes have a long tradition, however, the HEZIBI 

programme, which started in 2012,  is worth highlighting in greater detail. HEZIBI promotes a type of 

training that is delivered in a format of alternating periods of time between the VET centre and the 

workplace. Its aim is to support students in acquisition of some addittional skills which complement 

those acquired in the VET centre. The programme helps students to discover the daily management of 

a company and acquire knowledge, skills and competences needed to practise a profession while 

meeting the specific needs of the company. 

HEZIBI is aimed at young people aged 16-30, registered in Lanbide, the Basque Employment Service. 

The work done by the student in the company must be closely related to the professional profile of 

their training cycle. Students will acquire technical and soft skills in both the VET centre and the 

company. 

It is an employment contract-based model whereby the students become trainees, with all of the rights 

and obligations this entails, and for which they will receive the corresponding salary. 

Due to an affordable cost  companies actively participate in the training of the current and future 

workers. The reduction in social security contributions and the receipt of additional funding to allow 

the teacher to devote time to coordinating and scheduling the ǎǘǳŘŜƴǘǎΩ ŀŎǘƛǾƛǘƛŜǎ entices businesses 

to step forward and quickly reap the benefits of having a well-trained workforce. 

This type of work-linked training partially shifts responsibility for training to companies yet giving them 

a decisive role in a design of the learning process. It allows the classroom training to be linked with the 

workplace training to better integrate technical competences and transferable or social competencies. 

At the same time it provides young people with training and work opportunities, and ensures that 

companies have the qualified production personnel they need in both the short- and long-term. 

These general conditions have meant that, in rapid time, Vocational Training in the Basque Country 

has managed to bring together companies, students and teachers, getting all of the administrative and 

legal procedures out of the way. 

The projects generally include one year of training at the school and a one year of work-linked training, 

backed by a oneyear long employment contract. The students do the 1st year of the training cycle in 

the VET centre and in the 2nd year they will alternate between the company (not exceeding 75% of 

the total hours of the agreement) and the centre (not less than 25% of the hours of agreement). 

¢ƘŜ ǎǘǳŘŜƴǘ ƛǎ ǇǊŜǎŜƴǘ ǇǊŀŎǘƛŎŀƭƭȅ ŜǾŜǊȅ Řŀȅ ŀǘ ōƻǘƘ ǘƘŜ ŎƻƳǇŀƴȅΩǎ ǇǊŜƳƛǎŜǎ ŀƴŘ ǘƘŜ school for 

example, 4 hours in the classroom and 4 hours in the company. The training/ learning plan for the 

student is designed jointly by the VET school and the company. This plan has as reference the 

professional degree that the student will obtain. The VET school is responsible for searching for a 

participating company. 

The approach towards teaching and learning processes is constantly evolving. HEZIBI,  is not simply 

adopting models which exist in other countries but instead itis developing its own methods. Therefore, 

throughout the training contract (which lasts for between one and three years, with a maximum of 

75% internship hours in the first year), it has been possible to design a model with the following 

features: 
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ω It is intended for students in the 2nd year of any training course or for people who want to 

obtain a Certificate of Competence, who have volunteered for this type of training, and who 

have been selected by both the ±9¢Ωǎ teacher and the participating company as  sufficiently 

mature and equipped candidates to participate in the programme and . 

ω The work carried out in the company must be associated with the course or certificate for 

which the student is studying, so that they can learn on the job. 

ω During the training time agreed in the contract, students learn and train in the Training Centre 

and in the workplace, with both learning methods complementing one another to acquire the 

skills defined for the Course or Certificate. 

ω It is an employment contract model whereby the students become trainees, with all of the 

rights and obligations this entails, and for which they will receive the corresponding salary. 

ω The company actively participates in the training of the current and future workers, reaping 

the benefits straight away at an affordable cost due to the reduction in social security 

contributions and the receipt of additional funding to allow the teacher to devote time to 

ŎƻƻǊŘƛƴŀǘƛƴƎ ŀƴŘ ǎŎƘŜŘǳƭƛƴƎ ǘƘŜ ǎǘǳŘŜƴǘǎΩ ŀŎǘƛǾƛǘƛŜǎΦ 

The training programme is supported by an agreement between the company, the students and the 

training centre. The company and the student sign an Employment Contract (for training and learning) 

which last at least for 1 year. In 2012, 126 students signed an employment contract, with the 

involvement of 92 companies and 27 VET centres. In 2013, a total of 281 students participated in the 

programme. In 2014, 255 students, 141 companies and 30 VET centres were involved in the project.  

HEZIBI was created to help enhance the vocational training system.As in any process, we must work 

permanently to improve it, adapt it, grow it and innovate it. We must all make an effort to get work-

linked training in the Basque Country to acquire an appropriate size for an advanced economy such as 

ours. 
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Impact and Replicability   
This new method of learning allows the students to acquire technical skills in real environments, to 

improve soft skills obtained within the working environment (responsibility, initiative, teamwork etc.) 

and to become integrated into the labour market at what is clearly a difficult time. It represents a 

magnificent opportunity for the company to select the staff and gradually shape them to meet their 

needs. 

More than 600 students and 350 companies have been involved in this HEZIBI programme. Despite the 

economic situation, the programme has helped to increase the number of companies that , thanks to 

HEZIBI, see an opportunity to plan for and prepare the professional workforce in the short-term. 

For businesses, HEZIBI means being able to get people with a qualification that is closer to their needs 

and processes, as well as improving productivity, motivating employees and earning their loyalty. 

Since work-linked training takes place partially in the company itself, it therfore is a greatplatform 

through which students can acquire the kind of direct and horizontal skills that companies are looking 

for (teamwork, problem solving, adapting to change, intrapreneurship, etc.)On the other hand, it 

reduces the costs of personnel selection and adaptation, while also enabling a much easier transfer of 

knowledge between people of different ages and at different employment/ career cycles. 

We must not forget that this programme is also a quantitative and qualitative improvement of 

employment. It generates gainful employment, as the student works under a contract and gets paid 

by the company. In addition the programme answers the problem of low birth in our region, since the 

work-linked training allows students to access the labour market at an earlier stage and it also 

increases the number of contributors to social security. 

A design of the programme makes it possible to intensify relations between training schools and 

companies, thanks to two key figures in the studeƴǘǎΨ ƭŜŀǊƴƛƴƎ process, the tutor in the school and the 

instructor in the company. A fluid relationship between tutor and instructor contributes to a better 

mutual understanding and new areas of cooperation, as well as a better response to the needs of the 

people. 

Work-Linked Training in the Basque Country is an innovation in the learning process which we 

welcome;, , despite all of the difficulties associated with its implementation. , We believe that after 

further improvement  the programme will continue to benefit everyone involved and society as a 

whole. 

Contact details  

Name: Eugenia Atin 

Position and Organisation: Consultant at PROSPEKTIKER 

Email: e.atin@prospektiker.es  

  

mailto:e.atin@prospektiker.es
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VET-EDS National Good Practice 

IAL Co. Ltd Social Enterprise 

Silvia Dusi  

 

Introduction  
IAL - Innovation Learning Work is the largest  social 
enterprise network operating in the field of professional 
training in Italy.  
The CISL (one of the three main Unions present in Italy) 
founded it in 1955 to promote a better protection of work, 
from the professional qualification of workers to the 
competitiveness of enterprises. The IAL has based its 
structure in labour policies gaining a leadership position in 
providing services, activities and training programs for 
both people and organizations, thanks to a network of 
qualified partners in Italy and abroad. 

Dƛǳƭƛƻ tŀǎǘƻǊŜΣ ƛƴ ǊŜƭŀǘƛƻƴ ǘƻ ǘƘŜ мǎǘ bŀǘƛƻƴŀƭ /DL[Ωǎ 
Congress (Rome, 4-7 November 1949) put a new question 
to the assembly of delegates and to the Italian trade 
union about professional training, qualification and 
specialization of adult workers and apprentices. 

This "explicit function of initiative" started in 1955 during 
ǘƘŜ Ŏƻƴǎǘƛǘǳǘƛƻƴ ƻŦ ǘƘŜ L![Σ ŀ /L{[Ωǎ ōƻŘȅ ŦƻǊ ǘǊŀƛƴƛƴƎΣ 
qualification and upgrading Professional, Culture and 
Social workers.  

Since the beginning there was a strong need to "get in 
this field in specific situations, also to stem the alarming 
impoverishment of qualification in our workforce, and at 
the same time to allow the reopening of an important 
market for woǊƪŜǊΩǎ ŎƘƛƭŘǊŜƴϦ.  

Those can happen through a professional training aimed 
specifically at objectives of "first training, qualification, 
specialization and advanced [...] in favour of apprentices 
and adult workers" and even then assumed to level 
"business, intercompany and outside the company." 

 

  

Summary 

Guiding the young people to 

choose their own way but also 

accompanying learning 

adults, especially in education 

in the transition to new jobs, 

often as a result of crises in 

employment, is a fundamental 

activity for the IAL. The 

identification of qualification 

pathways, upgrading and re-

training, specialization, 

functional to capitalize on the 

talents each of which is a 

carrier, a process is effective 

only if seriously anchored to 

the knowledge of the labour 

market and professional 

needs it expresses. IAL, also 

due to the daily confrontation 

with the many companies that 

have chosen us as a partner, 

can be a decisive resource to 

help one side to recover, 

through training, the large 

mismatch between skills 

possessed and those required 

by the market and on the 

other, to promote and 

mediate the meeting of 

demand and supply of labour 

in the market, in response to 

the demands of relocation but 

also flexibility and 

conciliation, in synergy with 

the network of institutional, 

economic and social. 
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Context and setting   
Some of the economic and institutional changes affecting the Italian labor market have made it clearer 
the need for LMIs and information on the dynamics of labor and employment, in order to support the 
design of effective employment policies and services. 

Flexibility, dynamism and change are factors which characterized the moderd Italian labour market; in 
respect of the past, Italy is experiencing a strong growth in both job turnover, and occupational, 
contractual, and professional mobility. Moreover, the economic crisis emerges with evidence in the 
actual dynamics of labour market, characterized by a substantive reduction of the job opportunities, a 
substantial increase of the unemployment rates and also an increase in the use of termporary contracts 
by the employers. As results, the traditional Italian employment policies, mainly based on the 
safeguard of the lifetime job, are loosing their capacity in responding to the needs of both firms and 
workers, and the attention of decision makers is rather on active labour market policies aimed at 
promoting flexibility and security for all.  

