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VET systems of Euro southern area countries, despite having undergone reforms in recent
years, still show shortcomings: poor motivation of students/families; mismatch between the
training and the productive structures needs; scarce development of apprenticeship in
enterprises, lack of technical knowledge and experience in organizing apprenticeship as well as
shortages of skills among tutors, high rates of dropouts …. Specifically, the retail sector is one
of the most senses the lack of motivation of learners and where is considered more beneficial
to increase apprenticeship during the students training.
The apprenticeship in the Retail sector within the Euro southern countries demands more
systematic approach, the need of apprenticeship tutors as well as the learning from the
experiences of the countries, which have well developed models of the apprenticeship.
Aware of this, UPPRETAIL considering the experiences of the apprenticeship development
from the countries with different institutional models of VET and socioeconomic models of
society (DE, UK, Netherlands and France) aims to develop and test guidelines and
recommendations for VET centers and trades, to implement the apprenticeship in the current
Retail VET system of Euro southern countries.
Lead by Fondo Formación Euskadi the project is financed by the European Commission, in the
framework of Transfer of Innovation of Leonardo da Vinci Program for Vocational Training and
it will be developed during 2013-2015 in a coordinated way among Bulgaria, Italy, Lithuania
and Portugal.
The present report is aimed at researching and analyzing the preconditions for the
development of the apprenticeship practice in the Retail VET system in partner countries.
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Objective
The results got in this report constitute the element to build the rest of the project and on
which the other products developed in it will be consolidated. It is aimed at being a starting
point to, first, identify the situation of apprenticeship in each partner country to elaborate,
afterwards, the transnational report to be compared with the analysis of the previous project
DEVAPPRENT. In this project is showed experiences of the apprenticeship development from
the countries with different institutional models of VET and socioeconomic models of
society:apprenticeship experiences in the dual VET model of Germany, company based training
in the UK, VET model of the Netherlands characterised by the market orientation combined
with the strong social partnership, and the experience of the apprenticeship development in
the school based and rather centralised VET model of France.

Methodology
During the first meeting the intervention methodology was agreed by partners and adopted by
international agreement. This way, we decided for a double analysis of information sources:
-

Research about the context: Desk research and documentation analysis (Government
reports, representative associations of the retail sector, Chambers of Commerce,...)

-

Research about best practices: Interviews with a group of 7 – 8 people per country,
people with direct contact with the practices analyzed at management and political
level: teachers/trainers/tutors/governmental institutions/employers/apprentices

Regarding the desk research, the guidelines to be followed is:
-

Factors of economic and organisational development of the retail sector in the
partners countries in the last 20-30 years.

-

Economic context: competition patterns and economic performance of companies in
the sector. Implications of competition to the demand of skills in the retail sector.

-

Existing legal regulation of apprenticeship in the retail sector in the partner countries.

-

Institutions involved in the vocational training and skills development in the retail
sector: responsibilities and cooperation patterns.
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-

Demographic characteristics of the workforce in the retail sector: age, gender,
education. Related challenges and opportunities for development of apprenticeship.

Concerning the best practices in apprenticeship development in the retail sector, we agreed to
investigate through interviews:
-

Organization of apprenticeship training / integration of training in the work processes
in the enterprise.

-

Contractual arrangements and access to apprenticeship (including funding
mechanisms).

-

Curriculum design, training time and progression

-

Assessment of competences / awarding of qualifications.

-

Stakeholders roles in the organisation of apprenticeship training.
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3.1.-Contextual considerations and best practice in apprenticeship in the retail sector in
Spain
Introduction
In this diagnosis we are going to focus on the situation in the Basque Country, the Autonomous
Region of Spain in which the partners of the UPPRETAIL project are located, due to the fact
that each region is different. In our case, the Spanish Government has transferred the
competences in Education and Employment to the Autonomous Region of the Basque Country,
but always following the guidelines established by the State´s Legislation.
Our main aim is to focus on the situation of our setting, leading to the retail sector, the
collective to whom our project is addressed, with the purpose of improving their
professionalism and competitiveness.
The workforce is the main asset and the key factor to increase productivity and
competitiveness in the retail sector. Although the retail sector´s workforce level of education is
medium, it should be pointed out that there is a lack of specialized qualification in the sector.
Education in the retail sector is limited because up to now, it has been a sector lacking a
demand in education and qualification.
In general, it has not been considered a sector in which to develop a professional career, but a
survival job, temporary (“meanwhile” sector for students, unemployed people, etc.), which has
provoked a high employee turnover and a handicap for the image and professionalization of
the sector.
With some exceptions, commerce entrepreneurs are conscious about the necessity of
incorporating qualified employees, but they also realize the difficulties to find specific profiles
and, in some cases, to assume its costs.
For this reason, we set as an objective in this project, to get the tools that will allow stores to
hire the qualified workforce that they need, adapting the knowledge acquired in the
Vocational Training to the necessities of the business, and to get the students to know the
reality of a business, improving the internship and apprenticeship system in our sector, with
the implication and collaboration of the different agents: with a double objective, the
incorporation of qualified professionals into the workforce in the retail sector which
contributes to the improvement of its competitiveness and professionalism, and its
assessment by society.
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Contextual considerations
Factors of economic and organisational development of the retail sector in the partners
countries in the last 20-30 years.
Our priority is the local “small“ commerce in the Basque Country, which is the one that we
represent, the one that distinguishes us, and the one in which we must focus our efforts to
make its improvement and survival possible, as oposed to other comercial formats.
We can consider the retail sector as one of the most important generators of wealth in our
territory because of its contribution to the Basque economy, and because of the conciliatory
and social role that it plays in its setting.
The retail sector represents 9.5% of the GDP and generates 13.86% of the total employment in
the Basque Country, therefore, it has an important presence in the Basque economy.
If we take into account the fact that in the Basque Country there are more than 27.000 retail
premises, we can conclude that this sector is characterized by its atomization and low
efficiency when applying processes, highlighted in the differential between wealth and
employment generation.
The economic crisis has brought as a consequence a reduction in the consumption which has
caused a decrease in the sector´s sale of 40% compared to 2008, when the crisis started.
Although sales have been decreasing, especially regarding internal consumption, we have to
take into account also a positive issue, which is the increase in foreign tourists in our territory
and particularly in San Sebastian and coastal townships, which has allowed to have an
aceptable sales index (unlike the countryside). This increase in the number of tourists is an
opportunity for the commerce but requires a workforce attending clients in their languages.
Another aspect to take into account is the aging of the retail shop owners and the difficulty
regarding the generational replacement, therefore if we want to avoid closings and maintain
the distinguishing value of our commerce (not to become clones of other cities), we must
foster the generational replacement and the business transfer, incorporating a qualified
workforce which will favor its continuity, as well as its modernization and innovation.
Commerce has always been considered a refugee sector for people that become unemployed.
For this reason it is essential to foster and promote the entrepreneurship and the
entrepreneur culture (starting at the school level) and to qualify and guide people who are
going to start a new business, to reduce the early closing rate which reaches 35% in the first 3
years of existence. According to our data, good counseling and qualifications can reduce this
rate to less than 20%.
Retail shops are increasingly digitalizing their sales processes to improve its productivity and
profitability, adapting to the new social and consumption habits: on-line sales, social networks,
communication and marketing on-line. This requires a qualified workforce, the incorporation
of new profiles through internal or external paths.
A retail shop is a business and it must be managed as such, and it requires a qualified
workforce, improving the training of owners and workers, incorporating new profiles
11
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(community managers, on-line shopping management, commercial area management, etc.).
These profiles are necessary to be competitive but, in many cases, the current crisis makes the
recruiting costs difficult to assume. We have a challenge and an opportunity: e. g. To analyze
ways for recruiting between different shops, get to know best practices developed succesfully
in other places, and to adapt them to our situation, etc.
Despite the important presence of the retail sector in the Basque economy, it doesn´t have a
good perception among part of the society: low professionalization image, high prices, bad
working conditions (unatractive timetables and low salaries). As some of the workers from the
sector indicate “to be a sales rep in the retail sector has no value nor social or professional
recognition“. It is considered that anyone is able to work or open a store, and that no
qualification or specific competences are needed.
Perhaps this is the reason why we find that, out of the 139 vocational training centers (public
and private) located in the Basque Country, only 14 offer some speciality in commerce.
Intermediate Degree: Commercial Activities (2,000 hours)
Higher Degree: Sales Management and Commercial Areas (2,000 hours)
In some cases, the centers have told us that they don´t offer it because there is no potential
demand from students, and in other cases that they stop offering it because it seemed like the
qualification was not necessary to work in the sector. Therefore, here we have a clear
challenge.
We must value the distinguishing elements of the local commerce: Personalized atention, good
aftersales service, especialization in products and services, as well as the existance of a sales
expert profile, to whom our commerce should be directed.

Economic context: competition patterns and economic performance of companies in the
sector. Implications of competition to the demand of skills in the retail sector.
Recently we are assisting to a change of the sale concept, because in general, there are no
unique products nor big differences in prices. All of this together with the decrease in sales,
due to the economic recession, has made the consumer more demanding when shopping and
for this reason, the differentiation in the customer service, advice, and caring for the shopping
experience, is the key factor that can lead to a sale. Because of it, the role of the workforce in
the commerce is essential.
Innovating and putting into practice creative strategies that make a difference, and qualifying
our entrepreneurs and their workforce in the service provided, are the only way for the retail
sector to remain competitive. The broader their knowledge and the better they are able to
transmit it to the rest of the team, the better their capacity to add value to the clients will be.
Therefore, the improvement of the qualifications and professionalism, and the incorporation
of new profiles into the retail sector, better adapted to the new times, will be an strategic
value for establishing the base of a productive model linked to more qualified employment and
quality. It will allow to improve the efficiency and profitability of the retail sector, its position,
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social value, and customer´s satisfaction, becoming more qualified and able to offer solutions
to the customer´s demands and to satisfy their expectations.
Regarding the continuous education of the retail workforce, some enterprises from the sector,
conscious about its importance, finance it with their own resources, but in general, the
majority of the stores participate in the continuous education plans subsidize which are
offered by the different entities benefitiaries of public funding. In our case, we have an
education necessities survey for the retail sector and the motivation regarding these courses is
high. The problem is the funding cuts in educational programs which leaves us with a deficient
educational offer, with the damage that it causes to our sector in terms of adaptation,
renovation, innovation and competitiveness.

Existing legal regulation of apprenticeship in the retail sector in the partner countries.
Vocational Training is the set of studies related to labor occupations and the labor market, and
nowadays is understood as a process that takes place along the productive life of a person,
considering Vocational Training as “Official Training” appropriate for school-aged young
people, as well as “Employment Training” addressed to active workers (professional
improvement and recycling), and to unemployed people to facilitate its incorporation into the
workplace, as well as its professional “assessment of competences” (directed towards
obtaining the Professionalism Certificate).
In our country, the internship system is regulated by Law in a general way, not specifically for
each different sector.
In this survey, taking into account that we direct it towards the improvement of the internship
and apprenticeship systems, we are going to focus on:
1. Initial Vocational Training (Official) address to school-aged young people which is
arranged as follows.
- The specific professional modules of the initial professional qualification (PCPI):
Addressed to people between 16 and 18 years old who didn´t obtain the Mandatory
Secondary Education Graduation (ESO) title, allowing them, on one hand to obtain this
title, and on the other hand, to obtain a level 1 Professional Certificate. If a person
doesn´t have the ESO title he/she doesn´t have access to higher education (Secondary
School, Higher and Intermediate Degree Cycles, etc.). With the new State Legislation
for Quality Improvement (LOMCE), it seems that the PCPI are going to disappear and
they will be considered as Basic Vocational Training (Although there is a big opposition
against its implementation).
- The intermediate degree training cycles (Intermediate Degree Technicians)
- The higher degree training cycles (Higher Degree Technicians)
- Specialization courses (legislation pending), whose objective is the improvement of
the students competences of the Intermediate and Higher Degree series. For its start
up the support of a minimum number of companies is necessary.
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The competent administration in the Basque Country regarding Vocational Training is the
Department of Education, Linguistic Policy and Culture of the Basque Government.
In the Initial Vocational Training (official), the internships in companies (FCT – Training in the
workplace) are mandatory, meaning that they are part of the educational curriculum and one
can only obtain the Graduation Title (Intermediate or Higher), once he/she has passed
satisfactorily the internship in the company.
The internship in a company (Training in the workplace) is regulated by the 156/2003 Decree
of july 8, published on the 24th of July of 2003; in this Decree the responsibilities of each
stakeholder (enterprise, educational centre and alumni) are addressed; These internships must
be done by the students finishing their studies in their second year at the centre, having
passed all the modules that make up the academic education. The duration of the internship
for the specializations of Commerce, Commercial Activities (Intermediate Degree), and Sales
Management (Higher Degree) is 360 hours.

In 2013, 10.035 students of VT carried out internships in different companies. Among them,
100 students came from the Commercial Activities of intermediate degree, and 163 came from
the Sales Management and Commercial Areas of the higher cycle.

Regarding the employment rate of the students who have done the Marketing and Commerce
cycles, it amounts to 57.2% in the year 2010, as opposed to the 66.3 % of the total of
Vocational Training students.
2. Employment Training, addressed to unemployed people.
The competent administration in the Basque Country regarding Training for Employment is the
Department of Employment and Social Policy of the Basque Government and its Employment
Service Agency, Lanbide.
It comprehends a series of educational activities addressed to unemployed people who lack
the specific vocational training, or whose qualification is insufficient to access the labor
market. It is also addressed to unemployed people who need to update their knowledge to reenter in his former activity sector or to obtain the necessary qualification that will allow him to
enter into another productive sector.
It is addressed to people between 16 and 65 years old and it is granted by the Public
Administration, therefore it has no cost for its participants.
The Royal Decree 395/2007, of March 23, regulates the different educational initiatives which
form the vocational training subsystem for the employment, its functioning and funding rules,
and its organizational structure and institutional participation.