Recent institutional reforms have modifiyed the functioning of the labour market. A comprehensive 
ǊŜŦƻǊƳ ƻŦ ǘƘŜ ƭŀōƻǳǊ ƳŀǊƪŜǘ ǿŀǎ ƛƳǇƭŜƳŜƴǘŜŘ ƛƴ Lǘŀƭȅ ƛƴ ǘƘŜ Ψфлǎ ǿƘƛŎƘ ƎŀǾŜ ǎƛƎƴƛŦƛŎŀƴǘ ŀǳǘƻƴƻƳȅ ǘƻ 
regional governments in these areas of policy. Since the 1990s there has been a significant devolution 
of functions relating to labour market policies and services, which has changed radically the 
relationship between the central government, the regional governments, and local governments1. 
Moreover, the two national laws n.469/1997 and 30/2003, have abolished the public monopoly in the 
provision of employment services opening the labour market to private ς profit and non-profit 
providers (labour market intermediaries), which were to coexist with the traditional Public 
Employment Services (/ŜƴǘǊƛ ǇŜǊ ƭΩLƳǇƛŜgo - CPI)2. Finally, as far as training and employment services 
are concerned, the Italian reform grants to regions wide freedom in the choice of the specific model 
to be adopted for the management and provision of employment services3.  

                                                           
1 Based on the principle of vertical subsidiarity, the institutional-administrative system was re-defined in order to increase 
the local dimension, with the assumption that policies and services would have been more effective if they were closer to 
users, and therefore designed on their specific needs. 
2 !ŎŎƻǊŘƛƴƎ ǘƻ ǘƘŜ ƴŀǘƛƻƴŀƭ ƭŀǿ ƴΦолκнллоΣ ǇǳōƭƛŎΣ ǇǊƛǾŀǘŜ όǇǊƻŦƛǘ ŀƴŘ ƴƻƴ ǇǊƻŦƛǘύ ŀƴŘ άǎǇŜŎƛŀƭέ ŜƳǇƭƻȅƳŜƴǘ ǎŜǊǾƛŎŜǎ - 
universities, foundations, chambers of commerce, secondary schools, business associations, and others - need to obtain an 
authorization at the national level to provide services such as intermediation, temporary work provision, recruitment, 
training, and so on. 
 
3 Public and private providers may seek accreditation at the regional level, and thus become instruments of active policy and 
receive public resources to perform the related necessary activities. Regional governments are bound to create a list of all 
private and public accredited providers of employment services, and to define rules and norms for accreditation and for 
cooperation between private and public providers. The Italian situation assumes that public and private actors learn to 
operate and cooperate in creating networks of policies and services for the '"employability" at the local level, with the aim of 
providing effective quality services to citizens and businesses. 
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Description  

IAL Co. Ltd Social Enterprise 

IAL - Innovation Learning Work offers services and highly competitive "tailored" training programs 

based on efficiency, flexibility and certified quality, guaranteed by the accreditation of 14 social 

enterprises. This requirement is essential for work in the field of publicly-funded education and inter- 

professional funds. 

¢ƘŜ L![Ωǎ ǎȅǎǘŜƳ ǇǊƻǾƛŘŜǎ ƛƴǘŜƎǊŀǘŜŘ ǎŜǊǾƛŎŜǎ ǇƭŀƴƴŜŘ ǘŀƪƛƴƎ ƛƴǘƻ ŀŎŎƻǳƴǘ ǘƘŜ ǊŜŀƭ ƴŜŜŘǎ ƻŦ ǇŜƻǇƭŜΣ 

enterprises and territories to develop growth opportunities looking, at the same time, to Europe where 

the IAL is represented by delegations in Brussels, Stuttgart and Sofia. 

Quality and efficiency, flexibility and rationality, consistency and innovation, growth and participation 

are the foundations of our way of thinking and doing "training". The site is strictly connected with the 

ά¢ǊŀƛƴƛƴƎ ǘƻƳƻǊǊƻǿέ ƳŀƎŀȊƛƴŜΦ 

¢Ƙƛǎ ƪƛƴŘ ƻŦ ǘǊŀƛƴƛƴƎ ǊŜǉǳƛǊŜǎ ǎǘǊƻƴƎ ŀƴŀƭȅǘƛŎŀƭ ǎƪƛƭƭǎ ǿƘƛŎƘ ǘƘŜ L![Ωǎ ƴŜǘǿƻǊƪ ƻŦŦŜǊǎ ǘƘŀƴƪǎ ǘƻ /9{h{ /ƻΦ 

Ltd social enterprise, an historical research centre of Economic and Social Studies sponsored by the 

ICFTU specialized in transformations of industrial relations systems and training policies. 

This is an example of an Effective training focused on the achievement of the main goals. 

An open training that offers solutions and innovative paths to producers, executives and managers 

which are too specialized to find an adequate position in the traditional structure. 

This is why investments in new technologies were increased, developing a range of paths and web-

based services that are provided through our platform for distance education accessible from the 

national portal. 

The dimension of IAL action, the flexible organizing strategies and good practice are considered a real 

added value. 

Customizing methodologies of teaching applied on a daily basis are implemented through the 

activation of a network of collaborations with: 

ω Prestigious firms and consulting companies  

ω Experts in research and development 

ω Authoritative experts from the academic world  

ω Managers and experts in human resources  

ω Institutions related to the world of education (eg. ISFOL) 

ω Project managers and administrators able to manage complex projects 

ω Trainers with proven experience 

The commitment in training has been consolidated trough interventions on cross-cutting themes often 

in accordance with representative organizations, companies and the specialized contribution of our 

partners, especially: 

ω Managers and governance training  

ω Human Resource Management 
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ω Health and safety at work 

ω Equal opportunities  

ω Empowerment 

ω Collective bargaining and development 

ω Customer management  

ω Communication  

ω Marketing 

ω Team building 

ω Data and ECDL 

ω Linguistic area 

ω Management review 

It also supports development strategies of enterprises with regard of the available funds (regional, 

national, communitarian and allocated by inter professional funds). 

Innovation-LearningςWork is an important business partner for companies offering an high quality 

training support in the analysis of requirements and management training.  

The vocational training courses are structured to meet the needs of young people to acquire skills, 
abilities and qualifications spendable in the labour market and the need for workers to maintain and 
constantly update their skills, including in relation to the needs expressed by companies. The 
vocational training system, therefore, includes a set of courses and training opportunities, calibrated - 
also flexibly - because of the profile and needs of the people, confirming its strategic role for the 
promotion of adaptability and employability of young people and workers. 

The profound changes in the labor market determined by the changes in the productive structures of 
the countries, technological development and globalization, have accentuated the weakness of the 
traditional tools of employment policies especially related to the problems of rising rates of inactivity 
and unemployment long-term and, in particular, of the entering and re-entering the market. 

The goal of the European economy and society of knowledge postulates in fact a rewriting of the 
systems of employment and training around the axis of the skills, such as body of knowledge and skills 
necessary to exercise their citizenship, which must therefore be fed and increased throughout a 
lifetime to follow adaptively, not in a subordinate way, the trajectories of a development that wants 
to be economic and social, collective and individual. For this employability - understood as "everyone's 
ability to be employed", i.e., the ability to actively seek work, to find it and to keep it"- becomes the 
common strategic goal of a set of political, educational, labor and welfare, to program and if necessary 
reform from a perspective of efficient integration. 

Promoting employability means overseeing the process of building skills, exercise their professions and 
their relationship with the quality of work, affecting the path of integration of young people into work 
as the one of adult workers. 

The investment in human capital and the adoption of strategies to support learning throughout life 
then are the main ways to improve the quality and labour productivity, participation, integration and 
social cohesion. All institutions, economic and social, including the agencies that operate in the services 
and training for the job should go towards these objectives. 
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To increase the employability is and remains the foundational purpose of the IAL, as a synthesis of a 
strategic mission is anchored in the promotion, for all people, of active participation in the life and 
work and in supporting growth qualified, productive and sustainable enterprises. 

Why it works 

¢ƘŜ L![Ωǎ ǎǘǊǳŎǘǳǊŜ ŜƳŜǊƎŜǎ ŎƭŜŀǊƭȅ ƛƴ ƛǘǎ ŘƛǎǘƛƴŎǘƛǾŜ ŦŜŀǘǳǊŜǎ ǘƘŀǘ ǎǘƛƭƭ ŎƘŀǊŀŎǘŜǊƛȊŜ ǘƘŜ ƧƻǳǊƴŜȅΥ 

ω Work and quality are and remain the centre of our action in its values of independence, dignity 
and freedom. They constitute the major challenge for the trade union through the contractual 
and concerted action it reasserts the irreplaceable function of vehicle of citizenship and 
participation as the basis of our constitutional pact. 

ω A good training is the one focused on the person, the one who speaks the language of the 
promotion, protection, citizenship, trying to translate constraints into opportunities. The one 
which contrasts "poverty" by supporting individual talents in a larger project of helping people 
ǘƻ ǘǊȅ ǘƻ ōŜ ǇǊƻǘŀƎƻƴƛǎǘǎ ƻŦ ǘƘŜƛǊ ƻǿƴ ŘŜǎǘƛƴȅΦ Lƴ ǘƘƛǎ ǎŜƴǎŜ ƛǘΩǎ ƴŜŎŜǎǎŀǊȅ ǘƻ ǳǎŜ ŀƭƭ ǘƘŜ 
resources to make effective choices and being aware of the possible consequences that may 
result for themselves and for the society. 

¢ƘŜ L![Ωǎ ƻǊƛƎƛƴŀƭ Ƴƛǎǎƛƻƴ ǘƘǊƻǳƎƘ ǘƘŜ ȅŜŀǊǎ Ƙŀǎ ōŜŜƴ ŀŘŀǇǘ ǘƻ ǘƘŜ ŜǾƻƭǳǘƛƻƴ ƻŦ ǘƘŜ ŜŎƻƴƻƳȅ ŀƴŘ 
society, with the rhythm and character of industrial development, the changing world of knowledge 
and work, to the demands of younger workers. There was a shift from a standardized, sectored, 
centralized type of market to another specialized, flexible, decentralized and unstructured. 

In this direction also the needs and desires of workers and younger people are changing. Those are 
real needs that need realistic and personalized answers. 

All guidance services, vocational training and matching supply and demand, of training courses about 
work, qualification, requalification and retraining, updating profiles and skills, even at an high level, 
are all available through an e ςlearning procedure. 

Since the beginning our mission has been an effective, open and quality training for people. Facing the 
current challenges our main object is to start from the people and from work finding a stronger ability 
to act with the logic of innovation, to set up a network of services for training and work following the 
efficiency and effectiveness of the "market". At the same time this project requires a real commitment 
to the values of solidarity and attention to the social cohesion. 

¢ƻŘŀȅ ǿŜΩǊŜ ǎǘŀǊǘƛƴƎ ƻǾŜǊ ŀǎ ŀ ǎƻŎƛŀƭ ŜƴǘŜǊǇǊƛǎŜΣ ŘŜƭƛǾŜǊƛƴƎ ƻǳǊ Ƴƛǎǎƛƻƴ ǘƘǊƻǳƎƘ ƻǳǊ ƴŀƳŜ - Innovation, 
Learning, Work - proud of our history and of the professionalism matured In time . Thanks to the 
widespread presence throughout the country and in major areas of 'Europe, the qualified partnerships 
with the business community, university and research system even at the international level. 

 

The IAL system: the regional Co. Ltd 

The Secretary of the Confederation and the USR have started with the reorganization of the entire 
L![Ωǎ ƴŜǘǿƻǊƪ ŀƴŘ ƛǘ Ƙŀǎ ōŜŜƴ ŎƻƴŎƭǳŘŜŘ ǿƛǘƘ ǘƘŜ ǘǊŀƴǎŦƻǊƳŀǘƛƻƴ ƻŦ мп wŜƎƛƻƴŀƭ L![ ƛƴ /ƻΦ [ǘŘ ǿƛǘƘ ǘƘŜ 
title of Social Enterprises. 

The National IAL, turned into joint-stock company with the title of social enterprise, has acquired 10% 
ƻŦ ǘƘŜ /ƻΦ [ǘŘ ǊŜƎƛƻƴŀƭΩǎ ŎŀǇƛǘŀƭ ǎƘŀǊŜ ŎƻƴǎƻƭƛŘŀǘƛƴƎ ƛƴ ǘƘƛǎ ǿŀȅ ǘƘŜ ϦŎƻƴƴŜŎǘƛƻƴϦ ōŜǘǿŜŜƴ ǘƘƻǎŜ 
companies and the architecture "system" IAL. 
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The regional CO. LTD delegates also to the national IAL, beside the representative functions, the 
formation of employees, executive and management functions, coordination of inter- sectarian 
activities as well as a permanent audit on the financial balance sheet of all companies. 

This path of reorganization and rehabilitation has taken as central references all the expressions of 
work, its culture and its values, combining the actualized problems with the priorities of education and 
training. 

 

IAL has as its purpose the promotion of human resources and the development of human potential 

through the medium of education as an opportunity for personal and professional growth. 

In this sense, the IAL main practice areas are: 

ω implementation of training activities, training and retraining, further training or retraining 

ω promotion, organization and implementation of training, cultural and social activities, in 

favour of Italian or foreign workers and migrants in Italy or abroad 

ω implementation of educational activities for young people and adults 

ω information and awareness on the social and economic problems in the labour market 

ω career guidance and matching between supply and demand 

ω carrying out studies, research, testing and scientific and technical assistance, in collaboration 

with institutions and public or private 

ω promotion, organization and participation in conferences, studies and surveys on economic 

and social matters concerning the organization of work and professionalism 

ω elaboration, publication and dissemination of studies and research, and more generally of 

teaching and learning material 

ω participation in activities and initiatives promoted between vocational training institutions, 

including transnational, in coordination with international organizations or nation states 

 

Impact and Replicability  

Since the beginning the IAL was an "institution", the mission has been an open and quality training for 
ǇŜƻǇƭŜΦ CŀŎƛƴƎ ǘƘŜ ŎǳǊǊŜƴǘ ŎƘŀƭƭŜƴƎŜǎ ƛǘΩǎ ƴŜŎŜǎǎŀǊȅ ǘƻ ǎǘŀǊǘ ŦǊƻƳ ǘƘŜ ǇŜƻǇƭŜ ŀƴŘ ǿƻǊƪ by setting up a 
network of services for training. At the same time it is important to keep in mind the innovation but to 
remain faithful to the values of solidarity typical of the trade union action. 

While Economy, society, the world of knowledge and work are changing at the same time the needs 
of people are changing too and gets stronger the need to start again from the work, the value of 
autonomy and dignity. 

Since when the work was considered only "a trade" the IAL has trained thousands of young people, 
workers, citizens, enterprises through these fifty years of extraordinary transformation of the country 
and its culture from the economic and social point of view. The IAL offers paths and growth 
opportunities both professional and personal as a result of the careful listening to the needs and 
expectations of people. This action has become more and more complex, specialized and innovative 
in its methodologies and techniques. 

The belief that a good training is the priority based on the promotion and protection of the person, 
trying to translate constraints into opportunities is the thing that characterize our strategy of work. A 
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belief which is confirmed as we move from an unprecedented economic and financial crisis to a new 
perspective of growth that will be credible, according to the renewed European strategy, if it will be 
"sustainable, smart, inclusive". 

Improving work and its quality is still an ongoing challenge which greater productivity and competitive 
capacity of the entire system of the country depend on. 

This is a challenge giving priority to training in all fields, its value and its quality, not only with respect 
to education but also to society and the labour market, as a cornerstone of a system of safeguards 
intended to support the growth of each person, through opportunities of learning involving "long life" 
and "long wide". 

This system is also able to help workers inside and outside the workplace referring to the model of 
άŀŎǘƛǾŜ ǿŜƭŦŀǊŜέΦ The aim is to consolidate their active policies starting from the supply and demand 
encounter to the demand of labour intermediation, from the orientation training to the continuous 
one. The subsidiary role of social actors is valued trough bilateral agencies and interprofessional funds 
ǿƘƛŎƘ ǊŜǇǊŜǎŜƴǘ ƛƴ ǘƘŜ ǘǊŀŘŜ ǳƴƛƻƴΩǎ ŀŎǘƛƻƴ ŀƴ ŜȄŜǊŎƛǎŜ ŎƻƳǇƭŜƳŜƴǘŀǊȅ ǘƻ ōŀǊƎŀƛƴƛƴƎ ŀƴŘ 
participation.  
²ƘŜƴ ǘǊŀƛƴƛƴƎ ǿŀǎ ŎƻƴǎƛŘŜǊŜŘ ƻƴƭȅ άǘǊŀƛƴƛƴƎέ ǘƘŜ L![ Ƙŀǎ ǘŀƪŜƴ ǘƘŜ ƛŘŜŀ ƻŦ ŦǳƴŎǘƛƻƴŀƭ ǘǊŀƛƴƛƴƎ ǘƻ ƘŜƭǇ 
the devŜƭƻǇƳŜƴǘ ƻŦ ǘƘŜ ǇŜƻǇƭŜΩǎ ǘƻǘŀƭ ŎŀǇŀŎƛǘȅ ǘƻ ǘǊȅ ǘƻ ōŜ ǇǊƻǘŀƎƻƴƛǎǘǎ ƻŦ ǘƘŜƛǊ ŦǳǘǳǊŜ ǳǎƛƴƎ ŀƭƭ ǘƘŜ 
resources, making effective choices being aware at the same time of the possible consequences. 

Our crucial role in the world of work has given us the privilege to grow within the real society among 
young people, workers and closer to the enterprises.  

Listening to their needs and responding to their expectations we have improved the social character 
of our action so we pursued, team up with the trade union work, the compatibility between economic 
growth, well ςōŜƛƴƎ ŀƴŘ ǎƻŎƛŀƭ ŎƻƘŜǎƛƻƴ ŜǎǎŜƴǘƛŀƭ ŎƻƴŘƛǘƛƻƴ ŦƻǊ ǘƘŜ άŎƛǘƛȊŜƴǎƘƛǇέΦ 

Citizenship is challenged today by the labor market, the weak participation of women, young people, 
stuck without real job offers and by the economic crisis that created also difficulties for the 
reintegration of the over 50 in mobility. 

Those are real needs that require personalizedsoultions. Through the e-learning program is possible to 
obtain guidance services and work training matching with supplyςdemand with the aim of 
requalification, skills updating or a complete retraining. 

 

 

 

 

Contact details  

Name:  

Position and Organisation: Crisp 

Email: sede.milano@ialombardia.it 
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VET-EDS National Good Practice 

National Register of Vocational Qualifications 
Vera Havlickova, Marta Sobkova 

Introduction  

The National Register of Vocational Qualifications is a 

continuously built-up public register of all full and 

partial qualifications on the Czech labor market, 

tailored to the needs of citizens and employers. The 

register is a state-sponsored activity fulfilling many 

purposes, such as: 

¶ It enables candidates to gain nationally recognized 

certificates of their professional qualifications 

without having to sit in the classroom. 

¶ It is based on the labour market skill needs defined 

by practitioners and thus contributes to better 

employability of the workforce in the labour 

market and economic development. 

¶ It serves as a framework for initial and continuing 

education and recognition of learning outcomes. 

¶ It enables comparison of Czech qualifications with 

qualifications in other European countries. 

  

 

Summary 

 

The NRVQ is 

an initiative demonstrating a 

good practice in relation to 

streamlining the recognition 

of skills and qualifications. 

It describes the objectives, 

design and processes involved 

in the setting up 

of this national register, 

and the role of institutions 

involved in the process of 

establishing the framework 

for recognising qualifications 

at national level. 

It also provides a link to the 

English version of the 

database of national 

qualifications, which takes 

into account the knowledge 

and skills individuals need to 

necessary demonstrate during 

the process of testing (to be 

awarded a certificate 

confirming the appropriate 

qualification). 

This is a significant step 

towards interconnecting the 

Czech qualifications and the 

European Qualifications 

Framework (EQF). 
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Context and setting   
The chapter comprises of three parts: 

a- Economy, geography  

b- Nature of the VET concerned  

c- Nature of the Economic Development (local/ sector etc.) 

The Czech Republic is a fully-fledged parliamentary democracy, and is one of the faster growing 

economies as well as one of the ten countries that entered the European Union on 1st May 2004. The 

population of the Czech Republic reached a total number of 10,538.3 thousand at December 31, 2014.  

The structure of economy has changed considerably since 1989 when the transformation of social 

system started. The share of agriculture and heavy industry in the economy has decreased while the 

share of services has increased. The share of manufacturing in the economy (Gross Added Value and 

employment) is significantly higher than on average in the EU-28. The business service sector is 

developing rapidly.  

The industrial economy traditions date back to the 19th century. VET that is related to industry also 

has long history and traditions. 

Most of vocational education and training is provided by secondary vocational schools (ISCED 3C) and 

secondary technical schools (ISCED 3A). This upper secondary education is generally open to all 

applicants who have fulfilled the compulsory school attendance of nine years and meet the admission 

criteria (they are usually set by the school director). 

Like most countries in Europe, the Czech Republic´s population is ageing. The total number of 

economically active population is in decline. It is expected that the proportion of the 65+ age group 

will increase from current 16% to 24% by 2030 and up to 32% before 2065. The ageing of the 

population will have impact on particular sectors of education and training4 . The role of adult 

education and training will increase considerably and especially basic and secondary schools are 

already facing the problem of less young students. Secondary VET schools are supported by national 

and regional authorities and by national and European structural funds to develop their capabilities 

for adult education. 