14

DEVELOPMENT OF AN INNOVATIVE APPRENTICESHIP IN
THE RETAIL SECTOR
UPPRETAIL (2013-1-ES1-LEO05-66582)

This Royal Decree includes regulation regarding the rotation training and the employment
which is integrated by the training activities of the training contracts, and for the employmenttraining public programs allowing the worker to reconcile its education with the internship in
the workplace.
Within the employment training programs, the education linked to obtaining a Certificate of
Professionalism is gaining more weight. The Certificate of Professionalism is an official
document which recognizes the professional competences that each person has got for the
development of a work related activity with significance for the employment. It refers to the
qualifications of the National Catalogue of Professional Qualifications, it is issued by the Labor
Administration and determines the education required for each profession in the workplace.
Each Professional Certificate is regulated by a Royal Decree, regarding the training itinerary
and the mandatory duration of the internship needed to obtain the certificate.
In the case of the Employment Training, the data concerning the Commerce and Marketing
family, indicates that 50% of the students participating in one of the training activities have
found work once they have finished the training. This result is obtained among the whole
student body attending the training activity, therefore in some cases the insertion has taken
place without the need of an internship.
Nowadays, in the Basque Country, we have an unemployment rate of 29.4% among young
people (between 16 and 29 years old - as opposed to the 41.7% rate of the rest of the
country). This unemployment rate is doubles the general population rate.
In view of this situation, the Basque Government, following its policy of promoting
employability among the young people, set up a novel project in 2012 named HEZIBI, based on
the Dual Training or Rotational Education, an apprenticeship method which combines training
and work, something that has already been consolidated in various European countries that
see in this system numerous advantages for the student and the companies.
It is a project set up and coordinated by the Departments of Education and Employment of the
Basque Government, together with the Vocational Training Centers Network, and other
stakeholders, business organizations, etc.
The aim of the program HEZIBI is to develop a rotational Vocational Training model, addressed
to students from Vocational Training and young unemployed people, with the objective of
improving their professional competences obtaining a certificate of professionalism or an
initial vocational training title in a rotation system, with a paid working activity in the
enterprise, contributing to adjust the needs of the companies with the competences acquired
by the workforce.
The student keeps a working relation with the enterprise and, at the same time, an academic
relation with the Vocational Training Center. The rotation training model, transfers part of the
apprenticeship program to the enterprises, making them key agents in the learning process of
the student. It allows to link together the training in the study centers and the training in the
workplace, integrating in a better way the technical competences and the cross-curricular or
social competences.
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Therefore, it offers beforehand a double advantage: Training and adaptation of the student to
the competences profile defined by the company, and a contribution to the reduction of the
high unemployment rate among young people.
The program is addressed to students from 16 to 30 years of age, registered in Lanbide Basque
Employment Service, an Employment Contract for the Training and Apprentice is made among
the company and the student / worker, and the job assigned to the student must be closely
related to the professional profile of the formative cycle.
The student participating in the program is exempt from doing the FCT (internship in the
workplace), because it is replaced by the working activity in the company. Generally, the
projects have a first course taking place in the education center, and a second one in rotation
(with a maximum of 75% of the time at the company and the rest in the education center),
supported by a 1 year contract.
In this program the student´s assessment is shared between the center and the enterprise.
This program is regulated by the joint Order of October 3rd of 2012, by the Counselors of the
Education, Universities and Research, and Employment and Social Issues, which establishes the
regulatory bases of the HEZIBI Program of training and work in rotation for young people.
Moreover, the Education and Apprenticeship Contract established by the Legislative Royal
Decree 10/2011 of 26 august of 2011 and the modifications set by the 3/2012 Law of 6 July,
make the initial framework which gives the training in rotation a law-labor direction.
During the first promotion of the Hezibi Program 126 students participated and 55.70% of
them have continued working in the company after the program ended. During the current
school year, the number of students has increased to 232 and there are 185 companies
participating. But, out of the 232 students participating in this call, only 6 come from the
Commerce and Marketing cycles. Therefore we have an important challenge for the promotion
of the Dual Training in our sector, both in the centers as well as in the enterprises.
In this year´s call, which regulates the period 2014-2015, the program is no longer called Hezibi
and is now called Dual Training as in the rest of the country.
As can be noticed, regarding the Normative of the FCTs (Education in the workplace), we
encounter different norms depending on which Training we are referring to, the Initial
Vocational Training or the Employment Training. According to what we have heard during the
interviews that we have had, the aim is to move forward towards a unified norm that will
integrate the whole system. In fact, a joint draft has been prepared by the Departments of
Education and Employment, but it is on a standby right now. It is necessary to move forward to
improve the coordination between the Departments and to give space for queries regarding
the new Vocational Training Titles which are not included in the Actual Normative of the FCT,
generating problems and gaps. This new regulation would also include the internships for the
certificates of professionalism, internships abroad, project developments, etc, which are not
included in the internship regulation.
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Institutions involved in the vocational training and skills development in the retail sector:
responsibilities and cooperation patterns.
The funding system of the Vocational & Continuous Training in the State and in the Basque
Autonomous Region, is characterized by its strong institutionalization (the decisions and
resources are mainly institutional), and the stakeholders and business sectors play a minor role
compared to other countries.
In general, the normative regarding Vocational Training for Employment comes from the
Spanish Government, but the Basque Autonomous Region has competences transferred
regarding Education and Employment, and therefore it is able to develop and adapt the norms
to the particularities of our region.
According to the interviews being held with technicians from the autonomous Administration,
a better coordination with the State Government is demanded to participate more actively in
the norms design, implicating the technical body of the different administrations, creating a
state level network of Vocational Training that reconciles the management tools and the
appropriate coordination of the processes.
There is also a demand for more coordination within the Administration of the Basque
Government, that is to say, among the Departments of Employment and Education because in
some cases there are conflicts regarding competences that should be solved.
In general, there is a good coordination among the training centers and the administration. At
first, the norms are already given, as well as the curriculum design for each title. It does seem
like they have some leeway for adaption. Regarding the internships, the Education Center
informs the Administration about the development of the internship (calendar, timetable, and
others) and a coordination between both parties is established. The center, following the
curriculum design for each title, establishes the standards of the student evaluation, which
apprenticeship must take place in the enterprise. It is responsible for finding the most
appropriate companies trying to guarantee that the training is suitable for acquiring the
competences which the student should get in order to obtain the title.
Companies, through their business organizations, transmit their needs and interests to the
relevant Administrations, Education Centers, but is necessary to deepen the interrelationship
to foster the adaption of the education to the real necessities of the companies, in order to
reinforce their implication and commitment with the system. This has happened more in
Industrial Sectors that have a strong link and implication since the beginning of the vocational
training system, and therefore we have a clear improvement opportunity in our sector.
In our specific case, we have to find ways to foster an improvement of our sector´s image and
its attractiveness for hiring and maintaining qualified personnel, to increase the demand for
specialized training in the retail sector, for the enterprises and its current and futures
employees. This would favor an increase in the number of centers offering specializations in
the retail sector, the fulfillment of internships in our companies and the incorporation into the
labor market in our sector, which will help in sensitizing our entrepreneurs regarding the
necessity to count on qualified personnel to improve the viability, competitiveness and
sustainability of the sector.
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Demographic characteristics of the workforce in the retail sector: age, gender, education.
Related challenges and opportunities for development of apprenticeship.
We find ourselves in a sector in which the managers / owners of retail shops are, on average,
48.2 years old and have a intermediate educational level (56.7% have finished Vocational
Training or Secondary School).
Another structural aspect in the sector regards to women´s participation and management,
showing a high presence of women, which amounts to 68,6% of employment (whereas in the
country´s economy is 43,2%), 53% of women employers and self-employed (whereas in all
other sectors is 32%), 60,7 % in store management, and 58% responsible for the stores. We
also see that in 2013, within the new retail entrepreneurs group, the number of women who
have decided to start up an activity on their own has increased significantly.
The level of feminization in the sector obliges us to look for conciliatory ways in the retail
sector: flexible hours, new contractual formulas, work shifts, etc, which will enable the
incorporation of new people into the sector. This flexibility is necessary also to adapt to the
new consumption trends and to the new shifts and leisure time of the customers, and to
attract tourist to the local commerce, etc.
In general, the level of qualification in the retail sector is getting higher, incorporating people
with an intermediate level, like college graduates, into the sector, but perhaps what is missing
is an specific training in commerce.
For this reason, it is necessary to foster the continuous training in the sector, and to promote
that the new incorporations come from people with an specific training in retail (Vocational
Training, Certificates of Professionalism), and to add value because it is essential for the
improvement of the professionalism of the sector.
Bearing in mind the above, as well as the fact that 72.9% of the companies have the legal
status of a natural person, and that the average is 2.6 employees per shop, one of the
challenges to accomplish is to enable the people incorporating into the retail workforce to
develop a career in the sector, and that it becomes an attractive sector capable of generating
qualified employment, valued and recognized in every field.
Another factor is the aging of the shop owners and the difficulty finding a generational
replacement or business transfers. With the incorporation of qualified people into the retail
sector we find an opportunity to provide continuity, improve the level of professionalism,
modernization and innovation.
Best practice in apprenticeship development in the retail sector
In order to fulfill this survey we have held a series of interviews with the agents implicated in
the development of the training and internship in the retail sector, focusing on the Gipuzkoa
province (Basque Country), which is the place where the Federacion Mercantil de Gipuzkoa is
located, and is the responsible for this assessment report.
18
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We have tried to focus on the retail sector and for that we have made the following selection:
- At the Governmental level,
People responsible for the two Departments of the Basque Government implicated with
Vocational Training for the Employment:
- Department of Education, Linguistic Policy and Culture
- Lanbide. Basque Service for Employment. Department of Social Policies and
Employment.
- At the Education Centers level,
We have selected those centers that offer education directly related to Commerce and
Marketing, so that we could obtain specific data of the retail sector:
- Initial Vocational Training (Official), officially recognized.
- Employment Vocational Training, authorized and approved by Lanbide.
- At the retail sector entrepreneur level,
We have selected 3 entrepreneurs which normally accept interns in their companies to get to
know their experiences first hand.
In some cases, the points of view are different, but there are also shared opinions that we will
try to explain further hoping that these contributions help us in the improvement of the
training and apprenticeship system, in the retail sector.

Organization of apprenticeship training / integration of training in the work processes in the
enterprise.
In general, the process done by the training center begins with the selection of the company in
which the student is going to fulfill the internship, trying to ensure that the training in the
workplace favors the acquisition of the competences established in the curriculum design for
each title, certificate of professionalism… For that, the enterprise must inform the center of
the tasks that the student will be performing during the internship, the calendar and
timetable, as well as assign a tutor who will be the responsible of the student during his stay at
the enterprise. The enterprise subscribes an agreement for the internship provided by the
training center, and the center provides the Administration with the data requested for its
management, organization and follow up.
In general, the training center provides the enterprise with a notebook to manage the
internship, with the instructions to follow by the enterprise and the student, the competences
that should be acquired during the apprenticeship process, competence assessment, final
report, etc.
The enterprises interviewed indicate us that the apprentice is welcome as part of the team, is
presented to the rest of the staff trying to integrate him or her in the team, is guided through
the apprenticeship process and relies on a tutor from the enterprise who is responsible for
every matter, and who is also in coordination with the student´s tutor from the training center.
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In general, companies do not have a documented internal procedure for the interns although
one of the entrepreneurs interviewed who manages his business following the EFQM
Excellence Model, is preparing it within his ongoing improvement plan, in which the following
aspects are included: Responsibilities of the different entities involved (Enterprise, Training
Center, and in this case, FMG as an intermediary entity between the enterprise and the
training center), the internship project to be presented at the training center and to the
student, setting up the objectives, planning, methodology, incentives plan, assessment of the
criteria sided with achieving the objectives. His aim is to use it in the management of the new
internships in his enterprise.

Contractual arrangements and access to apprenticeship (including funding mechanisms).
Carrying out an internship in the workplace doesn´t imply a working relation between the
enterprise and the student. An internship agreement is signed provided by the training center
and the relevant Administration is informed about it (the Department of Education, in the case
of students coming from Initial Vocational Training, or Lanbide if the student comes from
Employment Vocational Training).
The internships do not have any cost for the companies, the Administration is in charge of
issuing a civil liability insurance for the student, and in the Employment Vocational Training
Lanbide subsidizes a percentage of the hours that the tutor spends with the internship (this is
not applicable to the Initial Vocational Training internships). The student doesn´t receive any
pay although in occasions, the enterprise itself pays for the student´s commuting expenses or
even a voluntary compensation during or at the end of the internship.
Regarding the access to the internship system, according to what we have been told in the
training centers, the crisis has made it more difficult for the enterprises to accept interns and
the centers have to search for enterprises on their own, without any institutional help. On the
other hand, the entrepreneurs have informed us that, although they have tried to accept
interns, and having done the request for it in numerous occasions, they have got them only in
a few occasions. In this regard, both the training centers and the entrepreneurs have
requested that business associations like FMG, would intercede to solve this issues and to
enable the internships in the retail sector, sensitizing the entrepreneurs regarding the impact
of internships and their responsibility in this learning process. It is necessary to sensitize the
entrepreneurs in the fact that it is training because in some cases it is considered as a way to
save the cost of contracting a worker. They must put into practice the knowledge acquired in
the academic training, and in the enterprise they must help them to develop skills and
attitudes to favor their insertion in the labor market. One of the problems is that at the
technical competence level, it is very difficult for the student to practice in just one enterprise
(especially if it is small), all the academic knowledge (they only practice a small percentage of
those).
In Dual Training the situation is different because in this case, there is a work contract between
the enterprise and the student who becomes part of the workforce.
The Enterprise selects among a number of candidates proposed by the training center, the
student they wish to hire and regularize a 1 year contract, in a modality of contract for the
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training and apprenticeship (to be developed during the second year of formation in the case
of the official Vocational Training). As stated in this contract, the student turns up a maximum
of 75% of the hours set up in the agreement and the rest of the time the student continues
studying in the center with the rest of his/her classmates. The salary will correspond to the
number of hours worked in the enterprise and to the collective agreement subscribed by the
enterprise.
As an incentive for the enterprise, a business quota exemption for social security expenses in
established and also, the enterprise receives a 2.000 euros compensation for tutoring the
student.
The training center and the enterprise agree beforehand on a project (which is sent to the
relevant Administration for its approval), specifying the calendar and work schedule for the
student, which contemplates the enterprise´s needs and guarantees a complete training
pertaining to the formative cycle in which the students is enrolled.
Dual training has advantages like the incorporation of young people into the labor market,
making them more aware of the real world (because they have to reconcile work and studies),
they get more involved in the enterprise with the internship program and learn to be more
responsible, as well as to develop a series of competences related with the attitude which will
help them to continue in that same enterprise, or in another one, when the contract expires.
The duration of the training in the enterprise is longer and it favors the apprenticeship and
putting into practice more competences.
Among the inconveniences of this program we can find the following ones:
-

It´s a voluntary program for the training center and therefore, its start up and
development, relies on the hands of the centers and its teachers. This program
implicates more dedication in hours and implication and not all of them want to
assume it.

-

It is a voluntary program for students and therefore the students from the traditional
training system (with the internship taking place at the end of their academic training)
coexist in the same classroom with those who decide voluntarily to alternate
classroom education with working in the enterprise.

-

Both models coexist in the classroom, 25 % of the school year, and therefore it is
difficult to integrate in this period of time the students that are 75% outside the
classroom, and sometimes with different timetables (although in the centers they try
to organize similar timetables in the enterprise training to favor integration).

-

The fulfillment of the formative curriculum must be guaranteed, but not in every
enterprise can one develop all the knowledge. This makes the implication of the
teachers in the centers a key issue to make up for this gaps and to guarantee that the
student has acquired all the competences required for obtaining the corresponding
title.
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-

In case of a contract cancellation the center has the responsibility to find another
enterprise for the student, or to accept him/her back in the traditional training method
with the rest of his classmates.

-

In the Dual Training program, it is predicted that the Rotation Training could take place
in the Formative Programs linked with obtaining a Certificate of Professionalism, but
up to now it has been impossible because the realization periods do not coincide.

Therefore there are inconveniences and gaps that need to be solved to implement and
develop this model.
It seems like the main problem for the development of the rotation by the enterprises relies on
the transparency and determination of the Administration. Nevertheless, the support
proposed by the pilot experience HEZIBI, is something that facilitates the development of the
rotation and which shows the importance given by the Administration to the tutoring in the
enterprise and the rotation in general.
In order to favor the development of this program it is necessary to inform and sensitize the
entrepreneurs about the advantages implied in this program for the companies, because it
allows them to train a young person which is going to acquire knowledge, skills, and expertise
to respond to the specific needs of the enterprise. It reduces the costs of the selection and
adaptation processes. It allows them to know better the workers that they may need to
contract later on, and to adapt to the changes in the economic setting and to be more
competitive.
It also favors the generational replacement and business transfer, as well as the transfer of
knowledge between the people abandoning the labor market and people incorporating into it.
On the other hand, to make the former possible, the entrepreneur culture should be foster in
the training centers because in general, young students study hoping that a company will hire
them and only a minority think about starting up their own business. Here we find a clear
improvement opportunity that we should analyze how to approach.
Curriculum design, training time and progression
In the case of the Initial Vocational Training titles, the curriculum design is regulated by law for
each one of the titles. Here, the duration, objectives and contents of the vocational training in
the workplace and in the centers are established, along with the evaluation criteria, etc,
allowing each training center the adaptation of the particularities of its students and its
setting. For this reason, it is vital that the centers are continuously in contact with those
enterprises that work in activities related to the subjects that they teach, to get to know those
jobs and the knowledge demanded in order to favor the student´s incorporation into the labor
market.
In the case of Employment Training, the curriculum design is established by Law when the
objective is obtainign the Certificate of Professionalism (with the Royal Decree regulating each
certificate).
22

DEVELOPMENT OF AN INNOVATIVE APPRENTICESHIP IN
THE RETAIL SECTOR
UPPRETAIL (2013-1-ES1-LEO05-66582)

In the case of the rest of the programs the Employment Training is provided by the
Administration, except for programs in which the centers themselves request it to the
Administration on their own, making a series of educational programs that meet the requests
of the market. In this case, the center itself establishes it with the Administration´s
authorization.
Therefore, the curriculum design is given and the training centers must look out for its
fulfillmen, regarding the academic training and the training in the workplace (which requires a
coordination, and for a close relation between the tutor from the center and tutor from the
enterprise.
Both the training center and the enterprise are responsible for the progress and advancement
of the apprenticeship, trying to resolve in collaboration, the possible dificulties that may
appear in the process.