Another way to support the supply of qualifications for the labour market and to reduce the risk of its 

lack from the side of the IVET is recognition of qualifications obtained outside the educational system. 

This system tool has been developed since 2005 within the project Development of the National 

vǳŀƭƛŦƛŎŀǘƛƻƴǎ CǊŀƳŜǿƻǊƪ όάRozvoj národní soustavy kvalifikací ς b{Yέ).  The project has laid the basis 

for the verification of especially skilled crafts and services (ISCED 3C). Within the follow up project 

5ŜǾŜƭƻǇƳŜƴǘ ŀƴŘ ƛƳǇƭŜƳŜƴǘŀǘƛƻƴ ƻŦ bvC όάwƻȊǾƻƧ ŀ ƛƳǇƭŜƳŜƴǘŀŎŜ b{Yέ) they were complemented 

by an appropriate level of qualification to upper secondary (ISCED 3A) and higher level of education 

(ISCED 5). 

 

 

                                                           
4 The education system of the Czech Republic comprises nursery schools, basic schools, secondary schools, conservatoires, 

language schools entitled to administer the state language examinations, and tertiary professional schools. All these 
institutions are codified by the School Act. The highest level of educational qualifications within the education system is 
gained in higher education institutions, which are subject to the Higher Education Institutions Act. 
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Descrip tion  
Reason for inclusion 

The National Register of Vocational Qualifications is bridging the VET sphere and employment in the 

economy. It helps to match both formal and substantive requirements of employers on qualification 

and skills of employees and job applicants. It is a tool for obtaining a state certified document of 

competences and knowledge for job applicants who want their qualifications to be recognised in 

practice or in professions. 

This way the employability of individuals, who lack the right formal education the economy needs, is 

being enhanced. From a macroeconomic point of view, this strengthens the flexibility and adaptability 

of the workforce in the labour market and, ultimately, the competitiveness of the economy. Another 

effect is to strengthen the public's interest in lifelong learning. The implementation of this system in 

the Czech Republic has benefited from experience in other countries - in terms of how to recognize 

learning outcomes achieved by various forms of education. It confirms the transferability of this 

system. 

Type of VET and policy 

There is a traditionally high attainment of upper secondary education (ISCED 3), in particular of 

vocational education in the CR. Vocational education accounts for three quarters of all upper 

secondary education graduates. This type of education is either concluded by a maturita examination 

(ISCED 3A ς 47% of all upper-secondary graduates) enabling further studies at tertiary education level 

or graduating without maturita (ISCED 3C ς 29%). The latter is intended mainly for direct entry into the 

labour market (5). For a long time there has been a decline in interest for vocational secondary 

education and rising interest for general secondary education. Pupils also chose more often secondary 

education with maturita rather than without maturita examination. While the young population 

decreases, the absolute numbers of study places at the secondary general schools (gymnázia) remain 

stable which results in a declining proportion of learners in vocational education  

Adults can take part in any form or level of VET provided within the school system6. As concerns 

training programmes, levels of qualification, curricula, quality assurance and assessment, no 

distinction is made between young IVET students and adults. Most schools offer part time and distance 

courses suitable especially for adults (these courses usually last one extra year). However, the 

participation of adults in these formal forms of study is rather low. 

Target groups 

¶ Interested individuals applying for the recognition of a qualification 

¶ Authorising bodies (mostly other ministries different from the Ministry of Education) 

¶ Authorized persons/bodies (the examiners, ie. persons who verify professional qualifications, 

must meet the competency requirements set out in the assessment standard of the relevant 

professional qualification, and material and technical equipment for the execution the 

exam). 

                                                           
(5) The rest 24 % of upper secondary graduates represent those of general programmes (only ISCED 3A level concluded with 

maturita). 

(6) The so called ΨǎŎƘƻƻƭ ǎȅǎǘŜƳΩ ƛǎ ŀ ǎȅǎǘŜƳ ƻŦ ǎŎƘƻƻƭǎ όǳƴŘŜǊ ǊŜǎǇƻƴǎƛōƛƭƛǘȅ ƻŦ ǘƘŜ aƛƴƛǎǘǊȅ ƻŦ 9ŘǳŎŀǘƛƻƴύ ǿƛǘƘ ǘƘŜ Ƴŀƛƴ ǘŀǎƪ 

of providing formal education to the children and youth leading to a qualification level (IVET). 
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a- Organisations involved and stakeholders (demand and supply side) 

Supply side: 

¶ The Ministry of Education, Youth and Sports coordinates the activities of central administration 

bodies, approve, amend, repeal and publish the list of complete vocational and vocational 

qualifications broken down according to the competences of authorising bodies, approve, 

amend and repeal qualification standards and assessment standards and support the activities 

of the Board materially and financially; 

¶ Authorizing bodies (other relevant ministries) decide on granting authorisation to an applicant 

who is legally entitled to be granted authorisation provided that he/she satisfies all conditions 

for granting authorisation, monitors exams, maintains records stipulated by the law and 

provides them to the National Institute for Education and participates in preparing 

qualification standards and assessment standards. 

¶ Authorized bodies (schools, associations, firms, public or private providers of continuing 

education etc.) assess learning outcomes of learners (exam applicants) regardless of the 

method they were obtained. 

¶ Stakeholders (chambers of employers, associations, representatives of schools and 

universities) participate in preparing qualification and assessment standards. 

¶ National Board for Qualifications is an advisory body of the Ministry of Education, Youth and 

Sports in the field of qualifications. 

¶ National Institute for Education administers the information system NRVQ and in cooperation 

with the National Board for Qualifications, the Ministry of Education, Youth and Sports, 

Ministry of Labour and Social Affairs and other stakeholders prepares qualification and 

assessment standards, submits them to the Ministry of Education, Youth and Sports for 

approval and publishes them on the NRVQ information system at www.narodnikvalifikace.cz. 

Demand side: 

¶ Interested individuals 

How it is organized 

The legal framework for the NRVQ is governed by the act 179/2006 Sb., on the Verification and 

Recognition of Further Education Results. The Act (effective since 2007) defines the National Register 

of Vocational Qualifications (NRVQ) that contains descriptions of qualifications in the form of 

standards for the so called (a) vocational and (b) complete vocational qualifications). In recent years, 

these have been gradually developed nearly 850 vocational qualifications of the total planned 1000-

1100 (state to December 2015). All the so far approved standards and related information are 

published in the NRVQ information system (see English version at 

http://www.narodnikvalifikace.cz/en-us/ ) The English version provides simplified descriptions of 

vocational qualifications. Detailed descriptions of competences as defined in assessment standards are 

available in Czech only (in the Czech version of the portal) 

The development of the NRVQ takes place through the creation of partial qualifications by sector 

councils, in which employers and other actors in particular sectors. The sector councils monitor the 

coverage of their sectors by vocational qualifications and propose, with reference to the National 

System of Occupations and the needs of the labour market, new vocational qualifications as needed.  

http://www.narodnikvalifikace.cz/
http://www.narodnikvalifikace.cz/en-us/
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Picture: Home page of National Register of Qualifications 

 
Source: http://www.narodnikvalifikace.cz/en-us/ 

Any person who has gained certain skills and knowledge in some vocational field may, after meeting 

relevant requirements, acquire a nationally valid certificate of the respective qualification that is 

recognized by the employers. Distinction is made between vocational and complete vocational 

qualifications:  

- Vocational qualification ƛǎ ŘŜŦƛƴŜŘ ŀǎ άŀōƛƭƛǘȅ ƻŦ ŀ ǇŜǊǎƻƴ ǘƻ Řǳƭȅ ǇŜǊŦƻǊƳ ŀ ǘŀǎƪ ƻǊ ŀ ǎŜǘ ƻŦ ǘŀǎƪǎ 

ǿƛǘƘƛƴ ŀƴ ƻŎŎǳǇŀǘƛƻƴέΦ Lǘ ŎƻǊǊŜǎǇƻƴŘǎ ǘƻ ŎŜǊǘŀƛƴ ŎŀǊŜŜǊ ƻǇǇƻǊǘǳƴƛǘƛŜǎ όŜΦƎΦ ŦǳǊƴƛǘǳǊŜ ŀǎǎŜƳōƭȅΣ 

installation of lifts, manufacture of upholstered seats, sports massage, flower arrangement, cold dishes 

catering, production of ice cream, etc.), but does not cover the whole occupation.  

- Complete vocational qualification is defined as a professional competence to duly perform all the 

tasks within an occupation  (e.g. pastry chef, hairdresser, plumber, economist, engineering technician, 

etc.). They are equivalent to qualifications acquired within IVET. 

To obtain vocational qualification, the applicant needs to demonstrate all competencies listed in the 

qualification standard of the National Register of Vocational Qualifications. Verification is carried out 

by means of examination implemented by the so-called authorised persons (often schools)7. Upon 

passing the exam the person gets a nationally recognized certificate of a vocational qualification. 

                                                           
7 Authorised persons are licenced by the so-called awarding bodies, which are organisations of state 

administration relevant to the given field (ministries or the Czech National Bank). 
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Acquiring complete vocational qualifications, that is equivalent to those acquired within formal schools 

system, is more demanding process. It is necessary to acquire all relevant vocational qualifications. 

This allows for the trade licence in the field. If a person wants to obtain also the respective qualification 

level, the same as awarded within IVET, he/she must subsequently pass an examination required for 

the corresponding field of study within IVET (certified by the maturita or vocational certificate) at a 

school. It is so far just rare to acquire complete qualifications in this manner.  

A significant step towards interconnecting the Czech qualifications and the European Qualifications 

Framework (EQF) was the approval of the National Referencing Report by the Czech Government in 

July 2011. As a direct consequence, as of July 2011, all qualification standards for vocational 

qualifications are submitted for approval to the Ministry of Education, Youth and Sports in both Czech 

and English versions. 

Diagram  ς Processes of recognition and validation of learning outcomes 

 

Source: NTF. 

Continuing (vocational) education programmes provided outside of the formal school system usually 

respond directly to the demand of the market. Upon development of programmes existing national 

registers may be consulted, e.g. the National Register of Occupations (www.nsp.cz) or the National 

Register of Vocational Qualifications (narodnikvalifikace.cz). Since 2009, the providers of the retraining 

programmes (accredited within the active labour market policy) must link the content of these courses 

Recognition of learning outcomes scheme 
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to the National Register of Vocational Qualifications, thus, the successful participants can get a 

nationally recognised certificate. 

What worked and why 

The NRVQ has been developed within two projects co-financed by the European Social Fund and the 

state budget of the Czech Republic. The first one concentrated on the design and pilot implementation 

was developed as a project of the Ministry of Education, Youth and Sports in 2005-2008 (The NRVQ 

Development). In 2009 a new project The NRVQ Development and Implementation (NVRQ 2) started, 

was implemented by the National Institute for Education. The second project finished in 2015. 

Both projects strengthen substantially the role of the social partners (especially employers) and their 

involvement in the area of setting the content and structure of qualifications. They also support the 

development of educational programmes leading to qualifications and integration of initial and 

continuing education. 

Constraints 

The demand for the recognition of vocational qualifications in majority of fields develops rather slowly 

due to low awareness and maybe also costs and complexity of examinations. Policy measures are being 

implemented to further promote the system and enhance awareness and it is expected that the 

number of applicants shall increase. 

 

Impact and Replicability  
 

Labour market requirements described in the qualification standards for complete vocational 

qualifications will gradually play a key role in creation and revision of the initial (vocational) education 

curricula too.  

 

 

 

Contact details  

Address: 

bŀǘƛƻƴŀƭ LƴǎǘƛǘǳǘŜ ŦƻǊ 9ŘǳŎŀǘƛƻƴ όbłǊƻŘƴƝ ǵǎǘŀǾ ǇǊƻ ǾȊŘŠƭłǾłƴƝύ 

Education Counselling Centre (Centrum kariérového poradenství) 

Weilova 1276/6 

102 00 Prague 10 
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E-mail : press@nuv.cz; sekretariat@nuv.cz  

 

 

VET-EDS National Good Practice 

HVE in Sweden: Partnership and Quality 

Under a Common Agency 

Victor Tanaka  

 

Introduction  

1. In OECD countries, providers of HVE are an 

increasingly important set of institutions in 

providing professional qualifications to meet 

future labour market needs. 

2. From a national perspective,  

a. from the start MYH has showed 

increasing popularity amongst students 

as well as potential providers; and 

b. quality controls, evaluations, and a 

recent quantitative study show good 

results.  

3. From an international perspective, an OECD 

study emphasizes MYH as  

a. ŀ άǎǳŎŎŜǎǎŦǳƭ ƛƴƴƻǾŀǘƛƻƴέ with άǎŎƻǇŜ ŦƻǊ 

bottom-up and entrepreneurial 

approaches within a publicly funded 

ŦǊŀƳŜǿƻǊƪέΤ 

b. άa model with strong links to employers 

and labour market needs against a 

background in which most vocational 

provision has been very separate from 

ŜƳǇƭƻȅŜǊǎέΤ ŀƴŘ, therefore,  

c. άŀ ƳƻŘŜƭΧ possibly more exportable 

than other models whose success in 

national contexts depends heavily on 

Summary 

In OECD countries, providers 

of Higher Vocational 

Education and Training (HVE) 

are an increasingly important 

set of institutions in providing 

professional qualifications to 

meet future labour market 

needs (Cedefop, 2012). In 

Sweden, since 2009, the whole 

set of HVE programmes has 

been gathered under a 

common state agency (MYH), 

with common rules for, e.g., 

quality control, workplace 

learning, and mandatory 

partnership requirements for 

providers. Potential providers 

are chosen according to 

procedures, and granted 

providers may be private 

actors, municipalities or even 

universities. Following positive 

results from evaluations, and 

increasing popularity amongst 

students and potential 

providers, the number of 

students enrolled in HVE have 

increased considerably. At the 

individual level, a recent 

quantitative study shows 

positive results regarding 

employment and income 

figures for graduates. From an 

international perspective, an 

OECD evaluation stresses that 

MYH is a successful 

institutional innovation that 

may be relatively easy to 

replicate, promoting strong 

partnership on the labour 

market and the provision of 

programmes of high quality. 

mailto:press@nuv.cz
mailto:sekretariat@nuv.cz
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ŘŜŜǇƭȅ ŜƴǘǊŜƴŎƘŜŘ ŎǳƭǘǳǊŀƭ ŜȄǇŜŎǘŀǘƛƻƴǎΦέ 

Context and setting   
The share of people who have attained at least upper secondary education is relatively high in 

Sweden in an international comparison, in total (25-64 years) yet particularly when excluding the 

younger share (25-34 years) of the population. The attainment of tertiary education is high as well 

from an international perspective. Vocational education at the upper secondary or post-secondary 

non-tertiary level is at the OECD average, yet with the male share considerably above the OECD 

average and the female share somewhat below.  

In Sweden, the educational system is rather cohesive up to the secondary school level. Before 

secondary school, students choose and apply amongst a set of national programmes, of which twelve 

are categorized as Vocational Education and Training (VET). At the post-secondary level, there are 

numerous programs of higher vocational education (HVEύΣ ƳŜŀƴƛƴƎ ǘƘŀǘ ǘƘŜǎŜ ŀǊŜ άǇƻǎǘǎŜŎƻƴŘŀǊȅ 

non-ǳƴƛǾŜǊǎƛǘȅ ǇǊƻƎǊŀƳƳŜǎ ŎƭƻǎŜƭȅ ŎƻƴƴŜŎǘŜŘ ǘƻ ƭŀōƻǳǊ ƳŀǊƪŜǘ ƴŜŜŘǎέ όYǳŎȊŜǊŀΣ нлмоΣ ǇΦ млύΦ ¢Ƙƛǎ ƛǎ 

the educational domain of Myndigheten för yrkeshögskolaΣ ǘƘŜ άSwedish National Agency for Higher 

±ƻŎŀǘƛƻƴŀƭ 9ŘǳŎŀǘƛƻƴέ όŦǊƻƳ ƴƻǿ ƻƴ MYH), which is responsible for administrating the provision of 

certified and qualified HVE. In addition, there are also a large number of professional higher 

ŜŘǳŎŀǘƛƻƴ ǉǳŀƭƛŦƛŎŀǘƛƻƴǎ ŀǘ ōƻǘƘ ōŀŎƘŜƭƻǊΩǎ ŀƴŘ ƳŀǎǘŜǊΩǎ ƭŜǾŜƭΦ At all the levels of the educational 

system in Sweden, the vast majority of education is publicly provided and tuition free. To a large 

extent, the supply of educational programmes from the secondary school level and above is 

determined by what Swedish students demand.  HVE programmes are an exception in this respect, 

as MYH is formally stipulated to take labour market needs into close consideration when choosing its 

supply of educational programmes.  

The Swedish economy is export-oriented, with nearly half of its gross domestic product depending on 

exports abroad. The manufacturing industry is thus an important element of the economy, and 

άǘŜŎƘƴƻƭƻƎȅ ŀƴŘ ƳŀƴǳŦŀŎǘǳǊƛƴƎέ ŜƴƎŀƎŜǎ ŀōƻǳǘ ƻƴŜ ƻŦ ǎƛȄ ǎǘǳŘŜƴǘǎ ŜƴǊƻƭƭŜŘ ƛƴ ǇǊƻƎǊŀƳƳŜǎ ǇǊƻǾƛŘŜŘ 

by MYH (Myndighetern för yrkeshögskolan, 2015, p. 15). The public sector is another dominant 

feature of the Swedish economy, and the third largest set of programmes provided by MYH sorts 

ǳƴŘŜǊ άƘŜŀƭǘƘŎŀǊŜΣ ƴǳǊǎƛƴƎ ŀƴŘ ǎƻŎƛŀƭ ǿƻǊƪέΣ ŎƻǾŜǊƛƴƎ мл ǇŜǊŎŜƴǘ ƻŦ ǘƘŜ ǘƻǘŀƭ ƴǳƳōŜǊ ƻŦ ǎǘǳŘŜƴǘǎ 

ŜƴǊƻƭƭŜŘΦ ¢ƘŜ ƭŀǊƎŜǎǘ ǎŜǘ ƻŦ ǇǊƻƎǊŀƳƳŜǎΣ ōȅ ŦŀǊΣ ƛǎ άŜŎƻƴƻƳƛŎǎΣ ŀŘƳƛƴƛǎǘǊŀǘƛƻƴ ŀƴŘ ǎŀƭŜǎέ όом 

percent).   

Description  
Reason for inclusion 

As argued by Kuczera (2013, pp. 12-13), HVE equips a substantial share of the labour force in OECD 

countries with professional qualifications to meet present and future labour market needs. The 

ŎŀǘŜƎƻǊȅ άǘŜŎƘƴƛŎƛŀƴǎ ŀƴŘ ŀǎǎƻŎƛŀǘŜ ǇǊƻŦŜǎǎƛƻƴŀƭǎέ ƛǎ ǘƘŜ one most closely linked to postsecondary 

VET, and while accounting for 15 percent of EU employment, the category is expected to generate 

nearly two thirds of total employment growth between 2010 and 2020 in the EU (Cedefop, 2012). In 

Sweden, as represented by MYH, HVE has been growing for some time now and during 2014 there 

were almost 19 000 individual seats to be applied for. On average, more than two applications were 

received for each seat that could be applied for. In 2015, the national government announced that 

MYH will expand by another 8 500 seats during the next two budget years, explicitly to address skill 
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shortages and match growing  inefficiency on the Swedish labour market (Swedish Government, 

2015).  

In several aspects, MYH appears to stand out as a successful institutional innovation, both in 

comparison with other segments of the Swedish educational system (Lind and Westerberg, 2015) as 

well as from an international perspective (Kuczera, 2013). !ŎŎƻǊŘƛƴƎ ǘƻ a¸IΩǎ ŜǎǘƛƳŀǘŜǎΣ ǿƘƛŎƘ ŀǊŜ 

ǇŀǊǘ ƻŦ ǘƘŜ ŀƎŜƴŎȅΩǎ ǉǳŀƭƛǘȅ ŎƻƴǘǊƻƭ ǇǊƻŎŜǎǎ, about 86 percent of the HVE graduates were employed 

or self-employed one year after graduation. As compared to the figures before the graduates were 

enrolled in the MYH programme, it corresponds to an increase of about 20 percentage points. And 

while impressive in itself, another successful result is that this particular type of education appears to 

improve mostly for the groups of students with least favorable figures before enrollment. This means 

that MYH programmes feature a catch-up effect, were young women, foreign-born, and students 

within technical programmes (ICT, and technique and manufacturing) improve mostly as of 

employment and income figures.  a¸IΩǎ Ǝraduates also appear to stand out in comparison with 

graduates with a degree from tertiary school, with equal employment rates after controlling for 

individual characteristics (Lind and Westerberg, 2015). A degree from tertiary school does have a 

substantially stronger positive effect on income, yet not surprisingly as it is a longer education which 

in general is attributed both higher status and quality.   

Type of VET and policy 

MYH was established in july 2009 as an overarching state agency. It was instituted to solve the 

previously addressed problem of how to bring together existing VET-programs at the postsecondary 

level. MYH followed on and, for an overlapping period, also gathered the set of programmes offered 

by the preceding agency Kvalificerad yrkesutbildning, KY, which was established on trial in 1996 and 

set up in permanent form 2001. Under the new administration, a number of different programs were 

given a new and common institutional status, for example allowing its students access to the national 

study loan system (CSN). Most importantly, however, the reform was targeted to strengthen the ties 

between studies at this level of education and forthcoming (or at least existing) demands on the 

labour market.  