Assessment of competences / awarding of qualifications.
Both the vocational training and the employment training, base their curriculum on the
competences of the qualifications included in the National Cataloque of Professional
Qualifications.
The training center is responsible for resolving the assessment of competences, paying
attention to the curriculum design established, which guarantees that the knowledge and
competences acquired by the student truly relate to the curriculum.
It must be assured that the student is going to acquire the majority of the established
competences in the enterprise, and that the tutor designated and the enterprise are the most
adequate entities for looking after it.
In general, the training center provides the company´s tutor with an internship notebook to
facilitate the student´s assessment and follow up during the process. It contains a series of
general instructions both for the enterprise and the student, as well as the task performed. It
also includes an evaluation sheet that must be signed by the company´s tutor, in which he
must assess the student taking into consideration aspects like:
-

Technical competence: Theoretical knowledge, verbal instructions learning, writing
instructions assimilation.

-

Skills: Work organization; methodology, order, hygiene, working pace, working quality.

-

Attitudes: Initiative, collaboration and team work spirit; attendance and punctuality;
Responsibility and interest for the job; Concentration.

The overall grade is the qualification given by the training center and the student must pass it
to be able to obtain the Vocational Training Title, or the appropriate Certificate of
Professionalism.
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We have got the information from the model provided by one of the training centers
interviewed.
In the case of the other employment training programs, the academic training and the training
in the workplace are assessed separately because not all of the students do an internship (they
are voluntary).
Stakeholders roles in the organisation of apprenticeship training.
The stakeholders (business organizations and unions) participate in the development of the
regulatory system of the qualifications and the voluntary training, providing the vision from
the business world and from the workforce representatives.
The training centers are a key factor in the development of the system due to the fact that
they embrace the responsibility to teach the formative actions and to liaise with the
enterprises, adapting the apprenticeship itinerary to the real labor market, searching for the
most adequate enterprises for the internships to be successful, guiding the student during the
apprenticeship. The implication of the training centers is good, and it responds to the
challenges of the system, implementing novelties that the current regulation is developing in
constant evolution.
Companies participate in the system communicating its necessities to the training centers and
to the Administration, embracing the interns, bearing in mind that it is a good opportunity to
meet people to be included in their workforce when they need them, and to provide the
interns with the necessary training to fulfill their academic education, and get to know the
business reality. In general, the work of the enterprises is good, but both the Administration
and the training centers agree that, in some case, a change of mentality in the enterprises is
necessary: People doing an internship are not workers without a cost but people training (in
this case in the workplace) and the enterprise has the responsibility to get involved in the
training, in order to adapt their knowledge to the businesses necessities. There is room for
improvement in this regard but, in general, the work of the enterprises is considered
adequate. We have to bear in mind that the tutors from the enterprises do not receive any
previous training to prepare them for the task. It all depends on their implication, experience
and know how.
In the case of the retail sector, we find out that lately, interns with new profiles that do not
actually exist in the company, are being demanded with the objective of adapting better to the
market and customer demands (areas related to web development, on-line marketing, etc),
which could make the job of the tutor more difficult, because he works as a guide, establishing
objectives and doing the follow up and fulfillment of duties, but doesn´t have the specific
education, knowledge or experience in the field.
Regarding the roles assumed by each agent directly involved in the organization process of the
training in the workplace:
- Administration: In the case of the Department of Education (Initial Vocational Training), the
figure of the FCT coordinator exists, and its job is to coordinate the internships that are carried
out by the students from the training centers in the area; advises the centers about the
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existing regulation in relation with the internships functioning, exceptionalities, doubts, and
controls the whole process (internship calendar, schedules). A similar figure exists in the case
of Lanbide in which, it would be the Internship Management Responsible.
- Training center: In the case of the official training, in each center exists the figure of the
Coordinator of FCTs who is in charge of assigning responsibilities to the tutors in the center
and coordinates the whole process. The student´s tutor of the center plays a binding role
because he accompanies the intern and the enterprise throughout the process to guarantee
the adaptation of the training in the workplace to the established curriculum, and is
responsible for resolving doubts and difficulties that may take place.
- Enterprise: The role of the tutor is key: he must be responsible for the apprentice training, for
organizing the apprenticeship and for defining the objectives, he must get involved with the
interns sharing with them his experience and knowledge, and guiding them in the
apprenticeship process.
- Student / Apprentice: must get involved in the development of his training itinerary, in his
apprenticeship and in developing the competences and attitudes needed to enter into the
labor market.
In order for the process to function and to obtain the expected results, the involvement and
close relation between the enterprise tutor and the one in the training center accompanying
the apprenticeship, is essential.
Concluding Remarks
It is necessary to improve the training and qualifications of the current workforce and the new
people incorporating into the retail sector, collaborating with enterprises and its business
organizations, with the training centers, promoting that a training specialized in the retail
sector is given in the centers, and ensuring that it is appropiate for the needs of our
enterprises, both for its knowledgement and for its competences and attitudes.
On the other hand we must ensure the effective accomplishment of the internships in our
sector, that they are satisfactory for every party involved, and that they derive in the
incorporation in our sector of qualified workers especialized in retail, as well as new profiles
which add value and contribute to the improvement of the sector´s professionalization.
For this reason we must also work in sensitizing and making the retail entrepreneurs conscious
about it, so that they give value to the work in their sector, demostrating them the necessity of
their commitment in the training of new professionals and the benefits for all parties.
The incorporation into the labour market of people who have obtained a certificate of
professionalism, officially recognise, as well as the Vocational Training people titled, according
to the new training cycle from the Commerce and Marketing series (and other more specific
and technical from each subsector of commerce), will contribute to the change, to innovation
and to the improvement of the competitiveness, stance and image of our sector.
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3.2.-Contextual considerations and best practice in apprenticeship in the retail sector in
Bulgaria
Introduction
It is undeniable fact that the theoretical knowledge that we gain in schools and universities is
very often different from the real requirements that the employers have. The training on the
particular work place for the exact profession in a specific industry develops skills resulting not
only from the theory, but also from practice.
In the terms of our fast-developing world the earlier orientation towards a definite profession
and its practical mastering gain essential meaning for the labour realization. Each person has
the right to train and develop his professional skills, regardless of the education and age. That’s
why the traineeship and apprenticeship must be available for anyone who is searching for
professional expression. Traineeship and apprenticeship are also an opportunities to master a
profession and employ the youth that dropped out of the education system and that don’t
have a degree of professional qualification and their opportunities for returning in the
educational system are limited. Last but not least, traineeship and apprenticeship are
instruments, which the employers can use to train specialists who can meet the highest grade
of specific requirements for particular company or organization. In this sense, apprenticeship is
good opportunity to reduce the unemployment and adapt the skills of the employers to their
needs.

Clarification of terms:traineeship, apprenticeship (tutorship)
Traineeship
Traineeship is working at a particular work place for acquiring or improving the qualification
through developing your skills and increasing experience.
The training is structured model for acquiring knowledge, skills and work habits in a real
working environment. The aim of the trainee is to learn more about his professional interests
and to gain valuable knowledge and experience in a particular area. Within the training
program the trainee works like any other employee, but his goal is to be mentored, supervised
and trained. The traineeship programs are designed to help the trainee to orientate in the
profession so he can determine if this profession meets his interest and abilities. Or the
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traineeship is execution of work under the guidance of the employer or his nominee – mentor,
with aim mastering practical skills on the obtained profession or specialty.

Apprenticeship
Apprenticeship is training at particular work place, alternated with training in the educational
system. The acquiring of professional qualification in this way appears to be an appropriate
form of training of young people who are left without the necessary education.

Tutorship
Tutorship is a process in which the main participants are the mentor and the mentee. At the
base of tutorship there stands the presumption that the person is able to achieve a lot and
that he is able to reveal his capabilities and potential when he is supported by a more
experienced colleague.
Tutorship is a process of interaction between two or more persons/sides, in which the one
person/side have personal superiority in a particular area and is exercising qualified and
professional influence on the thinking, behavior and actions of the other person. It is bilateral
for both the mentee and the mentor. The good relationship between them creates a sense of
strength and power. The mentee is acquiring new skills and as a result he is experiencing
success.
Review of the normative documents relating to traineeship and apprenticeship
Traineeship and apprenticeship are not subject on special normative document (law,
ordinance, decree, regulation, etc.), but are discussed in several laws and sub-legislative acts.
These are the Law on Employment Promotion, Craft Act, Law on Vocational Education and
Training and others.

Law on Employment Promotion
This law settles the public relations in the encouragement and preservation of the
employment, professional guidance and training of adults, the mediation of information and
employment in Republic Bulgaria and in others countries of Bulgarian citizens, citizens of other
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country – member of the European Union, countries – parts of the Agreement on the
European Economic Area, or the Swiss Confederation, the mediation of informing and
employment of foreigners in the Republic of Bulgaria, the regulation of access to the labor
market to foreigners – citizens of third world countries.
Art. 17 states that persons seeking employment can use preferences for traineeship and/or
apprenticeship.
Art. 41 reflects the possibility for each open workplace for traineeship, on which is hired an
unemployed person under 20 years of age, directed from the divisions of the Employment
Agency, amount of money is granted to the employer according to art. 30a, para. 2 for the
period of traineeship, but not for more than 9 months. A person who has acquired the
demanded qualification of the profession or part of the profession, over the last 24 months,
and have no work practice in this profession will be hired for the traineeship workplace. Art. 46
is regulated for each workplace created for traineeship, on which the unemployed person
pointed by the divisions of the Employment Agency, amounts of money should be provided to
the employer according to art. 30a, para. 2 for the period of traineeship, but not for more than
6 months. A person who has acquired the demanded qualification of the profession or part of
the profession, over the last 24 months, and have no work practice in this profession will be
hired for the traineeship workplace.

Craft Act
This law settles the practice of crafts, organization of crafts and artisan training. There is a
special section “Apprentices” in which in Art. 45 is written that apprentices are people who
work and learn the craft in craftsman’s enterprise. It is specified that the apprentice may learn
in craftsman’s enterprise only from a master and that for apprentice can be accepted a person
who is at least 16 years old, and is not studying in a daytime school system of the public
education or full-time in a high school.
Art. 46 stipulates that the craftsman’s enterprise can only train apprentices in the crafts
practiced at this company. Right to conduct training have only these craftsman’s enterprises
that provide appropriate type and site furnishings. The number of apprentices is determined
by the training opportunities and the needs of the craftsman’s enterprise. A master can’t train
more than two apprentices in the same time. Training of apprentices shall be in accordance
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with the requirements of the statute-book of training prepared and accepted by the National
Craftsman’s chamber in coordination with the National Agency of Professional Education and
Training. The apprentice can study only if contracted to do so by the owner of the craft
enterprise.
(3) The contract between the apprentice and the owner of the craft enterprise shall
determine: 1. The training period; 2. The object of study(the craft that the apprentice will
train); 3. The financial relationship between the owner of the craft enterprise and the
apprentice. 4. Regarding to the employment relationship between the apprentice and the
owner of a craft enterprise the Labour Code applies. Regional crafts maintain registers of
trained apprentices in the craftsman’s enterprises(register of apprentices). Terms and
conditions for keeping a register of apprentices shall be determined by egulations issued by
the National Chamber of Crafts.

Law on Vocational Education and Training
This law regulates the social relations associated with: 1. Providing access to vocational
education and training of citizens according to their personal interests and abilities; 2. Meeting
the needs for a qualified workforce, that is competitive on the labour market; 3. Providing
conditions for the functioning and development of the system of vocational education and
training, based on cooperation between its institutions and the executive authorities and the
local self-government and social partners. (2) The law shall regulate the organization,
institutions, managing and funding of the system of vocational education and training.
The law regulates the practical training which is organized as educational practice and practical
practice. The places for practical training are specified: 1. Training facilities of schools; 2.
Training facilities of similar schools or vocational training centers in Republic Bulgaria and
abroad; 3. Enterprises of legal entities and individuals; 4. Training facilities at enterprises;
educational and training facilities of schools, sports halls, stadiums and swimming pools.
Art. 31 says that the practical training is conducted as educational-training, educationalproductive and productive-educational activities. For conducting the practical training the
schools conclude an agreement.
Schools can organize themselves and/or cooperate with legal and physical individuals
producing goods and services, fulfilling the educational requirements for achieving
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qualification in a profession or documentation on vocational training school or the applicant
for vocational training. Organization and financing of practical training is carried out under the
terms and conditions set by the Minister of Education and Science agreed with the Minister of
Finance.

Others
Other regulations that comment the traineeship and apprenticeship thread are: Public
Education Act, the Laboud Code Administration Act, Judiciary Act, Decree №103 of the Council
of Ministers of 3.06.1991 on the practical training of students in the supreme education
institutions and college institutions; Law on Obligations and Conracts; the Law on Corporate
Income Tax and others.
Institutions related to traineeship and apprenticeship
Ministry of Labour and Social Policy
Implement the provisions of the Law on Employment Promotion. Realize the overall
coordination and regulatory control over the implementation of the Law. Provide the
necessary funds for financing under the National Action Plan for Employment for the year.
Ministry of Education and Science
Implement the coordination and methodological control on the interaction between schools
and employers
Regional Education Inspectorates
Identify youth who have dropped out of school and provide information on the regional LOD
range. Inform and advice students who dropped out of school, about traineeship and
apprenticeship.
Employment Agency
Providing methodological guidance, performing overall coordination and organization for
implementation of activities to promote and support traineeship and apprenticeship. The
agency allocates funds to targeted programs about traineeship and apprenticeship.
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"Regional Employment Service"
Provides methodological assistance and support of the “Labour Office” in implementing
activities to promote and support traineeship and apprenticeship. Coordinates links between
persons in charge in activities promoting traineeship and apprenticeship at regional level.
Training institutions
Conclude an agreement on conducting training. Conduct training for acquiring professional
qualification and/or key competencies. Issue documents of successful graduates.

Employers of the Project
Create workplaces for traineeship and apprenticeship. Conclude individual work contracts to
trainees/apprentices. Pay salaries to the employed trainees and apprentices for the actual
work time in accordance with the provisions of the Labour Code. Ensure the employed
trainees/apprentices, according to the Social Insurance Code and the Health Insurance Act;
Paying additional remuneration to mentors entrusted with the training of employed youth
apprentices.

Opportunities for funding traineeship and apprenticeship activities
Financing activities for organization of traineeship and apprenticeship in companies and public
institutions is not uniform and is performed by different sources. Mostly it is publicly funded,
but there are examples of their own (in-house), and for funding of various projects and
programs of NGOs.