¢ƘŜ ǇǳǊǇƻǎŜ ƻŦ ǘƘƛǎ ǇƻǎǘǎŜŎƻƴŘŀǊȅ ŜŘǳŎŀǘƛƻƴŀƭ ŦƻǊƳ ƛǎ ǘƻ άƻŦŦŜǊ ǳǇ-to-date programmes in areas 

ǿƘŜǊŜ ŜƳǇƭƻȅŜǊǎ ƳŜŜǘ ǎƘƻǊǘŀƎŜǎ ƻŦ ǉǳŀƭƛŦƛŜŘ ƭŀōƻǳǊέΣ ǿƛǘƘ ŀ ǳƴƛǉǳŜ ŀǇǇǊƻŀŎƘ ǿƛǘƘƛƴ ǘƘŜ {ǿŜŘƛǎƘ 

ŜŘǳŎŀǘƛƻƴŀƭ ǎȅǎǘŜƳ ƛƴ ǘƘŀǘ ƛǘ ƻŦŦŜǊǎ άǎƘƻǊǘŜǊ ǇǊƻƎǊŀƳƳŜǎ όǘƘŀƴ ƛƴ ǘŜǊǘƛŀǊȅ ǎŎƘƻƻƭύ ǿƘƛŎƘ ŦŜŀǘǳǊŜ 

practical learning through workplace learning and a high level of involvement from the parties of the 

ǿƻǊƪƛƴƎ ƭƛŦŜέ (Lind and Westerberg, 2015, p. 3)Φ ¢ƘŜ ŀǇǇǊƻŀŎƘ Ƴŀȅ ōŜ ǎŜŜƴ ŀǎ ŀ άǎŜǇŀǊŀǘŜ ǘƛŜǊ ƻŦ 

postsecondary institutions to deliver short cycle career-ƻǊƛŜƴǘŜŘ ǇǊƻƎǊŀƳƳŜǎέ ǘƘŀǘ ŜȄƛǎǘ ƛƴ Ƴŀƴȅ 

counǘǊƛŜǎΣ ƭƛƪŜ άŜŘǳŎŀǘƛƻƴ ŎƻƭƭŜƎŜǎ ƛƴ 9ƴƎƭŀƴŘΣ ¢!C9Ψs in Australia, professional colleges in 

Switzerland, professional academies in Denmark, Fachschulen in Germany, polytechnnics and junior 

colleges in Korea, and community colleges in the United States and CŀƴŀŘŀέ (Kuczera, 2013, p. 18). 

¢ƘŜ {ǿŜŘƛǎƘ ǾŀǊƛŀƴǘΣ ƘƻǿŜǾŜǊΣ άƛǎ ŘƛǎǘƛƴŎǘƛǾŜ ƛƴ ǘƘŀǘ ƛǘ ƛǎ ŘŜŦƛƴŜŘ ŀǎ ŀ ǎŜǘ ƻŦ ǇǊƻƎǊŀƳƳŜǎ ŀƴŘ ŀ 

funding stream, such that it can be delivered by many providers both in the public and private 

ǎŜŎǘƻǊέΦ  

 Almost two of three programmes offered correspond to two years of full-time studies. The vast 

majority of programmes range between one and three years of full-time studies, yet both longer and 

shorter programmes may exist (Myndighetern för yrkeshögskolan, 2015, p. 16). The shorter length 
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and practically-oriented focus of the programmes that MYH offers imply that these are narrower and 

less theoretical as compared to those pursued in tertiary school. To be eligible for MYH, a general 

basic requirement is that the student must have a finished degree from secondary school.  

Nevertheless, the educational provider may make exceptions from this rule for up to 20 percent of 

the students enrolled (Ministry of Education and Research, 2009, 3 kap 4 §). As a complement, the 

educational provider is free to set up additional eligibility requirements (Ministry of Education and 

Research, 2008, p. 45). For instance, this may imply screening on the basis of grades from secondary 

school, specific experience from the labour market or specific earlier studies, and ad hoc tests 

designed for the particular program.      

Target groups 

²ƛǘƘ ŀ ƳŀƧƻǊ Ǝƻŀƭ ōŜƛƴƎ ǘƻ άǇǊƻǾƛŘŜ ǇƻǎǘǎŜŎƻƴŘŀǊȅ ±9¢ ǿƘƛŎƘ ǊŜǎǇƻƴŘǎ ǘƻ ǘƘŜ ƴŜŜŘǎ ƻŦ ǘƘŜ ƭŀōƻǳǊ 

ƳŀǊƪŜǘέ όaƛƴƛǎǘǊȅ ƻŦ 9ŘǳŎŀǘƛƻƴ ŀƴŘ wŜǎŜŀǊŎƘ, 2008, p. 1), the target group of MYH is broad indeed. 

As pointed out by Lind and Westerberg (2015), the offered supply of educational programmes caters 

to, for instance, professionals in need of further training and education or those who are pursuing a 

new professional career. Another important target group is recent graduates from secondary school, 

and an explicit aim is to attract individuals which otherwise would not have continued to study after 

secondary school. In comparison to students in tertiary school, MYH students were on average 

enrolled at a higher age (23 years as compared to 21), they were to a much higher degree employed 

before starting their studies, and they had considerably lower school grades from primary school. In 

general, MYH students may be considered a relatively strong group according to socioeconomic 

indicators, yet not as strong as those choosing to study on tertiary school (Lind and Westerberg, 

2015, p. 16).   

Organizations involved, stakeholders, and how MYH is organized 

The organization of MYH, and the stakeholders involved in its activities, may be described as follows: 

έBy being assigned the tasks of control and evaluation of all VET-education at the postsecondary 

level in Sweden, [MYH] is expected to stand as guarantor for the quality of this particular type of 

education and training. Providers of education at this level may be firms, municipalities and even 

universities. Irrespective of the provider, each program that [MYH] accepts to give state grants has to 

establish a directory involving representatives of the working life, including a student representative. 

The authority is responsible for evaluating both the quality of the granted programs as well as its 

results. Thus, for instance, assessments of the job-rate are made systematically, there is a constantly 

ƻƴƎƻƛƴƎ ǇǊƻŎŜǎǎ ƻŦ ǇƘȅǎƛŎŀƭ ǎǳǇŜǊǾƛǎƛƻƴΣ ǎǘǳŘŜƴǘǎ όάǉǳŀƭƛǘȅ ŀƎŜƴǘǎέύ ŀǊŜ ŜȄǇƭƛŎƛǘƭȅ ŜƴŎƻǳǊŀƎŜŘ ǘƻ 

report flaws, and, in extreme cases, [MYH] has the authority to cancel a program.έ (Tanaka, 2015, p. 

8) 

As a state agency, MYH is regulated to έǘŀƪŜ ƳŜŀǎǳǊŜǎ ǘƻ ŀǎǎǳǊŜ ǘƘŀǘ ǘƘŜ ǇǊƻƎǊŀƳƳŜǎΧ ǊŜǎǇƻƴŘ ǘƻ 

ǘƘŜ ƴŜŜŘǎ ƻŦ ǉǳŀƭƛŦƛŜŘ ƳŀƴǇƻǿŜǊ ƻƴ ǘƘŜ ƭŀōƻǳǊ ƳŀǊƪŜǘέ όaȅƴŘƛƎƘŜǘŜǊƴ ŦǀǊ ȅǊƪŜǎƘǀƎǎƪƻƭŀƴΣ 2014a, 

ǇΦ ммύΦ ¢ƘŜǊŜŦƻǊŜΣ άƻŎŎǳǇŀǘƛƻƴŀƭ ŀƴŀƭȅǎƛǎέ ƘŀǾŜ ōŜŜƴ ŎŀǊǊƛŜŘ ƻǳǘ ƻƴ ŀ ȅŜŀǊƭȅ ōŀǎƛǎ ǎƛƴŎŜ ǘƘŜ ŀƎŜƴŎȅ 

was set up in 2009, amounting to about 120 separate analysis by the end of 2013. These analysis are 

important elements in supporting MYHΩs decisions on whether to accept or not accept applications 

for grants to start a program. Another basis for taking these decisions, and a more recent kind of 

analytical output is the report έwŜƎƛƻƴŀƭ demands for skills and education within MYHέ 
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(Myndighetern för yrkeshögskolan (2014b)). In particular, the purpose of the report is to make 

assessments of forthcoming needs at the regional (county) level, to support decisions on where to 

ŀƭƭƻŎŀǘŜ ǇŀǊǘƛŎǳƭŀǊ ǇǊƻƎǊŀƳƳŜǎΦ !ǎ ǿƛǘƘ ǘƘŜ άƻŎŎǳǇŀǘƛƻƴŀƭ ŀƴŀƭȅǎƛǎέΣ ǘƘƛǎ ǘȅǇŜ ƻŦ [ŀōƻǳǊ aŀǊƪŜǘ 

Analysis and Information (LMI) gathers information from a number of different sources, including 

labour market forecast at the national and regional level, and analysis provided by different trade 

associations. To some extent, interviews with specific employers and interest groups may be carried 

out to complement the available LMI (Myndighetern för yrkeshögskolan, 2014a, p. 11). Under 2013, 

1 185 applications were received and considered by MYH and more than two thirds of these were 

rejected (Myndighetern för yrkeshögskolan, 2015, p. 11).    

What worked and why 

As has been argued previously, both in Sweden and in other OECD countries HVE appears to account 

for an increasingly important set of institutions in providing professional qualifications to meet 

present and future labour market needs. In Sweden, the recent government decision to expand 

MYHΩs activities under the next two budget years may be seen as a continued political recognition of 

ǘƘŜ ƛƳǇƻǊǘŀƴŎŜ ƻŦ a¸I ƛƴ ŀŘŘǊŜǎǎƛƴƎ ŦǳǘǳǊŜ ƭŀōƻǳǊ ƳŀǊƪŜǘ ƴŜŜŘǎΦ CǊƻƳ ǘƘŜ άŘŜƳŀƴŘ ǎƛŘŜέΣ ōƻǘƘ ǘƘŜ 

number of applications to MYH (for grants to organize VET programs) and the number of students 

enrolled has increased considerably after the economic downturn in 2011.    