Public funding
Public funding is carried out by the State budget through the Law on Employment Promotion
and the National Programme for Employment Action, which is taken each year by the
Government. Another source of public financial resources is the Operational Programme
"Human Resources Development", which is part of the National Framework of Reference, part
of the funds which are provided by the European Union through the "European Social Fund"
and other national co-financing.
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Employment Promotion Act
Art. 41. (Amended - SG. 26 2003 pcs. 26 2008 pcs. 59 2010) Art. 41 reflects the possibility for
each open workplace for traineeship, on which is hired an unemployed person under 20 years
of age directed from the divisions of the Employment Agency, amount of money is granted to
the employer according to art. 30a, para. 2 for the period of traineeship, but not for more than
9 months. A person who has acquired the demanded qualification of the profession or part of
the profession, over the last 24 months, and have no work practice in this profession will be
hired for the traineeship workplace.
(2) The employer shall provide training to the employee at the specified by the mentor
workplace.
(3) A mentor is a person of the same enterprise that is undertaking the training process under
par. 1 in the profession or craft, and is qualified, certified and have at least three years of
working experience in the same profession or craft.
(4) An employer who keeps the employment of hired for apprenticeship unemployed person
under par. 1 for an additional period equal to the period of subsidy is provided with amount
for mentor pursuant to Art. 30a, para. 2 also for the additional period.
(5) The mentor receives amounts pursuant to art. 30, para. 2 for the time mentoring, but no
more than 24 months.
Art. 46. (Amended - SG. 26 2003 pcs. 26 2008 pcs. 59 2010) For each open workplace for
traineeship, on which is hired an unemployed person pointed from the divisions of the
Employment Agency, amount of money is granted to the employer according to art. 30a, para.
2 for the period of traineeship, but not for more than 6 months. A person who has acquired
the demanded qualification of the profession or part of the profession, over the last 24
months, and have no work practice in this profession will be hired for the traineeship
workplace.
Operational Programme "Human Resources Development“
Operational Programme „Human Resources Development " is a strategic document , which is a
33

DEVELOPMENT OF AN INNOVATIVE APPRENTICESHIP IN
THE RETAIL SECTOR
UPPRETAIL (2013-1-ES1-LEO05-66582)

framework for utilization of funds , co-financed by the European Social Fund of the European
Union and the national budget in the programming period 2007 - 2013 , and covers the whole
country under the " Convergence " . It is an integral part of the National Strategic Reference
Framework, one of the main objectives is to "develop human capital to ensure higher
employment, income and social integration." The strategical objective of the program is to
improve the quality of life of people in Bulgaria by improving human capital, achieving high
levels of employment, increased productivity, access to quality education and lifelong learning
and enhancing social inclusion.
Some of the measures financed under OP “HRD” that promote traineeship and apprenticeship:
Plan “New Beginning”
The main objective of the project "A New Beginning“ is to provide an opportunity for young
people up to the age of 29, who have completed secondary or higher education / graduate / to
train to a position that corresponds to the acquired education in the professional field of
secondary and higher education , which facilitate young people's transition from education to
employment.
Jobs under the scheme are disclosed for a period of 6 months. A mentor is provided for each of
the unemployed persons that are hired. Each mentor is responsible for a minimum of 1 and a
maximum of 7 people. Once the employer chooses candidate he proceeds to signing a contract
for employment. Employers who create jobs in all sectors of the economy, with the exception
of those operating in the field of agriculture, forestry and fish industry can participate in the
project. The project can include municipalities, municipal enterprises within the meaning of
Art. 52 of the Municipal Property Act and the state administration structures. They may
disclose only jobs that are specialized in the administration of the employer.
Employers hire unemployed project for a period of 6 months at full- time and for the entire
rental period they receive funding from the OP " Human Resources Development " . Employers
are provided to means: For the employed trainee - remuneration of the minimum insurance
income for the main economic activity and qualification levels for the year; remuneration paid
for annual full-pay leave under Article 155 of the Labour Code , compensation under Article 40
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para . 5 CSR the due insurance payment in the employer’s bill of the amounts mentioned
above. For definite mentor - remuneration of half the minimum wage and social security
contributions due by the employer on that amount.
Plan “Students Practice”
The "Student practices" BG051PO001-3.3.07- 0001 is an initiative of the Ministry of Education,
funded and supported by the OP "Human Resources Development", co-financed by the ESF EU.
Employers in the project are all business and non-profit companies, state and municipal
governments,

government

agencies,

companies,

training

organizations,

employers'

organizations and other legal entities. Access and registration of employers is completely free
through a web - system of the project. Sociability of the process of recruiting employers
implies some competition between them by being able to present themselves in an
appropriate manner in order to attract the best students. Mentors of the students are the
employees of companies that provided venues for the practice of the students. Each mentor
guides from 1 to 20 students. Mentors participate in curriculum development and
methodology for verifying the performance of students in collaboration with the supervising
teachers. Project "Students practice" covers all schools in the system of vocational education
and training. 46 000 students must pass the practical training. Practical training in a real
working environment within no more than 240 hours is considered to be successful. After
completion and reporting the practices of the student, he is paid scholarship of 300 leva. All
students have the right to include only once in their study in the provided practical training in a
real working environment. Budget of the project "Student Practice" is 30 million leva.
Plan „Employment Support“
The main objective of the project "Support to employment" is to provide employment mainly
of members of vulnerable groups in the labor market. These are unemployed persons
registered at the Directorate "Labour", unemployed for over 12 months with low qualifications
and skills shortages, unemployed with low education and unemployment of ethnic minorities.
The project may involve private employers who create jobs in all sectors of the economy, with
the exception of those operating in the field of agriculture, forestry and fisheries . Employers
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must fall within the scope of Article 1, paragraph 1 of Regulation 1998/2006 . Salary costs are
minimal assistance to the employer in accordance with Regulation 1998/2006g . 15 December
2006.
Municipalities, municipal enterprises within the meaning of Art. 52 of the Municipal Property
Act and district governments can participate in the project. They all have limitations in
activities in which they can create jobs.
Employers hire unemployed persons for a period of 6 to 12 months , full- time, for the entire
rental period they receive funding from the OP " Human Resources Development " . If a
mentor is a business owner , he is not funded. For the employee - remuneration of the
minimum insurance income for the main economic activity and qualification levels for the year
for remuneration paid annual leave under Article 155 CT ; remuneration under Article 40
paragraph 5 of the CSR contributions payable by the employer on the above amounts. For
certain mentor – remuneration of the amount of half the minimum wage , providing training in
not less than 40 hours per month to employees of the specific remuneration for this. In order
to receive a reward for mentoring another person, he must be hired under labor contract or
service relations.
National Youth Strategy (2010-2020)
The first priority of the strategy - to promote economic activity and career development of
young people, covered a total of 51 414 people. Most of them - 40 246, have benefited from
projects under the first operational objective which is to create new jobs and growth in the
labor market by promoting inclusion and career development of young people.
These include measures such as the provision of traineeship and apprenticeship in various
companies involved in projects to promote the research interests of the students, traineeships
in state and municipal authorities, access to student support and credit support labor mobility,
guidance services and others. Funding is provided under the Operational Programme "Human
Resources Development", the national budget for the promotion of employment and
municipal budgets.
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Self-financing (in-house)
Although it is not very common, but there are good examples of companies that have their
own traineeship programs, which are funded by themselves. In most of the cases these are
local subsidiaries of international companies that have traditions in traineeship and
apprenticeship.
This is the example of Nestle Bulgaria , which has a long tradition in offering traineeship
programs and provide an opportunity for the expression of young people. The traineeship
Program of Nestle Bulgaria was established in 1997 and allows students to gain practical
experience in a real business environment. It is in line with our principles for creating shared
value and commitment to socially significant initiatives to support young people and allows for
a smooth entry into the professional environment. Trainees have the opportunity not only to
learn about the functioning of the company closely, but are involved in real cases and projects.
They acquire knowledge and experience to prepare them for their successful career. The
traineeship program offers several types of short-term training, which can be paid or unpaid .
We offer students the opportunity to train and that is a logical continuation of their academic
program. They have the opportunity to gain practical experience and observations in terms of
more flexibility and compatibility with teaching duties.
Summer traineeships are suitable mainly for students from upper courses. The traineeship
lasts three months and can be conducted in every department of the company. During it,
students can apply their theoretical knowledge in practice and to find their professional skills
through participation in real business projects. Each year, there are different number
apprenticeships and they are in different departments.
Each year, Nestle Bulgaria offers one-year traineeships to graduates and young professionals.
With no specific start date and being offered in various departments of the company, these
traineeships are designed for recent graduates without professional experience and an ideal
place to kick-start your career development in a challenging work environment. The program
has gained much interest among the candidates, as it allows for a smooth entry into the
professional environment of the position for which no experience is required.
37

DEVELOPMENT OF AN INNOVATIVE APPRENTICESHIP IN
THE RETAIL SECTOR
UPPRETAIL (2013-1-ES1-LEO05-66582)

Presentation of information from interviews with employers and professional schools
In connection with the preparation of this report, interviews were conducted with employers
in the sector "Retail" and professional school that prepares students for this kind of sphere.
We present the aggregated responses below.
1. How do you assess the functions and responsibilities of employers in the
apprenticeship training which are prescribed by laws? Are there any problems or
difficulties related to legal regulation of the functions of employers in the organization
and provision of apprenticeship?
Employers
We use the opportunity for traineeship/apprenticeship regulated by the Law on Employment
Promotion and funded by the National Action Plan for Employment and the Operational
Programme Human Resources Development. This is a subsidized employment –
reimbursement for the salary and insurances on the employer’s bill. Problem is the delay in the
recovering of these funds, after the deadline mentioned in the contracts. When applying for
these opportunities sometimes there is a problem with the required documents. A
comprehensive and lasting solution to the problem with traineeship/apprenticeship is needed,
through regulatory changes and involvement of the state through its agencies in this process.
Employers that support programs for traineeship and apprenticeship should have tax breaks
and regulated subsidies.
School
During the years of transition to a market economy, a gradual disclosure is noticeable
between school and the real economy. Fewer employers voluntary provide an opportunity for
students of the profession to do a traineeship or apprenticeship in their organizations. On the
one hand, this is due to the employer’s lack of financial resources to maintain such programs,
as and the lack of resources in the training organizations. Obviously some legislative changes
are necessary, which would give opportunity to all students graduating from vocational
schools to be introduced into traineeship and apprenticeship.
2. Please, describe the responsibilities or employers and apprentices in the organization
of apprenticeship. How these responsibilities are defined and shared?
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Employers
Trainee / apprentice has the same responsibilities as other employees in the company. Comply
with the requirements of the employer and follow the instructions of the mentor responsible
for the implementation on the job. The trainee / apprentice is required to make more
individual efforts to master the profession. It is necessary to take the challenges of
implementation and more challenging tasks. If the employer requires the trainee / apprentice
to attend additional training courses, they become an integral part of his daily professional
duties .
The employer reveals special workplace for qualification through traineeship / apprenticeship
that is part of an enterprise. The workplaces that are created must be properly equipped for
the trainee. The application for the vacancy, that the employer sends to the employment
office covers that it is open especially for traineeship / apprenticeship. Employer is obliged to
conclude an employment contract with the person directed to him by the employment office.
Employer is not required (but could) to issue a document about the acquired by the trainee /
apprentice skills.
There is no requirement for employers to be entered in the register of craftsmen in the
Regional Chamber of Crafts. Acquisition of skills through apprenticeship can be done by groups
who are not in the List of Crafts annexed to the Crafts Act.
School
Apprentices / trainees must acquire new knowledge and skills related to the workplace and
workflow.
Employers must provide a mentor with appropriate qualifications and experience to introduce
the recruits to the work.
3. What is the contribution of employers in funding of apprenticeship in VET? How do
you assess the current state of share or responsibilities between stakeholders in the
funding of apprenticeship in VET? What are the main problems and difficulties of
employers related to their participation in the funding of apprenticeship? Are there
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any economic advantages of the participation in apprenticeship and what are these
advantages?
Employers
After completion of the subsidized employment, the employer has the obligation to provide
employment for a fixed term – by its own funding. Difficulties are reflected in the fact that the
payment can not be less than the limits for the job. When you participate in subsidized
employment programs have a period to check whether the worker will handle his tasks.
Economic advantages are that the employer does not pay of their budget for work during this
time.
School
If the traineeship / apprenticeship program is for more than 6 months, then insurance means
must be paid to the employer that hired the unemployed person for a trainee/apprentice.
If the hired trainee is under 29 years old, the employer receives funds in the amount of the
minimum wage, means of insurances, and for training of the employee. The difficulties are
related to the fact that funding for traineeship / apprenticeship programs takes place within
projects that are limited in time. This should be a constant, ongoing process.
4. What other resources (human, organizational) enterprise provides for the organization
of apprenticeship?
Employers
To organize traineeship / apprenticeship in the first place financial resources are needed. They
would come primarily from the state. Participation of employers can be expressed in the
provision of relevant equipped workplaces, mentors, and monitoring of the traineeship /
apprenticeship.
School
There should be equipped workplace and a mentor from the host company who has
appropriate qualifications and experience. From the school is required to have a teacher who
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is responsible for the relationship with the companies, mentors and trainees / apprentices. He
controls the process, but also helps methodically.
5. How the apprenticeship training is integrated in the process of work organization in
the enterprise? What measures or instruments are used to ensure smooth integration
of apprenticeship in the work organization and to solve occurring problems?
Employers
There is a period of adaption for the new employee to the new working environment. During
this period there must be a mentor who can teach new workers. Some of its tasks should be
allocated to other workers.
School
Traineeships / apprenticeships must be for continuation of the education in school. It is
obligatory to have a coherent program between the host organization and the school, as and
coordination of all the activities of the organization and conduction of the process of
traineeship / apprenticeship.
6. How do you assess the quality of cooperation with governmental (state) institutions
and training providers in the organization of apprenticeship? What are the main
strengths and weaknesses of this cooperation, opportunities to develop it and
potential risks or threats in this field?
Employers
Weaknesses - a prolonged period of application; documents are required, which are public and
can be checked in the relevant state institutions; there are bureaucratic obstacles;
accountability documents is quite capacious; there are no trained mentors that can teach
appropriately their knowledge and skills; there are not any typical programs for this type of
training.
Strengths - the employer is able to check whether the employee is suitable for this job without
investing money. Invest only time.
School
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Weaknesses – mostly the design method of financing programs for traineeships /
apprenticeships; subsidized employment programs only target employers rather than
professional schools; the connection between the employer and the school is very brief;
application process is very long; the implementation of the projects is linked with many
bureaucratic obstacles.
7. What are the responsibilities and functions of enterprise related to the definition of
contents of apprenticeship training? How the enterprise is involved in setting of the
programme of apprenticeship?
Employers
The enterprise should have a decisive word on the traineeship / apprenticeship program. It
must be consistent with the real processes in the company.
School
The employer must participate in the development of a training program that lasts certain
amount of hours. Unfortunately, employers are not prepared to produce these programs.
8. What is the autonomy and responsibility of the enterprise in choosing the training
methods for apprenticeship? What methodical support is provided for the enterprise
in this field and who provides this support?
Employers
Each enterprise selects the methods of training in apprenticeship. There is no regulated
methodological assistance. Any employer has to seek for assistance on his own.
School
It is better to maintain consistency between enterprise and educational organization for
teaching methods.
9. How the enterprise is involved in the assessment of the learning outcomes /
competences achieved by apprentices?
Employers
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Representatives of the company should be involved in evaluating the results.
School
There is no clear regulation on the evaluation process. It should be implemented together by
the employers and training organization.
10. Do you have any problem to find suitable profile to your working needs? Do you have
any evidence that involvement of your company in apprenticeship training helps to
satisfy the skills needs in the company? What are these evidences?
Employers
There is a problem. The discrepancy between theoretical learning in school and the real needs
in the manufacturing plant. When the appointed trainee is motivated to work a job,
traineeship can satisfy the needs of the company. Trainees remain at the company after
completion of the traineeship.
School
There is a mismatch between the curriculum and the needs of the companies.

Practices of traineeship in the field”Retail”
The study of the available information indicates that in the past in Bulgaria (before changes in
1989 ) there was a tradition of traineeship specialists with secondary education in "Retail" .
Schools, which trained professionals in this field (vocational schools - colleges and technical
schools , as well as among the general schools ( school) with vocational training and vocational
training centers ( PEC ) had contracts with the state companies where they held traineeships
students both during the training cycle and the state practices. A lot of young graduates with
secondary education and relevant specialty is joining the enterprise in which they were
trainees.
Nowadays in Bulgaria there is no united system of traineeship / apprenticeship. Some of the
larger companies in this area have similar practices , which in most cases are carried out within
the projects financed by pre-accession funds after accession to the EU Structural Funds , the
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so-called Operational programs or other programs of the EU "Leonardo da Vinci", "Grundtvig"
and others. On the other hand secondary schools which prepare such images ( vocational
schools ) have almost no opportunity to organize work experience for their students. This is
due to their limited budgets which are not sufficient to finance the internships to students.
The introduction of a dual system of education will begin with pilot programs as early as 2015 2016 year. In this first stage of project financing will be used EU funds, thus the business and
professional schools will be supported with a resource.