!ŎŎƻǊŘƛƴƎ ǘƻ ǘƘŜ ƭŀǘŜǎǘ h9/5 ŜǾŀƭǳŀǘƛƻƴΣ a¸I ŀǇǇŜŀǊǎ ǘƻ ōŜ ŀ άǎǳŎŎŜǎǎŦǳƭ ƛƴƴƻǾŀǘƛƻƴΣ ǿƛǘƘ ŘŜƳŀƴŘ 

from students, support by employers, and interest ŀƳƻƴƎ ōƻŘƛŜǎ ǿƛǎƘƛƴƎ ǘƻ Ǌǳƴ ŎƻǳǊǎŜǎέΣ ŀƴŘ ƎƛǾƛƴƎ 

άǎŎƻǇŜ ŦƻǊ ōƻǘǘƻƳ-ǳǇ ŀƴŘ ŜƴǘǊŜǇǊŜƴŜǳǊƛŀƭ ŀǇǇǊƻŀŎƘŜǎ ǿƛǘƘƛƴ ŀ ǇǳōƭƛŎƭȅ ŦǳƴŘŜŘ ŦǊŀƳŜǿƻǊƪέ όYǳŎȊŜǊŀΣ 

2013, p. 18). In particular, the report highlights the achievement of having implemented a model 

which appears to have created strong links with employers as well as with present and future labour 

market needs. Based on the view that training in the workplace is a valuable feature ς to train and 

develop soft and hard skills, for potential recruitment, and as a proxy for employer needs or skill 

shortages ς MYHΩǎ άƳŀƴŘŀǘƻǊȅ ǇǊƛƴŎƛǇƭŜέ ƛǎ ŀǊƎǳŜŘ ŀǎ ƪŜȅ ǘƻ ŦƻǎǘŜǊ άǇŀǊǘƴŜǊǎƘƛǇ ōŜǘǿŜŜƴ ǘǊŀƛƴƛƴƎ 

ǇǊƻǾƛŘŜǊǎ ŀƴŘ ŜƳǇƭƻȅŜǊǎέΥ 

ά¢ǊŀƛƴƛƴƎ ǇǊƻǾƛŘŜǊǎ ǳƴŘŜǊǎǘŀƴŘ ǘƘŀǘ ƛǘ ƛǎ ŀ ŎƻƴŘƛǘƛƻƴ ƻŦ ŦǳƴŘƛƴƎ ǘƘŀǘ ǘƘŜȅ ǇǳǊǎǳŜ ǎǳŎƘ ǇŀǊǘƴŜǊǎƘƛǇǎ, 

while employers for their part appreciate that if they do not offer training places, then the publicly 

funded training from which they benefit will be diverted to other parts of the country or other 

sectors of industry. This principle not only supports workplace training with all the benefits that 

follow, it also has the power to foster local partnerships between vocational programmes and 

employers with all sorts of spin-off benefits ς for example in sustaining the familiarity of the teaching 

profession wƛǘƘ ǘƘŜ ƴŜŜŘǎ ƻŦ ƳƻŘŜǊƴ ƛƴŘǳǎǘǊȅΦέ όǇΦ мфύΦ 

Another key ingredient in the model is that MYH is assigned overall responsibility for HVE at the 

national level. As a result, the agency has developed a number of instruments in responding to this 

fundamental and demanding requirement. This includes regular inspections of programmes; the 

principle that educational providers are directly responsible for the quality of the programmes they 

offer; a system of personal contacts between providers, students and tutors during the workplace 

training; and the use of follow-up questionnaires targeted to students and training instructors 

(Kuczera, 2013, p. 20). Notwithstanding its potential, OECD (2010) has pointed out that a system for 

assuring a minimum level of quality in workplace training is important, to prevent the exploitation of 

students as cheap labour and to avoid that too narrow and firm-specific skills are formed. The overall 
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assessment is that MYHΩs system for qualification control is functional, and that it appears to work 

well also regarding workplace training. The two OECD evaluations that have been carried out 

(Kuczera 2008 and 2013) point in this direction, and so do the results from the follow-up 

questionnaires that are regularly carried out by MYH. Recently, moreover, the first econometric 

study has been carried out by Lind and Westerberg (2015), allowing a more careful and 

comprehensive evaluation of the value added by HVE at the individual level. As previously 

commented, the results show significant and relatively strong positive effects on income and 

employment.  

Constraints 

Two intrinsic problems appear to be built-in into the approach adopted by Sweden, as implemented 

in 2009 through the reform which established MYH. Both have to do with the need to forecast future 

ƭŀōƻǳǊ ƳŀǊƪŜǘ ƴŜŜŘǎΣ ŀƴŘ ǘƘŜ ŦƛǊǎǘ ƛǎ ǘƘŀǘ ǘƘŜ ŜȄƛǎǘƛƴƎ ά[aL ƛƴŦǊŀǎǘǊǳŎǘǳǊŜέ ǎŜŜƳǎ ǘƻ ŀŘŘ limited value 

ǘƻ ǘƘŜ άƻŎŎǳǇŀǘƛƻƴŀƭ ŀƴŀƭȅǎƛǎέ ǿƘƛŎƘ ŀǊŜ ŎŀǊǊƛŜŘ ƻǳǘ ƻƴ ŀ ǊŜƎǳƭŀǊ ōŀǎƛǎ ōȅ a¸IΦ ¢ƻ ŎƻƴǎƛŘŜǊŀōƭŜ 

extent, this seems to be the result of an essentially positive aspect of MYHΩs basic approach, which is 

to provide educational programmes which are closely knit to the labour market and its needs. In 

pursuing this value, the domain of applications to provide a programme often caters to relatively 

narrow and specific skills. This is good news, given that labour market needs tend to be specific and 

non-ǘƘŜƻǊŜǘƛŎŀƭΣ ŀƴŘ ƛŦ ƻƴŜ ƛƴǘŜǊǇǊŜǘǎ ǘƘƛǎ ƻǳǘŎƻƳŜ ŀǎ ǘƘŜ ŜȄǇǊŜǎǎƛƻƴ ƻŦ άǊŜŀƭέ ǎƪƛƭƭǎ ƴŜŜŘǎ in the 

labour market. Rather, the problem is that available forecasts, seemingly without exceptions, do not 

operate at the level of occupational detail which is often addressed by MYH. The bias towards 

building strong partnerships seems to, at least partly, deal with this problem: in the absence of 

available forecasts on a specific occupation, soft information which result from the contacts with 

stakeholders may to some extent substitute the absence of formal forecasts.  

Presently, moreover, an attempt is made to provide forecasts at the regional level to directly address 

the specific LMI needs of MYH.8 The second, and closely related problem, is that the approach for 

providing educational programmes is demand-side driven. As an external application is a necessary 

(yet not sufficient) prerequisite to start and run an educational programme, appliers must be well 

informed in order to allow this part of the skills supply system to function well. Actors which are 

most qualified in providing VET programmes are not necessarily the actors which are most well 

informed on future skills needs, so the existence of relevant and easily available LMI on future skills 

needs seems to be a key component in allowing MYH to function optimally.  

Finally, a shortcoming emphasized by Kuczera (2013) is that the programmes offered by MYH are 

largely inconsistent with tertiary education. This implies that there is an overly large threshold to 

further educational attainment for those with a degree from MYH. This may not only deter further 

educational attainment by individuals which are essentially motivated to do so, it may also appear as 

a disadvantage for individuals considering to pursue a degree from MYH. 

                                                           
8 Following the national government mission to establishment Regional Competence Platforms (Regionala 

kompetensplattformar), in 2010, regional governments have developed different approaches to foresee 

forthcoming skills needs. A collective approach, involving the largest urban regions in Sweden, Swedish 

Statistics and other actors, has developed a formal forecasting model,which is now being adapted in an attempt 

to cater to the taxonomy of MYH.      
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Impact and Replicability   
The model for HVE that Sweden implemented in 2009, through the establishment of MYH, has two 

important pillars. One is that it relies on a national and overarching system of quality control, and the 

other is that it stresses the importance of partnership with, and close relation to, the labour market 

and its needs. In comparison to other parts of the Swedish skills supply system, it stands out as a 

unique feature to have these two elements as prominently emphasized within a single yet national 

administration.9 MYH employs a number of approaches and procedures to assure quality control and 

to induce strong and relevant partnerships. It is particularly interesting to note that the basic 

approach appears to work well, and has been implemented relatively rapidly, even though the 

Swedish skills supply system has no strong tradition in pursuing these two important aspects of the 

VET system. The OECD have thus emphasized that the basic elements of the Swedish model are 

probably well-suited for replication outside the Swedish context: 

άLǘ ƛǎ ŀ ǇŀǊǘƛŎǳƭŀǊ ŀŎƘƛŜǾŜƳŜƴǘ ƻŦ ǘƘŜ I±9 ǎȅǎǘŜƳ ǘƻ ƘŀǾŜ ŘŜǾŜƭƻǇŜŘ ŀ ƳƻŘŜƭ ǿƛǘƘ ǎǘǊƻƴƎ ƭƛƴƪǎ ǘƻ 

employers and labour market needs against a background in which most vocational provision has 

ōŜŜƴ ǾŜǊȅ ǎŜǇŀǊŀǘŜ ŦǊƻƳ ŜƳǇƭƻȅŜǊǎΧ aŀƴȅ ŎƻǳƴǘǊƛŜǎ ǎǘǊǳƎƎƭŜ ǘƻ ŜƴƎŀƎŜ ŜƳǇƭƻȅŜǊǎ ƛƴ ǘƘŜ 

development of vocational provision, and often attribute many of their difficulties to the lack of any 

historical tradition of such engagement. HVE may therefore be a model applicable in these contexts, 

possibly more exportable than other models whose success in national contexts depends heavily on 

ŘŜŜǇƭȅ ŜƴǘǊŜƴŎƘŜŘ ŎǳƭǘǳǊŀƭ ŜȄǇŜŎǘŀǘƛƻƴǎΦέ (Kuczera, 2013, p. 18) 
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VET-EDS National Good Practice 

VET Plus ɀ The Dual Course of Study  

Daniel Kahnert  

 

Introduction  

The Dual Course of Study combines university level 

higher education and professional training into a 

single course, which seeks to provide an optimally 

balanced combination of general education and 

competence development, as well as applicable 

professional skills. This concept responds to a steadily 

increasing demand in Germany for employees with 

higher level degrees  at the times when traditional 

higher level education institutions in Germany, 

namely the universities, do not provide professional 

vocational education and training. How do these two 

aspects relate to each other? There is a problem that 

most of the young university graduates, while being 

well-educated, at the same time severely lack tangible 

professional skills. Overall, an educational path where 

higher education certificates and vocational training 

are combined is largely underrepresentated in the 

German system. What the concept of Dual Course of 

Study tries to provide, is a way for companies to get 

access to and hire young professionals with both, 

higher level education and immediately usable 

professional skills.  

This combination of higher education and 

professional skills is scarce so far, as the two 

dominant adult education fields, university education 

and dual vocational trainings, each alone usually do 

not yet provide both to an equal extend.  