Conclusions and Suggestions
The advantage of traineeships / apprenticeships for trainees / apprentices in building work
habits of a particular job in the real world where young people could work in the future.
By joining the traineeship / apprenticeship program it will not be necessary for this person to
be qualified additionally, if he wishes to pursue the same profession in the same job. So they
easily could find a job with another employer, who needs specialist that has gained experience
in a profession in respect of which the trainee / apprentice has received not only detailed
information, but and practical experience. Traineeships or apprenticeships would solve the
problem of the inability to find another job, the acquisition of professional confidence and
motivation for further development.
The main advantage for employers that opened workplace for trainees / apprentices is that
during the traineeship or apprenticeship, the person they have appointed meets the specific
requirements in terms of their work . There is no need for a company to qualify him further
after the traineeship or apprenticeship program, if he wants to hire him for a long time. If the
enterprise needs a workplace, which is specifically disclosed to traineeship / apprenticeship,
there will be a person who will be prepared for it and it is in accordance with their specific
requirements employer. This will save time and resources necessary to find a suitable
candidate for this job as well , and to introduce him to relevant skills that are needed for the
job.
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It is clear that in order to introduce traineeship and apprenticeship as a good practice for all
professional fields, including and industry "Retail" is necessary purposeful state policy that
mostly governs the funding of the entire process. There are different financial options. One of
them is full funding of traineeship and apprenticeship by the state. In this case, however, the
full involvement of employers in the monitoring and control of apprenticeship and of course in
the spending of public funds is missed. An option that traineeship and apprenticeship is fully
committed to the employers would not have been effective enough, because the practice over
the past 20 years shows that companies can not or do not want to devote sufficient resources
for such programs. Clearly, the best option is to seek a balanced participation of all
stakeholders - students, employers, professional schools and state by the respective
departments. Only in this way sustainability and efficiency of programs for traineeship and
apprenticeship can be achieved.

Sources
Labour Code
Act to support the engagement
Rules of the Act to support the engagement
National Action Plan for Employment 2012
Law on Vocational Education and Training
Crafts Act
National Youth Strategy 2012 - 2020
Operational Programme "Human Resources Development"
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3.3.-Contextual considerations and best practice in apprenticeship in the retail sector in
Portugal
Contextual considerations
In order to accomplish the research and analysis of preconditions for the development of the
apprenticeship practices in the Retail VET system in Spain, Bulgaria, Italy and Portugal, the
consortium of UPPRETAIL Project defined Focus Group as the methodology to involve people
with direct contact with the practices analysed. Public bodies, public and private organisations,
education and training providers and businesses, research institutions are some of the
stakeholders involved in VET system identified by the UPPRETAIL Project consortium to this
effect.
Retail Sector Entities and Apprenticeship Courses – Focus Group Idea
For this research we contact several entities from retail sector of the Porto Region. The initial
idea it was develop a Focus Group with VET professionals, politic makers, VET
centres/institutions, commercial associations, trade unions/professional organisations and
companies of retail sector. During three weeks we prepare and organise this initiative
according to the following schedule:
Table 1 – Schedule of UPPRETAIL Project Focus Group organisation (Portugal).

Period
th

to 24 of January of 2014

th

and 29 of January of 2014

22

28

rd

3

th

th

th

to 5 of February of 2014

Initiative

Results

Identification and selection of companies,
VET entities, trade unions, politic devisors,
etc. from Porto region.

90 entities selected

Invitation of the selected entities for Focus
Group of UPPRETAIL Project

90 invitations send by e-mail

Follow-up of the reception of invitation and
confirmation of the presences by phone

90 phone contacts
2 presences confirmations

Despite the efforts described above, just 2 of the entities contacted were available to
participate and contribute to the focus group. This forces us to change the methodological
approach to the research and analysis. The main reasons for such a low adherence were:
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•

Difficulties in agendas` conciliation: some of VET managers or coordinators which were
interested to participate weren`t available in the Focus Group day.

•

Lack of knowledge of the companies about apprenticeship courses framework: many
of entities which support alternating don`t know this VET modality in detail.

Retail Sector Entities and Apprenticeship Courses – Individual Interviews
Taking advantage of the contacts established previously for UPPRETAIL Project Focus Group we
establish new contacts with the series of entities which were interested to contribute to the
research but wasn`t available to participate in Focus Group. Therefore, for four weeks we
prepare, organise and develop a series of Individual Interviews according to the following
schedule:
Table 2 - Schedule of UPPRETAIL Project Individual Interviews organisation (Portugal).

Period

Initiative

th

to 12 of February of 2014

Invitation of the interested entities
for Individual Interviews of
UPPRETAIL Project

th

to 10 of February of 2014

6

6

th

6

th

th

th

to 10 of February of 2014

th

11

th

th

to 14 of February of 2014
th

28 of February to 7 of March of
2014

Results

st

8 invitations send by e-mail

Individual Interviews – 1 Phase

4 interviews

Identification and selection of other
companies, VET entities, trade
unions, politic devisors, etc. from
Oporto region.

10 entities selected

Invitation of the selected entities
for Individual Interviews of
UPPRETAIL Project

8 invitations send by e-mail

st

Individual Interviews – 1 Phase

3 interviews (predicted)

Retail Sector Entities and Apprenticeship Courses – Participant Portuguese Entities
Table 3 – Characterisation of Participant Portuguese Entities

Entity

1

Type

NACE

1

Two of the participants will be interviewed in the first two weeks of March (Grupo Piedade, S. A. and Marta Pinto)
and we are waiting for another two responses by possible participants (two companies of retail sector).
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(Division – Designation)
CECOA – Centro de Formação para
o Comércio e Afins

VET institution

85 - Education

DUAL, Qualificação Profissional –
Câmara do Comércio e Indústria
Luso-Alemã

VET department of a Professional
Chamber

94 – Associative Organisations`
Activities

Escola Profissional Raul Dória

VET institution

85 - Education

Escola Profissional de Comércio do
Porto

VET institution

85 - Education

Grupo Piedade, S. A.

Company

16 – Wood and Cork Industries and
its works, except furniture.

INOVAFORMAÇÂO, Lda.

VET institution

85 - Education

Introducing the Individual Interviews, a brief presentation of the UPPRETAIL Project was done
to all of participants using the first newsletter of the project as basis.
The Individual Interviews were semi-structure, the questions were design according to
coordinator orientations, Portuguese reality and used methodology. All participants allowed
the recording of the interview and are interested access to the Research Report of UPPRETAIL
Project.
Factors of economic and organisational development of the retail sector in the partners
countries in the last 20-30 years.
Integration of Portugal in European Union
There are three factors that occurred in the past 20-30 years that had a great impact in the
organisational and development of the economy in Portugal, mainly in retail sector:
1) The integration of Portugal in European Union in 1986;
2) The entrance of Portugal to single currency in 1999;
3) The integration of countries from Europe of the east and opening the market to China
and India.
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The first fact, integration of Portugal in the European Union, allowed the occurrence of the
external investments in the country, mainly from Sprain, France and Germany in new sectors,
more demanding in the level of qualification of the workforce (at medium and superior levels):
automotive, electronics and information technology, mechanic and electrical industry, and
Eolic industry with installation of I&D centres.
The second fact, entrance to the single currency market, put very strong pressures and
tensions in the Portuguese market, because its competitiveness depended at the time, on
differences of exchange between Portuguese escudo 2 and other currencies. However the
entrance to the single currency market allowed the reduction of the costs to all countries
which joined the Monetary Union and Portugal lose the opportunity to practice the logic of
low prices of the products.
The third fact, integration of countries from Europe of the east and the opening the market to
China and India, brought more challenges to Portuguese companies and public policies. These
countries increased the competition at the International Trade level and become direct
competitors of Portugal in captivation of international investments, mainly because they have
comparative advantages for Portugal:
1) Geographical localisation and proximity to countries of north and centre of Europe;
2) Lower wages;
3) Skilled work force.
To the countries of the Europe of the east there is also the historical and cultural proximity to
Germany.
Internal Context
The Portuguese economic evolution in the past 30 years had four structured landmarks which
explain the actual situation:

2

http://en.wikipedia.org/wiki/Portuguese_escudo
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i.

High growth of non-tradable sector, mainly because of the structural transformation
and growth of the functions of the State in the offer of public services (such as
education and health).

ii.

Modernisation of the sector of market in non-tradable services (oriented to internal
market), mainly telecommunications, distribution, services to companies, financial
services, etc.

iii.

Investment in the development of infrastructures in the field of accessibilities,
network industries (telecommunications, electricity, natural gas), water supply and
treatment of effluents and waste, social and sportive equipment’s of cities and
housing.

iv.

Few changes or limited changes at the sector of transactions of goods and services.
The few changes occurred almost exclusively from: direct German investment in the
automotive and electronic sector, investment on golf as touristic attraction and
modernisation of the shoe industry (the most dynamic sector of exportation in
Portuguese traditional industries).

Most part of the companies of larger dimension in Portugal have activities in sectors which
competitiveness is based on natural and environmental resources, having internal market as
an horizon of growth in areas such as: construction and sector of infrastructures, forest
industries (wood and clusters, cork and clusters, pulp and paper), agro-industries (wines, food
oil) and in a small scale, tourism. In a context of globalization and of construction of Single
European Market, these aspects all together, led Portugal to the necessity of
internationalization, to gain dimension and survive at international level, particularly with
those countries with which it has cultural and language proximity.
Portuguese economy and third sector
Occidental economies have a common indicator: the third sector is getting more visibility.
Some of the segments of the third sector are differential factors to the economic development
of the countries, such as the “tradable services” and the capacity of its internationalization.
This phenomenon has been reflected in the increase of the international trade of services and
Portugal has been following this tendency. In fact, in Portugal the services sector has a
significant contribution for the economic sustainable by the growth of employment and by the
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impact of Gross Value Added (GVA) of the services in the economy of the country. Therefore,
between 1995 and 2006, the impact of GVA of the third sector in the national economy,
increased 7% and in 2006 reached around 73%. The employment increased about 6,4%,
representing 60% of the employment in 2006. Considering the segmentation of the sector, we
realise that tradable services have more impact, representing the GVA an average annual real
growth of 3,2% and the employment of 2,4% between 1995 and 2006, comparing to average
annual for the total of economy.
Between 1996 and 2008 we assisted to an increasing of the contribution of the services sector,
which means an increasing specialization of Portuguese economy in this sector. This was
mostly noticed in the services of: network industries (transports, communications, insurances
and financial services); constructions services; other services (legal support, accounting,
management consultancy, public relations, advertising, benchmark, commercial services, etc.);
technology-based services (I&D services, ICT based-services, architecture, engineering,
technical consultancy, agro-industries and mines).
Looking at the internationalization patterns of this sector there is a decrease of negative
balances since 2000 and, after 2004 there are positive and increasing balances, with stagnation
in 2008. The national balance of Gross Domestic Product (GDP) evolved from 0,9% in 1996 to
1,3% in 2008. For this result contributed, mainly the services of transport, construction,
communication and other services.
More than 50% of the Portuguese exportations are to the European Market, mainly to Spain,
Germany, France and the United Kingdom, but also to the African countries whose official
language is Portuguese and to Latin America (Brazil and Venezuela).
The services with greater representation in the national exportations are: network industries
(average of 60%), specially aviation and maritime transport; technology-based services
(average of 28% between 2003-2008), especially technical consultancy (+21%), ICT basedservices (+19%) and engineering (+19%); other services (between 1996-2008); construction
services.
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Exportations evolution
The growth of exportations in 2010 is explained by a diversification of countries of destiny,
since exportations to European Union market decreased. This decreasing of the weight of
exportations having as destiny the European Union, occurs since 2006. Is also in this year that
we have assisted to an increase of the exportations to extra-European Union and to African
countries whose official language is Portuguese.
The most important data it seems to be the importance of the growth of the number of African
countries whose official language is Portuguese and, in 2010, the number of countries of
Organization of the Petroleum Exporting Countries (OPEC) countries that justify, in large scale,
the increase of global exportations of Portugal.
By activity sector and considering only those which have more impact in importations (at least
3% of impact), we realise a change in the structure of sectorial exportations between 2005 and
2010, with a progressive and sustainable fall in the following sectors: textile (-1,9%), clothing (11,2%), wood, cork industries and its applications (except furniture and manufacture of articles
of straw) (-10%), manufacture of informatics equipment’s, communication equipment,
electronic and optical products (-37,7%), all of them with a negative average annual growth.
At the same time, we watch up a sustainable growth of the impact in the exportations,
manufacture of pulp, paper, card and its applications (135,2%), manufacture of refined
petroleum products and fuel pellets (101,8%) and food industries (75,1%). These last two are
the second most important exportation sector, following the manufacture of vehicles, trailers,
semi-trailers and components for motor vehicles, whose rate of change this period was 7,2%.
Retail Enterprises – Current National Context
In 2012, according to the preliminary results from Integrated Business Accounts System (SCIE),
the number of enterprises in trade sector were 245.000 (-1.2% compared to 2011), employing
765.000 s workers (-4.5%), accounting a total turnover of EUR 120,550 million (-5.3%).
Comparing to the total of business sector, this values represents a contribution of 22,2%,
21,5% e 36,8%, respectively.
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The companies of trade sector were organized as following:
•

Trade, maintenance and repair of motor vehicles and motorcycles (29.900 enterprises,
representing 12,2% of the total);

•

Wholesale trade, excluding motor vehicles and motorcycles (64.100 enterprises,
representing 26,2%of the total);

•

Retail trade, excluding motor vehicles and motorcycles (151.000 enterprises,
representing 61.6% of the total).

In the trade, maintenance and repair of motor vehicles and motorcycles, we realize a
reduction of 1,4% in the number of enterprises in 2012, of 6,3% of workers in service and
21,0% in turnover.
Wholesale trade was responsible for more than half of turnover for trade sector in the year of
2012 (53,8%), accounted a reduction in turnover throughout all sector (-3,0%) and showed the
largest average turnover by enterprise (EUR 1.012,300 ). However, the retail trade sector
accounted a decrease of 3,5% in turnover in the year of 2012, of 3,7% in employed personnel
and 1,1% of enterprises number, showing some tendency to retraction.
This sector is mainly compose by enterprises with less than 50 employees (SMEs), representing
99,6% of the enterprises throughout all sector. The turnover of this enterprises represented
57,8% throughout all sector in 2012 (against to 56,8% in 2011).
Although individual enterprises were more representative (61,7%), societies employed a bigger
number of workers (75,4%) and generated 93,9% of the turnover.
Large-sized Commercial Units - Current National Context
In 2012 there were 3.264 retail enterprises classified as “large-sized commercial units” (UCDR),
of which 51,1% non-food or non-food predominant retail trade and the remaining were food
retail trade or food-predominant retail trade units. The number of persons employed in all
UCDR establishments was 100.600 t, most of all working in food retail trade (69,1%). From the
total employed persons, 69,0% o were women.
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UCDR had a turnover of EUR 15.723 million (against EUR 15.772 million in 2011), 99,4% of
which from sales of goods and the remaining from rendered services3. Large part of the sales
(EUR 15 .632 million, about two thirds), were from food retail and the remaining came from
non-food retail.
In the food retail trade, the annual average of sales per establishment was EUR 6.9 million, and
on average, each non-food retail trade unit had EUR 2.8 million.
The number of transactions was around 892 million in the year of 2012, with a resulting
average of EUR 15,001 per transaction for food retail trade (EUR 16,001 in 2011) and of EUR
26,001 in non-food retail trade (EUR 28,001 in 2011).
In food-predominant retail establishments, the weight of food products, drinks and tobacco in
relation to total sales was of 72,9%, and the most significant products were rice, pasta and
cereals (13,5%), milk dairy products and eggs (12,1%) and meat and meat based products
(11,7%). The most significant products amongst the non-food products were: toilet and
cosmetic products (7,4%) and household cleaning materials (3,5%).
In non-food retail trade, the predominant were sales of clothes (25,6%), followed by sales of
computers and optical material, photographic and telecommunications products (12,7%) and
fuel (10,3%).
In 2012, the sales of own brand products represented 34,4% of the total sales of food
establishments (against 31,7% in 2011) and 48,4% of the total sales of non-food
establishments (against 45,4% in 2011).
Economic context: competition patterns and economic performance of companies in the
sector. Implications of competition to the demand of skills in the retail sector

3

VAT excluded.
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Overview
As we previously said, three milestones of the past 20-30 years had a great impact in the
organisational and development of the economy in Portugal, especially in retail sector (see
section 2.1).
The most significant changes and consequences of these milestones were::
•

Increase of the number of initiatives and of investments in the qualification of
Portuguese population as a strategic and crucial factor for the competitiveness and
growth of the Portuguese economy.