Summary 

Dual Studies represent an 

innovative approach to 

combining higher education 

and vocational training into 

one study. What seems to be 

a very good idea to provide 

well-trained and highly 

educated professionals for the 

German labour market, is not 

yet a fully developed and 

coherent concept and further 

improvement is necessary. . 

This concept however shows 

great potential and are well 

worth looking at as a good 

example for advancing 

German VET and labour 

market related policy. 

Overall, the Dual Studies in 

Germany show posiibilities of 

addressing problems in 

historically grown structures 

in the VET-system, which are 

considered by some actors 

rather hindering than useful 

approach. 
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Context and setting  
¢ƘŜ ƛŘŜŀ ƻŦ 5ǳŀƭ /ƻǳǊǎŜǎ ƻŦ {ǘǳŘȅ όƻǊ Řǳŀƭ ǎǘǳŘƛŜǎ ƛƴ ǘƘŜ ŦƻƭƭƻǿƛƴƎύ ŜȄƛǎǘŜŘ ǎƛƴŎŜ ǘƘŜ мфтлΩǎ ƛƴ 

Germany and was initiated to have a stronger linkage of scientific higher education on the one hand 

and practice training on the other hand, combined in one type of tertiary education. This approach 

was the basis of the founding of the so called άCŀŎƘƘƻŎƘǎŎƘǳƭŜƴέ, also known as universities of 

applied sciences. See Figure 1 for more details on a classification of the three basic ideas of a 

university based education. 

 

Figure 1: Relevance of practice in higher education in Germany 
Source: Own elaboration 

 

In this figure, universities of applied sciences are classified as an own type of higher education, 

although they also are providers of Dual Studies. This is due to the fact that not all studies at such 

universities can be classified as dual. In fact, many of them are still primarily theoretical with an 

increased share of practice phases (compared to universities) and a stronger focus on practical 

relevance of the content. 

Traditionally, higher university-based education in Germany was not supposed to be directly 

preparing for specific fields of work. Going with the idea of Alexander von Humboldt, higher level 

education is supposed to be an end itself. The goal is to become a well-educated citizen with broad 

knowledge and wide-spread abilities. The reference system for such education is much rather 

academic knowledge processing and intellectual thought and reflection, than professional activity 

and applied knowledge and competences. The latter has traditionally and until today been the 

domain of the dual VET system in Germany where young adults are practically trained in a specific 

occupation, learning to master the important tasks how to solve the common problems in their 

future job.  

With the rising demand for university graduates however, also came the demand for young 

professionals with both, higher education and professional skills. This demand today is supposed to 

be met, by the universities of applied sciences as provider as well as the Dual Studies as concept. To 

date, about 30% of all German students study at universities of applied sciences (Wissenschaftsrat 

2010), while only about 3.3% are in a Dual Study (Wissenschaftsrat 2013). These numbers show, that 

the Dual Studies are not yet a wide-spread concept and are not pursued be a large number of 

Relevance of practice in higher education 
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students. The concept itself nonetheless is innovative as well as interesting in the context of ensuring 

skilled personnel for a labour market with an increasing relevance of highly complex jobs and tasks. 

 

Description  
While the term ά5ǳŀƭŜǎ {ǘǳŘƛǳƳέ is well established and widely used to describe the Dual Study 

concept, is it a rather vague term. This is because there are many different concepts following the 

idea of a Dual Study each in a different way. Although most of them share that they try to make it 

possible for students to obtain higher education as well as professional skills at the same time, they 

differ to such a large extend that it is well worth looking at the variety of concepts under the label of 

ά5ǳŀƭŜǎ {ǘǳŘƛǳƳέ. Table 1 gives an overview of a classification of concepts, with different approaches 

to introduce practice and work into a study and integrate one into the other. 

Table 1: Classification of Dual Courses of Study in Germany 

Individual  
Educational  

Stage 

Locus of Education and Practice 

Intertwined Parallel 

In
iti

a
l 
E

d
u
c
a
ti
o
n 

Including  
Professional  

Training 

Integrating Professional Vocational Training 
(Bachelor) 

Alongside Professional Vocational Training 
(Bachelor) 

Including  
Practice  
Phases 

Integrating Practical Activities 
(Bachelor) 

Structured Training at Practice Partner 

Alongside Practical Activities 
(Bachelor at Uni [of Applied Sciences]) 

Including Mandatory Traineeship/Internship 

F
u
rt

h
e
r 

E
d
u
c
ati

o
n
 Including  

Professional  
Activity 

Integrating Occupation 
(Master/Bachelor) 

Including Structured Reference Frame 

Alongside/Integrating Occupation 
(Master/Bachelor) 

without Structured Reference Frame 

Including  
Practice 
Phases 

Integrating Practical Activities 
(Master/Bachelor) 

Alongside Practical Activities 
Including Traineeship/Internship or Practice 

Phases (Master/Bachelor) 
without Structured Reference Frame 

Source: Own elaboration based on Wissenschaftsrat 2013, pp. 9. 

As shown in Table 1, there are numerous ways the Dual Studies can actually be designed. Table 2 

delivers a more in depth explanation of the different approaches.  

The major differences are: 

 a) the ways the practice phases and the theoretical parts of the study are brought together and 

integrated in terms of content and 

 b) how the two aspects of the Dual Study are organized in terms of quantity, locus, formal 

acknowledgement and partner communication.  
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Large differences in all these aspects exist in different studies that can be done in Germany at the 

different educational institutions, which offer Dual Studies. Such differences are possible, because 

the term Dual Studies is not protected and can be used rather freely to describe a study concept, 

which however loose, structured or unstructured intertwines theory and practice. 

Table 2: Explanations for Classification of Dual Courses of Study in Germany 

Study Alongside Professional Vocational Training 

Students do a full-time study alongside a vocational training in the dual system, but without any 

structural connection between the two. The full study requirements have to be accomplished and 

there are no transfers of accomplishments from one (VET) to the other (study). 

 

Study Integrating Professional Vocational Training 

Vocational training in structurally integrated into the study. Study and VET are structurally and 

institutionally intertwined (contact and exchange of university, practice partners, schools, etc.) and 

accomplishments in the VET are relevant and taken into account for the study. 

 

Study Alongside Occupation 

Full- or part-time study, which is done in parallel with a regular job. There are no structural or content 

related links between study and job. The full amount of credits/accomplishments has to be achieved 

in the study. 

 

Study Integrating Occupation 

Full- or part-time study, which is closely related to a regular occupation. Content and structure of study 

and occupation are intertwined and there is a regular exchange between employer and education 

institution.  

 

Study Alongside Practical Activities 

A study with extensive practice phases, which are not structurally related to the content of the study. 

Practice phases do not count as study accomplishments. 

 

Study Integrating Practical Activities 

Practice phases are larger than in regular studies and are closely related to content of the study (often 

mandatory internships). In addition, they count as study accomplishments and are structurally 

supported by the study program (via exchange of practice partners and education institution).  

 

Study for Further Education 

To take part in this further type of study, an initial study or accomplished VET is mandatory. This type 

of academic further education does not equal further professional adult education. 

Source: Own elaboration based on Wissenschaftsrat 2013, pp. 9ff. 
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Looking at which different areas of study are most important in Dual Courses of Study, it becomes 

very clear that there are two very dominant fields: Engineering and economic sciences. Over 80% of 

all dual studies are covered by these two fields. Two other fields which are increasing in importance 

but still concentrate much less students are social work/social pedagogics and computer 

sciences/informatics. 

Another aspect to look at is who the providers of Dual Studies actually are. While the universities of 

applied sciences seem the logical provider within the system of higher education, figure 2 shows that 

even if they indeed are the largest providers of Dual Studies, Vocational Academies as well as other 

(mostly private providers) also hold a large share of the total offer. Especially the field of private 

providers is growing. The large increase since 2010 can be explained with a statistical change, where 

the Baden-Wuerttemberg Cooperative State University, one of largest providers was moved from 

Ψ±ƻŎŀǘƛƻƴŀƭ !ŎŀŘŜƳƛŜǎΩ ǘƻ ΨhǘƘŜǊΩΦ ±ŜǊȅ ƻōǾƛƻǳǎ ƛǎ ǘƘŜ ǎǘƛƭƭ ŜȄǘǊŜƳŜƭȅ ƭƻǿ ǎƘŀǊŜ ƻŦ ǘƘŜ ǊŜƎǳƭŀǊ 

universities among the providers.  

 

Figure 2: Providers of Dual Studies in Germany 

 

Source: Own elaboration based on Wissenschaftsrat 2013 

 

 

What works? 
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Many of the Dual Study graduates immediately find a job at one of the companies which served as 

practice partners during the study. In fact, in some cases the students are already contracted during 

the study or even right at the start. Because of that, most graduates have less difficulties with finding 

a job than many other university graduates, even if not contracted early at a partner company. In 

general, Dual Study graduates are valued as very well educated and qualified. It is often 

acknowledged that a dual program means a high work load and requires the students to invest a lot 

into the study. Thus, this type of education is generally highly regarded, even at Bachelor level. 

The online-ǇƻǊǘŀƭ ά!ǳǎōƛƭŘǳƴƎtƭǳǎέ ό¢ǊŀƛƴƛƴƎtƭǳǎ) is a project that was funded by the German 

government until the end of 2014 and provides in-depth information about Dual Studies in general as 

well as individual offers at numerous different providers in a database. Such a central point for 

information about the concept, partners and contacts is very valuable for promoting the idea and 

helping interested students to gather information. It also provides statistical data on many different 

aspects such as number of students, number of studies, and number of providers. Since 2015 the 

project is run by the Federal Institute for Vocational Education and Training (BIBB).  

 

Figure 3: The Online-Portal "AusbildungPlus" (TrainingPlus) 

 

ά¢ƘŜ !ǳǎōƛƭŘǳƴƎtƭǳǎ ό¢ǊŀƛƴƛƴƎtƭǳǎύ ǇǊƻƧŜŎǘ ǳǎŜǎ ŀ ŦǊŜŜ internet database to provide information on training 

programmes which offer additional qualification in combination with vocational training and about dual 

courses of study which combine university studies with vocational training in Germany. The project is funded by 

the Federal Institute for Vocational Education and Training. The centrepiece of the AusbildungPlus project is a 

database that contains information on training programs offered by enterprises, universities, chambers of 

commerce and vocational scƘƻƻƭǎ ǿƘŜǊŜ ǘǊŀƛƴŜŜǎ ŀƴŘ ǎǘǳŘŜƴǘǎ Ŏŀƴ ŎǳǊǊŜƴǘƭȅ ŜŀǊƴ ǉǳŀƭƛŦƛŎŀǘƛƻƴΦέ 

Source: https://www.bibb.de/de/ausbildungplus_index.php (accessed: Jan. 2016) 

 