•

The loss of Portuguese competitiveness based on differences of exchange between
Portuguese escudo and other currencies, created the necessity of the offer of services
and products become more demanding in terms of quality and innovation, especially
the Portuguese traditional industries.

•

The increase of Portuguese external market, which allowed a positive evolution of
Portuguese exportations in the past 5 years, especially for the extra-European Union
and to the African countries whose official language is Portuguese.

Qualification of Portuguese Population
In the last 20-30 years there has been a huge investment in the qualification of Portuguese
population. Several governments assumed strategic goals on this field, and Community
Support Framework are being strategic to accomplish these goals. In this field the main
accomplish were:
•

National agencies and institutes for the coordination, implementation and assessment
of policies regarding the education and vocational training (VET) of young people and
adults were created.

•

Different VET modalities for young people and adults were conceive, tested, assessed
and disseminated.

•

Several national non-higher qualifications were developed, updated and/or adjusted,
allowing the construction of a dynamic tool for management of the National
Qualifications System: National Catalogue of Qualifications.
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•

The process of Quality Certification of VET Institutions was developed and is being
implemented over the past 3-4 years (responsibility of General Direction of
Employment and Labour Relations).

•

The investment on training of strategic publics (teachers, trainers, tutors, coaches, and
training managers or coordinators) increases substantially.

•

Companies are know more open, available and interested in investing in qualification
of their workers than before.

Quality and Innovation of Services and Products
The evolution of third sector in Portugal clearly shows the demanding of Portuguese
companies investments in innovative services/products and with quality: there was a
significant increase of companies providing consultancy services in fields such legal support,
accounting, management consultant, public relations, advertising, benchmark, commercial
services, technology-based services, innovation management, etc.
Such as to Qualification of Portuguese Population, in this matter the Community Support
Framework has been strategic allowing:
•

Supporting start-up technology-based companies;

•

Development of innovative and creative services/products by Portuguese companies;

•

Transfer and/or dissemination of innovative and creative service/products from and to
Portuguese companies;

•

Establishment, development and maintenance of national and international business
networks;

•

Training in the work force in strategic and competitiveness fields.

External Market Extra-European Union
The investments in the external market extra-European Union has being strategic to revitalise
the relations and commercial trade with countries historically and culturally near the
Portuguese reality. This fact allows Portugal to establish a symbiotic relation with countries
whose official language is Portuguese, becoming a strategic partner in the commercial trade
between the African countries whose official language is Portuguese, Latin America (Brazil and
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Venezuela) and EU countries. This fact is one of the Portuguese strengths and must be
reinforced in the next years.
Portuguese Individual Interviews contributions for the definition of Economic context
During the interviews we realise that all the actors of Retail Sector (companies, professional
unions, chambers of commerce, industry and trade, VET institutions), a part of its dimension,
recognise that the evolution of Portuguese VET system in retail sector has accompanied the
evolution of competition patterns and economic performance of companies in the sector.
Therefore, the growth of competitiveness between companies and the necessity of getting
greater performance has required: the growth of investment in VET training, especially of
young people; the development of new professional profiles or the improvement of the
existent one; the increasing closeness between VET system and labour market.
Existing legal regulation of apprenticeship in the retail sector in the partner countries
Some History of Portuguese VET System
In the last 15 years, Portuguese VET system has been changing a lot. The system has been
growing and getting more mature and closer to the world of labour. VET system is based on
principles of lifelong learning and includes specific courses to adults and young people.
Regarding the education and training for young people we have an extensive offer of courses,
alongside the regular school. It must be noticed that in Portugal education and training
systems walks side by side, therefore the modalities of the VET system usually provides an
Educational Certification and Professional Certification (double certification).
Apprenticeship Courses are one of the modalities of the Portuguese VET system and consist in
initial training of young people, where the main focus is its integration in labour market.
Therefore, the training in VET institution takes place at the same time as the practice in real
context (in a company), in an alternating system. The studying plan includes four training
components: Sociocultural; Scientific; Technological; Practical. These courses culminate with
the presentation of a report named by Final Project Evaluation. The target groups are young
people with 14 to 24 years old with the 9th year (basic level) concluded but without the 12th
year (secondary level) concluded and which have interest in getting a professional qualification
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and conclude the 12th year, at the same time. Upon the successful completion of a Vocational
Course young people will be awarded a Secondary level of Education certificate and the
Professional Level 4 qualification as defined by the National Qualifications Framework.
In 1980, the first and pilot course for initial training of young people was implemented, which
stimulated the approval of the Apprenticeship Courses. By that time Portugal was completed
disproved of any offer for initial training of young people at professional training level and
recognised for Ministries and companies (there were only the offer of compulsory education).
In fact, the first technical-professional and professional courses only appeared in 1983 under
the Ministry of Education with a simply normative order, especially for the technical schools of
the time (and were refused for all the other schools). With this first experience and the
perspective of the integration of Portugal in the European Economic Community, it was
created the first national law for Apprenticeship Courses in 1984 (Decree-Law n. 102/84 of 29th
of march) of the responsibility of two Ministries: Ministry of Education and Ministry of Labour
and Social Security.
Legal Framework of Portuguese Apprenticeship Courses
The legislation of Apprenticeship Courses has been changing a long time and current law is the
Decree n. 1497/2008 of 19th of December 4. As mentioned earlier this is a national law and it`s
organised in 6 chapters:
•

Initial issues (scope, concepts, conditions of access);

•

License of the courses (applicants);

•

Organisation, management and function of the training (curricular structure, training
duration, constitution of trainees, methodological orientations, practice training,
apprenticeship contract);

•

Actors of the training (trainees, VET institutions, pedagogical team);

•

Assessment and certification of the apprenticeship (principles and assessment
criteria’s, training and final assessment, progression, final project evaluation,
complains, classification and course conclusion, certification);

4

Decree available in http://www.iefp.pt.
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•

Final issues (specific regulation, motorisation and evaluation, transitory norm,
repealing norm);

•

Annex (pedagogical structure of Apprenticeship Courses, Models of Training Certificate
and Diploma).

The last specific regulation 5 was reviewed in October of 2013 and it`s organised in 2 parts:
•

Technical and Pedagogical procedures (targets and conditions of access, typologies of
entities, external entities of training (EET), entities supporting alternating (ESA),
partners entities for qualification (PEQ), training components, curricular structure,
planning, organization and development of training, methodologies, assessment of
apprenticeship, certification, trainees, technical-pedagogical team, pursuit higher
education studies, technical-pedagogical process, monitoring EET by IEFP, I.P.).

•

Administrative and Financial procedures (Finance, proposal and payments, costs
framework, profits, maximum values for finance, accounting process).

Note that all these legal documents or regulations are applied to all sectors and there is no
specific legislation or regulations to the retail sector.
Institutions involved in the vocational training and skills development in the retail sector:
responsibilities and cooperation patterns
Employment and Professional Training Institute (IEFP)
IEFP provides public service and it mission is to stimulate the creation and qualification of
Portuguese workforce and fight unemployment, by executing the active policies of
employment, namely vocational and educational training.
Created in 1979, the IEFP is a Public Institute with administrative and financial autonomy,
under Ministry of Solidarity, Employment and Social Security. To achieve its mission, IEFP has
decentralised services, a structure which provides a service of proximity in all national
territory. Decentralised services are organised in a called Centres Network.
Centres Network of IEFP is composed by:
5

Regulamento Específico - Cursos de Aprendizagem: Formar jovens para um emprego qualificável. Available in
http://www.iefp.pt.
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•

Employment Centres;

•

Employment and VET Centres;

•

Training and Professional Rehabilitation Centres.

The Employment and VET Centres are able of providing Apprenticeship Courses. However,
other entities - External Entities of Training (EET) - can also provide this VET modality, such as:
•

VET Centres with subsidiary management of IEFP

•

VET institutions with active protocols of collaboration also with IEFP

•

Other entities with IEFP authorization and finance support.

Characterisation of VET Entities of Apprenticeship Courses
According to the last specific regulation of apprenticeship courses of IEFP 6 there are three
types of entities, plus the decentralised structures of the IEFP itself, which contribute directly
to the development of apprenticeship courses, which are:
•

External Entities of Training (EET)

•

Entities Supporting Alternating (ESA)

•

Partners Entities for Qualification (PEQ)
7

Table 4- Brief characterisation of VET Entities of Apprenticeship Courses .

External Entities of Training
(EET)
• Organise and develop the follow
training components:
sociocultural, scientific and
technological;
• Monitoring the practical training
at the workplace (PTW)
developed in an entity supporting
alternating;
• Ensure directly the PTW of some
part or all trainees.
• Public training entities;
• Private training entities
certificated.

Entities Supporting
Alternating (ESA)
• Ensure the PTW according to the
individual plan of activities.

Partners Entities for
Qualification (PEQ)
• Available physic and human
resources to the development of
the courses in a logic of share
and optimize the public means.

• Public and private companies;
• Other employers.

• Basic, secondary and
professional schools;
• Polytechnic and University
establishments;
6
Regulamento Específico - Cursos de Aprendizagem: Formar jovens para um emprego
qualificável.
Available
• Technological
Centres
andin
nest
of companies.
http://www.iefp.pt
7
Adapted from Regulamento Específico - Cursos de Aprendizagem: Formar jovens para um emprego qualificável.
Available in http://www.iefp.pt
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a) External Entities of Training (EET) 8
Every year, IEFP provides a series of Apprenticeship Courses through its internal resources and
according to the market needs and expectations. EET are publically invited 9 to present
proposals for promotion of Apprenticeship Courses every time that IEFP can`t provide an
adequate offer to the market needs.
EET can be:
•

Public entities with competences in VET domain described in their status;

•

Public and Private entities of training, certified by Certification of Training Entities
System, except basic, secondary and professional schools.

However, IEFP can authorize the development of this VET modality by private education
institutions which have as social object (plus the educative offer that they have under the
Ministry of Education and Science) the development of VET courses. Compulsory education
and VET courses must be independent at logistical and pedagogical levels.
b) Entities Supporting Alternating (ESA)7
ESA are the entities which receive one or more trainees for the PTW and are usually selected
by the entities which promote the apprenticeship courses. The requirements to be eligible as
ESA body are very detailed in the specific annual regulation but the entities responsible for the
selection have autonomy and can sometimes define a specific profile.
c) Partners Entities for Qualification (PEQ)7
Schools of Ministry of Education and Science, polytechnic and higher education institutions
and municipalities are some of the entities which IEFP establish protocols of collaboration. The
idea of these partnerships is to optimize the local resources (human, material and logistical)
and, at the same time, stimulate the sharing of experiences between the different VET
providers.
8
9

More about this in specific annual regulation available in http://www.iefp.pt
Public invitation is made in IEFP portal.
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Demographic characteristics of the workforce in the retail sector: age, gender, education.
Related challenges and opportunities for development of apprenticeship
Employment in Trade
Table 5 – Number of employees by sector - The relevance of trade sector
2008

2008

CAE

CAE

Rev. 2.1

Rev. 3.

5 197,8

10

2009

2010

2011

2012

Weight
of each
sector
(2012)

5 197,8

5 054,1

4 978,2

4 837,0

4 634,7

100%

595,6

581,2

564,8

542,2

478,5

486,0

10,5%

Industry, Construction,
Energy, Water

1 520,9

1 525,1

1 425,7

1 377,5

1 322,7

1 188,3

25,6%

Services

3 081,4

3 091,5

3 063,6

3 058,5

3 035,9

2 960,4

63,9%

777,4

766,1

762,9

736,7

709,3

676,7

14,6%

Automobile

147,4

129,5

124,9

125,7

106,5

95,5

2,1%

Wholesale

160,2

160,2

160,0

153,7

163,5

150,9

3,3%

Retail

469,8

476,4

477,9

457,3

439,3

430,2

9,3%

(thousands)

Economy - Total
Agriculture, Forestry and
Fisheries

Trade - Total

The table shows that in 2012 the weight of employees of trade sector was 14,6%, representing
22,8% of the weight of employees in tertiary sector (Services). In the same year, the weight of
employees of retail sector was of 9,3%, which represented more than a half of the total weight
of employees in trade sector (63,7%). Therefore, we can conclude that the weight of
employees of retail sector is quite relevant for the trade sector in general.

10

Source: National Institute of Statistics (INE), Employment Inquiry.
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9

Graphic 1 – Evolution of Trade Employment 2002-2012

According to the graphic the evolution of employment in trade sector (in green), in general, it
was more or less stabilised between 2002 and 2005. In 2006 there was a decrease of the
employment (almost 3%) which was recovered in 2008 (an increase of 3,5% in NACE Rev. 2.1
and 1,4% in NACE Rev. 3.). In 2010 there was, also a decrease (3,5%) and since then the
employment in trade sector has been gradually declining (3,9% in 2011 and 4,8% in 2012).
In the trade, maintenance and repair of motor vehicles and motorcycles (in red) specifically,
has been a tendency for the decrease of the employment in this subsector (only in the years of
2003, 2006, 2008 (NACE Rev. 2.1.) and 2010 there was no decrease). The highest decrease was
in 2011 (almost 20%) and in 2012 there were also a decrease (almost 12,5%).
The evolution of the employment in the subsector of wholesale trade (in blue) it oscillates
slightly, although it seems to be a tendency of decrease.
The evolution of the employment in the retail trade (in orange) is relatively stable, therefore in
2002 and 2003 we assist to a slightly decrease (2% and almost 3%, respectively), which was a
little bigger in 2010 and 2011 (almost 5% in 2010 and 4% in 2011). In 2012 there was also a
decrease, but lowest than the two previous years (2%).
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Characterizing the Employees in Trade
During this research we couldn`t find specific information on the characterization of the
employees in retail trade or even in trade sector in general, such as age structure, gender
distribution or educational achievements and qualifications. The statistic information that we
found is described along this document and it is available in the majors Portuguese entities of
statistics and/or trade.
We found, however, an interesting study from Portuguese Association of Distribution
Companies (APED) 11 which can be interesting to the project research.
APED is an employers' association at national level, which have as associated companies that
have activity in food and non-food retail sector, of selling of products of huge consumption,
predominantly under free service.
During 2010 the association developed a study about the characterization of human resources
of APED associated members 12. The document of the study is organised in 10 parts:
Introduction, Executive Summary, Contribution to Employment, Characterization, Contribution
to Economic Activity, Employment Stability and Valorisation, Absents, Work Accidents,
Vocational and Educational Training, Social Responsibility Actions for Employees. For the
proposal of UPPRETAIL project research we will focus on some of the data available in the part
of Characterization, where we can find information about age and gender structure of the
employees.

11

Associação Portuguesa de Empresas de Distribuição (APED) which is mission, activity, associated anf further
information is available in http://www.aped.pt/
12
Balanço Recursos Humanos APED - Ano 2010. Available in http://www.aped.pt/.
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Graphic 2 – Characterization of Employees of Companies associated to APED by sex, between 2005 and 2010.

13

120,0%
100,0%
80,0%
Women

60,0%

Men

40,0%
20,0%
0,0%
2005

2006

2007

2008

2009

2010

According to APED study, the variations of men and women in the structure of employees of
companies associated between 2005 and 2010 are very slightly. We also can see that in 2010,
two thirds of the employees of companies associated to APED where women (about 66,2%).
To point that this weight was higher in 2005, representing 69,8%.
Graphic 3 - Characterization of Employees of Companies associated to APED by age in 2010.
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The graphic 3 shows that, in 2010, the employees of companies associated to APED were
essentially young: more than 50% has less and 29 years old. Therefore, with APED study 14 we
13

Source: APED available in http://www.aped.pt/
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can conclude that employees of companies associated to APED (mainly companies activity in
food and non-food retail sector, of selling of products of huge consumption), were, in 2010,
mainly women (66,2%) and young people (50% has less than 29 years old).
In the same study there wasn`t information available about the educational achievements and
qualifications of employees of companies associated to APED.
Best practice in apprenticeship development in the retail sector
Individual interviews allow us to identify Quality Pattern for the Apprenticeship Courses
related to:
•

Profile of Training Entities: Which is the context of the emerging of Training Entities
which provides Quality Apprenticeship Courses in retail sector? How these training
entities are related with the retail sector?

•

Training Curricula: Which themes of the trade sector must be approached more
specifically? Which skills and/or competences should be developed in young people,
in order to guarantee a smooth integration in companies?

•

Professional Profiles of Training Teams: Which is the functional profile of each
element of the training team? What training teams should know? Which
skills/competences they must have?

•

Partnership Quality: Which is the relevance of an active partnership network? Which
entities should be in a partnership network?

Quality Pattern related to Profile of Training Entities
The emerging context of Training Entities is particularly important in order to guarantee a
quality pattern of the apprenticeship courses in retail sector. Actually, the fact of the training
entities emerged from trade sector entities (such as, companies and sectorial employers`
organisations, trade unions and professional organisations or chambers of commerce, industry
and trade) guarantees the bridge between VET entities and the trade market, which is crucial
to the success of the training in this sector, allowing to VET entities to:
•
14

Know the trade sector, its evolution and trends;

Balanço Recursos Humanos APED - Ano 2010. Available in http://www.aped.pt/.
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•

Recognize the relevant knowledge, skills and competences which trainers` teams must
have;

•

Feed the training curricula of courses related with trade sector with updated contents,
innovative methods and specific resources.

Quality Pattern related to Training Curricula
The training courses provided by VET entities are developed according to the training curricula
available in the National Catalogue of Qualifications (NCQ). This catalogue includes 39 VET
areas (including Trade) corresponding to 274 qualifications (8 qualifications related to Trade
sector). Each qualification includes a professional profile (with functional profile, knowledge,
skills and competences for the qualification) and training curricula (organized in modules and
for each module are displayed the duration, objectives and contents). These tools
(professional profile and training curricula) are developed by the Sectorial Councils for
Qualification and two factors of the development of the NCQ are strategic for the maintenance
of the quality of the apprenticeship courses in trade sector, mainly:
•

The concept of the Open Model Consultant applied to the construction and update of
the NCQ, which allows the: integration or revision of professional qualifications,
changes of professional profile or training curricula, inclusion, change or exclusion of a
given training unit.

•

The possibility of different entities of trade sector, such as companies and sectorial
employers` organisations, trade unions and professional organisations or chambers of
commerce, industry and trade, actively participate in the development and update of
the trade sector qualifications.

Quality Pattern related to Professional Profiles of Training Teams
The interviews had shown that the professional profile of the training teams is also an
important factor in order to guarantee the quality of apprenticeship courses in retail sector. In
this matter, are included the following professionals:
•

VET Trainer – Professional of the VET entity which provides the in-class training 15

15

In this report we only consider the trainers which provide training in the modules which are related with the trade
sector.
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•

Tutor – Professional of the company (the entities supporting alternating) which is
responsible for the training of the young people in the company.

In order to guarantee a quality pattern related to professional profiles of training teams it`s
more or less consensual that the profiles of the VET Trainer and Tutor must be the following:
Table 6 – VET Trainer and Tutor`s Professional Profiles.
Functional Profile

VET
Trainer

Tutor

Knowledge

1. Plan and prepare the in-class
training
• Qualification in the
2. Develop and provide the in17
area
class training
• Pedagogical
3. Evaluate the young people's
18
qualification
apprenticeship during the
in-class training.
1. Reception and integration of
the young people;
2. Training the young people
to the specific function;
3. Evaluate the young people's
apprenticeship during the
training in the company.

• Qualification in the
19
area
• Pedagogical
20
qualification

16

Skills

Competences

• Experience in the
16
area as a
professional
• Pedagogical
experience.

• Interpersonal
relationship;
• Teamwork;
• Ability to
promote
autonomy and
self-regulation.

• Experience in the
18
area as a
professional

• Motivation to be
a tutor;
• Interpersonal
relationship;
• Leadership;
• Ability to
promote
autonomy and
self-regulation.

Quality Pattern Related to Partnership Quality
The interviews had shown that one of the crucial factors to guarantee the success of
apprenticeship modality in the retail sector is the development and management of a quality
partnership network. Indeed, it is essential to VET entities to be integrated in the retail sector
by keeping the contact with retail companies, chambers of commerce, industry and /or trade,
trade unions and professional organisations. This contact will allow VET entities to:
•

Be aware of the market and companies` needs, in matters of professional
qualifications;

•

Integrate additional contents identified by the partners in the training courses;

16

Here are identified the most important competences related with VET trainer and Tutors` activity.
In which provides training.
18
In Portugal, a VET trainer must be certificated by the IEFP to provide training: Pedagogical Competences
Certificate (CCP).
19
In which is a tutor.
20
The Tutor`s Pedagogical Qualification is in discussion in Portugal: some experts defends that tutors, like VET
trainers, should have CCP; other experts defends that tutors should have pedagogical knowledge/training, but not
necessarily CCP; other experts defends that this issue is irrelevant.
17
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•

Prepare young people to its integration in a specific company, assuming a specific
functional profile;

•

Keep in active a partnership network of potential entities supporting alternating (ESA).

Organization of apprenticeship training / integration of training in the work processes in the
enterprise
Before the PTW starts, VET entities must identify potential ESAs for its development,
immediately after the in-class training gets started. The first step is the identification of a
potential ESA near the partnership network, according to the require profile. The first contact
with potential ESA is established by training manager (of VET entity) near human resource
manager of the identified company. If the company is interested and available to be an ESA, an
agreement is established between both entities begins. It must be noticed that this agreement
includes the terms of reference of the PTW 21, individual training plan for each trainee 22,
responsibilities of each one of the stakeholders, schedule and assessment.
Usually, in Portuguese VET system, trainees establish a training contract with the VET
institution. However, when PTW starts there is any formality between trainees and companies.
The formality to the training period at the workplace is established between VET institution
and companies, usually with partnership agreement (which isn`t necessarily written). Thus,
either young trainees or companies assume, at any moment, the role of “real worker” and real
employer, respectably: the main commitment is between VET institutions and companies. The
existence of a contract between trainees and companies it could be important in order to:
•

Stimulate an active participation of young trainees in its own training path;

•

Promote both, an environment of training in real context and an environment of work,
to the trainee;

•

Stimulate the role of the company in integration, training and evaluation more as a
worker and less as a trainee;

•

Awareness of companies and community to their role in training and qualification of
the workforce (initial or continuous);

21
22

th

As established by the Decree n. 1497/2008 of 19 of December.
Usually negotiated between Training Manager of VET entity and HR Manager or Tutor of the company.
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•

Stimulate the investment of companies in the development of apprenticeship courses.

The integration of the young people (trainees) in the company starts in the previous two or
three months (it depends of the VET entity) before the beginning of the PTW, in the in-class
training. During this in-class training, young people start to know the company in which will be
integrated, contact with the main activities that he/she will be develop and start to work the
behaviour that needs to have during the PTW.
The first contact of the young people with the company is usually established with the tutor,
but sometimes, depending of the company, human resources manager wishes to know
him/her before. The tutor is responsible for the integration, training and evaluation of the
young people during all PTW. The main contacts established by VET entity with the company,
during PTW, are of the responsibility of its training manager, which usually contact with the
tutor.

Contractual arrangements and access to apprenticeship (including funding mechanisms)
The development of apprenticeship courses in retail sector it depends on public funding which
is provided by the IEFP. In detail, according to the article 21 – Specific Regulation, of VI chapter
of Decree n. 1497/2008 of 19th of December, Employment and Professional Training Institute
(IEFP) 23 is the public body, under the supervision of the Ministry of Solidarity, Employment and
Social Security, responsible for the technical, financial and pedagogical issues of
Apprenticeship Courses. Thus, tracking the national law for Apprenticeship Courses, every year
the IEFP conceives a Specific Regulation available in its site 24. In the same site are also available
all the documents that must be used by VET institutions which promote Apprenticeship
Courses. This annual update of the specific regulation is crucial, according to several
stakeholders, to the improvement and maturity of apprenticeship system and the fact of been
updated every year in a single document is recognised as an advantage by VET Institutions.

23
24

Decree available in http://www.iefp.pt
There is a specific site for trainees: http://portal.iefp.pt/cdrom/cursos_aprendizagem/index.html
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As mentioned before the entities which can provide apprenticeship courses are the
Employment and VET Centres of IEFP and other External Entities of Training 25. The EET are
publically invited 26 to present proposals for promotion of apprenticeship courses every time
that IEFP can`t provide an adequate offer to the market needs
3.3 Curriculum design, training time and progression
Apprenticeship courses diverge in length, depending on their nature, and include the following
components: socio-cultural training, scientific and technological training and practical training
(taking place in a working environment and accounts for at least 30% of total course hours) 27.
27

Table 7 – Curriculum design and training time of the apprenticeship courses .
Training
Components

Duration (hours)
Competences areas

Languages, Culture
and Communication

Training Domains

28

Minimum

Maximum

Living in Portuguese

240

280

Communicate in Foreigner Languages

200

200

ICT

100

100

540

580

Our World

80

100

Social and Personal Development

80

100

160

200

Others

200

400

Specific Technologies

800

1 000

1 100

1 500

Socio-cultural

Citizen and Society

Maths and Reality
Scientific

Basic Sciences

Technological

Technologies

Practice

Labour Context

25

VET Centres with subsidiary management of IEFP, VET institutions with active protocols of collaboration and other
entities with IEFP authorization and finance support.
26
Public invitation is made in IEFP portal.
27
th
As established by the Decree n. 1497/2008 of 19 of December.
28
Each domain is organized in short-duration training units.
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Total

2 800

3 700

Courses provided under the apprenticeship system are intended for young people aged
between 15 and 24 years old with at least the 3rd cycle of basic education and their purpose is
prepare and qualify young people for their first job and ease their entry into working life by
offering training profiles that cover three areas:
•

Improving academic, personal social and relational skills;

•

Providing knowledge and know-how in the field of science and technology;

•

Offering practical work experience

Assessment of competences / awarding of qualifications
The training assessment is characterized by being formative and summative: trainees are
evaluated during all training course, according to criteria identified by VET trainers – formative
assessment - and at the end of it the apprenticeship will be assessed by a scale of 0 up to 20 –
summative assessment. In the final of the apprenticeship course, trainees are also evaluated
through a Final Project Evaluation, which will allows to a jury evaluate their professional
performance. The trainee must have, at least 10 values (in a scale of 0 up to 20), in each
training component and in the final project evaluation, to be approved. Being approved
On successful completion of the training process, trainees receive a level 3 vocational
qualification and a certification of completion of secondary education and enable trainees to
pursue their studies at a higher level.
Stakeholders roles in the organisation of apprenticeship training
In Portuguese VET System, the development of the apprenticeship in the trade sector it can
involve the following stakeholders:
•

•

VET centres and schools
o

Training Manager

o

VET Trainer

o

Trainee

Companies and Sectorial employers` organisations
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o

Human Resources Manager

o

Tutor

•

Trade unions and Professional organisations

•

Chambers of commerce, industry and trade

Has said before, the interaction between these stakeholders, mainly the development,
maintenance and management of an active and quality partnership network (between
entities), is crucial to guarantee a quality pattern in the development of the apprenticeship
courses in the trade sector. Therefore, it`s important to all stakeholders to know, understand
and recognize the roles and responsibilities of each other in a clearly and exact way. In fact, in
some interviews the lack of knowledge of the role and responsibility of some of these
stakeholders, mainly of the companies and the tutors, is mentioned as an issue to improve.
Analysing the opinions of the interviewed and looking at the existing regulations on the
apprenticeship courses, the following table describes the responsibilities of each one of the
stakeholders in the organisation and development of the apprenticeship courses.
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Table 8 – Identification of the stakeholders` responsibilities in the organisation and development of the apprenticeship courses in the retail sector.

Stakeholders

Training Manager

VET centres and schools
VET Trainer

Trainees

Companies and Sectorial
employers` organisations

Human Resources Manager

Tutor

Trade unions and Professional organisations

Responsibilities
• Organise apprenticeship courses (dissemination of the course along its development, recruitment of young trainees, recruitment of
pedagogical team, establish strategic partnerships, locate physical and material resources);
• Develop the apprenticeship courses (specify contents according to the region, local and companies, define specific pedagogical
methodologies, define specific assessment methodologies);
• Monitoring the practical training at the workplace (PTW) developed in an entity supporting alternating (maintain and manage network
of strategic partnerships to PTW, define profile of companies and tutors, define with entrepreneurs the plan for PTW);
• Contribute to the development or update of professional profile and training curricula (there are certain VET entities with sectorial
specifications, which contributes actively with National Agency for Qualification and VET (ANQEP, I. P.) in this process).
• Plan and prepare the in-class training (sessions` plan, pedagogical materials, evaluation materials, structure of activities/tasks)
• Develop and provide the in-class training (development of the activities and tasks)
• Evaluate the young people's apprenticeship during the in-class training.
• Ensure directly the PTW of some part or all trainees (keeping contact with entrepreneurs, selecting trainer of technological training to
follow the PTRC and tutors, assessment of companies, tutors and trainees).
• Actively participate in the activities proposed by VET trainers, in order to learn;
• Self-regulate his learning during all training, getting involve in his own evaluation;
• Actively prepare his integration in the company during the PTW(entities supporting alternating);
• Work in team with other trainees (in-class training) and workers of the company (PTW).
• Ensure the PTW according to the individual plan of activities (contributes to the definition of plan for PTW with VET entities, promote
the integration of young trainees during PTW in the company, provide physical and material conditions to the learning in real context of
the trainee, display a tutor with the adequate profile to monitor and evaluate the trainees);
• Contribute to the development or update of professional profile and training curricula (there are certain VET entities with sectorial
specifications, which contributes actively with National Agency for Qualification and VET (ANQEP, I. P.) in this process);
• Companies can also be a VET entity and provide apprenticeship course.
• Ensure the PTW according to the individual plan of activities (contributes to the definition of plan for PTW with VET entities, promote
the integration of young trainees during PTW in the company, provide physical and material conditions to the learning in real context of
the trainee, train the young people, evaluates the young people`s apprenticeship).
• Can be Partners Entities for Qualification (display physical resources, identify possible trainees, identify possible tutors);
• Contribute to the development or update of professional profile and training curricula (there are certain VET entities with sectorial
specifications, which contributes actively with National Agency for Qualification and VET (ANQEP, I. P.) in this process);
2013-1-ES1-LEO05-66582
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•
•
Chambers of commerce, industry and trade

•
•

Trade unions and professional organisations can also be a VET entity and provide apprenticeship course.
In Portugal is common that a Chamber of Commerce, Industry and Trade have a VET department or school, assuming the profile an
functions of VET entity.
Can be Partners Entities for Qualification (display physical resources, identify possible companies);
Contribute to the development or update of professional profile and training curricula (there are certain VET entities with sectorial
specifications, which contributes actively with National Agency for Qualification and VET (ANQEP, I. P.) in this process).

2013-1-ES1-LEO05-66582
This project has been funded with support from the European Commission. This publication and all its contents reflect the views only of the author, and the Commission cannot
be held responsible for any use which may be made of the information contained therein.

Concluding remarks
All interviewed entities are of the opinion that Apprenticeship Courses are strategic and
important to the competitiveness and performance of companies of retail sector. Therefore,
frequently are referred as vantages of this VET modality the ability to:
•

Motivate young people and their families to the VET training, combating earlier
dropout of young people of VET system.

•

Become an effective alternative to young people qualification, because its
contributions for the knowledge and integration of real work context by young people.
It must be noticed that the interviewed entities refers that the alternating system
allows to young people understand: what it is a company, the meaning of production,
the tools that can be used in a company, the knowledge, skills and competences that
we have to have to work in the company and specific knowledge of the company
sector.

•

Become an effective response to the high level of unemployed of young people,
mainly the ones with lower qualifications, because of its recognised high levels of
employment.

•

Provide a highest proximity between professional profile of training curricula and the
labour market needs and expectations.

•

Provide a different training offer from compulsory education, but with equal value
(School Certification), providing at the same time a Professional Certification (level 4 of
NQF) both recognised for its specific Ministry (Ministry of Education and Science and
Ministry of Solidarity, Employment and Social Security) and the labour market.

•

The duration of practical training at the workplace period (PTW) and the alternating
system which allows closeness between the training context for excellent (training in
VET institution) and the labour context (in entities supporting alternating): trainees can
apply the knowledge, skills and competences in labour context and understand its
relevance and operationalization; trainees can take to the training context the
examples, experiences, doubts and suggestions acquired in labour context.

•

Be technically demanding, with higher quality and more flexibility of the curricula and
methodologies, by the availability of resources and equipment’s which promote the
real development and growth. Human resources are particularly important in this
modality, because trainers and tutors have large professional experience in the fields
of training and real context training.

•

Allow young people to pursuit their higher education studies.

•

Provide to companies, qualified human resources which can contributes to the
improvement of the processes and workers` skills.

•

Allows companies to monitoring and evaluate the curriculum evolution of the courses
in the retail sector.
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•

Allows companies the recognition and validation of the tutor role and experience,
giving to him the opportunity of training a young people (allows the motivation of the
workers involved in the young`s people training).

•

Provide companies an opportunity to identify and contact with qualified professionals,
which can be useful for future recruitment processes.

In spite of the vantages mentioned before, some interviewed entities, mentioned also certain
constrains to the implementation of the apprenticeship courses in the trade sector:
•

The fact of the PTW occurs in an alternating system it isn`t always suitable to certain
functional profiles or to the companies activity.

•

The fact of the apprenticeship course is an initial training for young people requires
sometimes a constant accompaniment and training by the tutor (mentoring), which
sometimes isn`t compatible with the necessary autonomy and skills demanded to
young people.

•

Some of the technical professionals profiles in which apprenticeship courses are
developed, are similar to the graduated professional profiles (there is some confusion
between professional profiles of the VET system and High Education system).

Therefore, some suggestions were made, beside the one we already mentioned, to turn the
apprenticeship more appealing and attractive to young people, their families and to
companies:
•

Invest in national campaigns of promotion of this VET modality near the community
and companies, as a real alternative for initial training of young people as important as
other modalities (like compulsory education). It is important to ensure the malleability
between different training pathways, ensuring complementary and not overlap
between modalities.

•

Develop and maintain a national network to inform and orient young people about all
the VET offer and/or modalities.

•

Adjust even more the professional profile and training curricula of the NCQ to the
needs and interests of labour market.
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•

Promote the idea of Companies as a privilege context of training, ensuring the
partnership between EAA e ELA.

•

Promote initiatives for the integration of companies and their tutors in the
apprenticeship modality, allowing them to understand its vantages, constrains,
potentialities and weakness.

•

Promote specific pedagogical training to tutors, reinforcing their ability to monitor,
train and evaluate young trainees in real context training.

•

Develop and maintain a national network of Entities involved in retail sector
apprenticeship courses.

•

Develop and apply a quality framework and process to monitor and evaluate the
quality of apprenticeship courses in retail sector.

•

Develop guidelines which allows the identification of the retail sector functional
profiles or company profiles for which apprenticeship modality is adequate.

•

Develop guidelines related with the main skills and competences which young people
must develop or consolidate before the first contact with the company.
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3.4.-Contextual considerations and best practice in apprenticeship in the retail sector in Italy
Introduction
As it is emerging from several monitoring conducted at national level, the contract of
apprenticeship records the negative effects of the economic situation, above all on the lower
age ranges. The apprenticeship, however, has an important place in the context of labor
market policies, as shown by the Legislative Decree n. 167-2011 (so-called “Testo Unico” /Law
on the apprenticeship ) intends to continue to stimulate and facilitate the transition between
vocational training and the labor market.
In this paper, it has been retraced the Italian system of apprenticeship with some original
features compared to the other European systems. At the same time, thanks to the recent
years reforms it has been possible to trace a progressive approach to other models, in order to
grasp the better ideas.
The report describes the apprenticeship system in Italy, in particular with reference to the
latest reform introduced by the Testo Unico - Law, which in only seven articles gathers the
entire discipline of this field, presenting the different types already in force, but revisited with
the aim of making them immediately and easily operative.

Contextual consideration
Distinctive elements of the retail sector
The Italian retail trade has a number of peculiarities different from other European countries .
For the most part, these are the same anomalies that make the national industrial system a
special case in the European Union : the average size for workers and for very low turnover ,
and very low weight of the largest companies dimensions.
All with the well-known corollaries of apparent positions of income, managerial inefficiency
and low levels of research and development. Italy is the country with the market share of the
top ten distributors of far lower - below 40% - compared to all other European countries and
the European average is not far from 80% . In analogy with other indicators of the structure of
our economy, the very content of the degree of concentration in the retail trade hides very
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marked diversity at the local level. The regions of north-central, where the penetration of large
retailers has been more intense, especially in the past decade, contrasts with the area of the
South where the presence of large commercial distribution turns out to be smaller on averag ,
although in moderate growth in recent years.
The added value of the entire trade sector ( wholesale and retail ) gives an account of figures
close to 13% of GDP . These figures are higher , although not so dramatic the added value of
trade in the U.S. is equal to 16.8% of GDP and higher than other countries ' southern Europe
(Greece , Spain, Portugal).

The government intervention in business
The roots of Italian commercial sector regulation are very deep . For a long time, in fact , the
distribution business is an economic sector governed by a regulatory publications , as well as
from civil and commercial law. The reasons usually given to justify and "explain" the rules are
different. For example, opening a retail sale point, on a central street of the city and the effects
that this new activity might have on the pre-existing distribution network, such as building
,traffic, area. Public interests inherent in this activity are therefore more productive. First of all,
it in necessary to have a scheduled deployment, an ordered distribution on the territory of the
business activities. Moreover, it must be considered also other public interests relating to
other sectors, such as urban- building or on the road functionally related to the commercial
sector. These and other considerations have prompted the legislature (national or otherwise)
to regulate the sector in question, by providing a series of constraints so as to determine a
general slowdown in the growth of the sector and also to induce distortions, compared to
what would have been the development in a less constrained market.

Employment in commercial and retail sector
In the last decade, the field of trade has contributed positively to employment growth.. A total
of workers employed in commercial distribution are approximately 1 million and 400,000 (
600,000 people employed in large retail chains, called " GDO "). However, as a result of the
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economic recession , the sector has undergone a significant reduction in employment and had
to resort to the imposition of short-time work schemes .
In recent years, the trend has been intensified to part-time work and flexible working hours .
The economic crisis has prompted the social partners to change their priorities favoring the
introduction of mechanisms to safeguard employment in periods of economic recession and
giving, in general, less weight in the contractual issues relating to the conditions of job.
The sector is characterized by a high proportion of low- qualified labor, the strong presence of
female workers (60 %) and part-time work . The workforce is relatively young, 30 % of
employees have in fact less than 30 years,

The Apprenticeship system in Italy: features
Currently, the apprenticeship contract is the only employment contract with training function
and it is currently governed by Legislative Decree no. 276 of 2003, which identifies three forms
of

apprenticeship:

• Apprenticeship for the fulfillment of the right-duty to education and training (or first level)
aimed at achieving a qualification system for education and training, namely the acquisition,
through the employment of a qualification .
• Professional Apprenticeship, aimed at obtaining a professional qualification through training
on job, through the acquisition of basic, transversal and technical professionals skills.
•Apprenticeship for the acquisition of a diploma or advanced training (or higher
apprenticeship), which allows to pursue degrees in secondary school and higher education,
including undergraduate, master, PhD programs, as well as higher technical specialization.

The apprenticeship of 1st level
The purpose of apprenticeship of 1st level is the acquisition - by youngers between 15 and 18
years - of a " professional qualification, i.e a real degree, as well as a qualification for
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contractual purposes. For this reason, this “kind” of apprenticeships should be an employment
contract, but also , and primarily, as a step in the process of education and training of young.
The right-duty to education and training law, which provides that the right - duty to education
and training persists until 18 years, recognizes to the apprenticeship the role of a valid training
option for the achievement of such a device, as the "traditional" vocational education and
training process. It was the "Collegato lavoro,"( principal matters relating to labour disputes)
to establish that apprenticeship is able to fulfill the last year of compulsory education, thus
allowing the recruitment of young people from 15 years of age.
The apprenticeship of 1st level could beapplied in all the productive sectors and have a
maximum duration of three years ( established by law); the actual duration depends on the
qualification to be obtained, the study title, the professional and training, as well as the skills
assessment. The bargain collectively determines the mode of delivery of business education in
compliance with the general standards set by the Regions.

The professional apprenticeship
The professional apprenticeship is the well known pattern and has received up to now the
most significant interests from the social partners in the labor market and from the regional
legislature. The professional apprenticeship, designed for young people between the ages of
18 ( 17 with a qualification system of education and training) and 29 allows the acquisition of a
professional qualification valid in contractual terms, through a job training and achievement of
basic, transversal and technical - vocational skills. It has to be attached to the employment
contract an individual training plan, a document illustrating the training course, from
professional and cross-section side, with a particular attention to the content, mode of
delivery and quantity.
The "formal "training, the minimum required by law is 120 hours a year - but the Regions or, if
absent, the social part could predict more - can be given inside or outside the company. Even
in the case of training exclusively in the company, an important role of training activity control
is recognized to the regions: the peculiar case of apprenticeship must fit into a predetermined
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path resulting, ex ante , from the agreement between regions and social partners, with specific
reference to the definition of training profiles and verifiable, ex post , by the public sector and,
in particular, by the Regions for the certification of training results.

High apprenticeship
The third type of apprenticeship is for the acquisition of a diploma or advanced training, the
so-called “High apprenticeship." As the first level of apprenticeship, it allows young to acquire
a degree, for the training course held in working field. Unlike the first level of apprenticeship,
however, that title is a secondary school diploma or university degree, such as Bachelor,
Master , and since 2008, also PhD. It is a very flexible contractual too, which allows even to
individual companies - in the absence of an appropriate regional regulations - to agree
personally with the establishment of the educational activity course of study and work more
responsive to their needs, allowing you to build "custom" the professional profile of young .
The parties involved in the contract of apprenticeship are essentially: the companies, the
apprentice and the training institution. As for business, it is expected that it is possible to enter
into a contract of high apprenticeship in all manufacturing sectors. With regard to apprentices,
the contract may be entered into with young people aged between 18 and 29 years old. There
are no special instructions regarding the choice of the training institution , which must be
deducted from the title can be acquired at the end of the trail: secondary schools, for the
acquisition of a diploma; universities for the acquisition of bachelor, master , doctoral and
certificates fromazione high level technical training centre further authorized to issue those
activities.
The educational institution plays an important role, for the construction of the path of the
apprentice, when issuing the certificate responsible for the education in company and outside
and for the evaluation and certification.
This form of apprenticeship was definitely undervalued compared to its potential. The reason
for the low interest in this form is attributable to the results of the experiment : the critical
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elements can be traced to a"cultural" limit, ie the reluctance of businesses to work in
partnership with universities and vice versa. This difficulty , in addition to often prevent the
possibility of entering into this contract , then he also created difficulties in the execution of
the same and , more precisely, in the search for appropriate partners and a common language
of reference. It is also considered a contract hard feasible in smaller entrepreneurial, as the
high investment in training is not a later insertion of young in e same company.

From the “older” to the “new” form of apprenticeship
The regulatory framework governing apprenticeship in Italy has recently been affected by
important changes, following the approval of the Legislative Decree n. 167/2011 laying down
the Teasto Unico for apprenticeship, promoted by the Government. The novelty of the rules
should be seen as the need to make fully operational the apprenticeship as a tool for inclusion,
training, education, and cultural and professional growth for young people, and not just as a
working contract. Even today, the apprenticeship is in fact used to recruit young workforce at
low cost, or, as a felxible leverage and lower labor costs for enterprises. Yet, this logic was not
the consequence answer to

the previous reform in 2003,

which reformed the entire

institution, enhancing the educational value and potential employment, recognizing as a
system axis of education and training, as confirmed by the recent Finance Act. The 2011
Legislature intends to do the apprenticeship the contract for the employment of young people
for excellence, and a potential tool that , through educational and quality training, realise a
dynamic process between the training needs of young people and professional exigences
coming from firms.
In Italy, the ineffectiveness of apprenticeship as educational choice, educational and vocational
quality, collides with the first photograph of the worrying condition of youth, characterized by
the difficult transition pathways from school and the university towards the labor market,
leading them to uncertain occupational careers and low-skilled work experience, or frequently,
to unemployment or inactivity .
The peculiarity of the “youth " situation in Italy can be seen from the definition of "young "
:while European statistics consider the age group between 15 and 25 years, in Italy - in the
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socio -economic analisys- the reference population extends up to 30/35 years. This expansion
brings a greater and more complex articulation of " youth "probelms , embracing those typical
of adulthood. In addition, the Italian young enter the labor market later than their peers in
Europe (the average age of first job in Italy is 22 years ) and on average they are more
unemployed.
It is serious also their condition, because without a job, they leave school without achieving a
qualification .
Among young people with a job , however, still few are employed in apprenticeship , namely
the preferred channel to entry into the work world. Instead, it is widespread the use of other
contract forms, such as flexible contracts of employment or autonomous collaborations, with
no educational training content of apprenticeship, which makes it the ideal tool to qualify and
strengthen young people's entry into the work.world. Very popular is the use - of job training
and orientation (internship) without an employment contract, affecting about 300.000
youngs,. If internship is growing, apprentices decreased year after year. On the other hand,
also companies prefer lightweight tools, as internships, without formal charges, necessary for
apprenticeship contract: from the complex legislation to the serching for a training course
useful to business needs . The internships, as well as “collaboration” contracts, are an
alternative for businesses even more attractive with no real training, as a form to cut labor
cost. The same, indeed, it could be said for many apprentices without a quality training . Today
in Italy only 26% of apprentices receive some public offer of training and many times it is not in
line with the expectations of young people and the needs of the professional market. No
information is also available about the effectiveness of the training designed and managed by
the companies themselves.
The misuse of apprenticeship can be seen not only in reference to the effectiveness and
quality of training, but also by the fact that apprenticeships were activated according to
previous laws in 1997. In addition, also apprenticeship of higher education has not a great
diffusion, despite the efforts to facilitate universities and businesses in the creation of
advanced training courses and customized adhering to the needs of productive sectors and
territories. As regards the professional apprenticeships, the most critical aspect is represented
rather by an uncertain and fragmented legislative framework.
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The regulation and trade union agreements have given the possibility to the commercial
sector to play training course for apprentice inside the company: collective agreements and
bilateral bodies define the notion of training in the company and determine, for each training
profile, duration and mode of delivery of training, recognition the professional qualification
and recording in the training booklet.
In other words, there are the definition of three profiles:
1) the notion of business training (training inside the company);
2) identification of training profiles for each reference and educational profile, determining the
duration and mode of delivery of training;
3) establishing procedures for the recognition of professional qualifications and recording in
the training booklet.
1) Buisiness training: training run entirely by the employer, even outside the company,
without recoursing to public funds. The employer, therefore, is faced with the
possibility, alternatively, to start an apprenticeship relationship making use of public
resources and public training offer, or organize internally or through trade association
internal training.
2) Training is divided into transversal and basic contents, as well as in vocational content.
The professional contents are divided in 'sector' , ' area ' and 'profile'. The employer,
therefore, must choose the appropriate skills profile of the career of the apprentice.
To optimize the implementation of the training activities, the employer may include in
the individual training plan also some skills profile related to other specific training
profiles.
The delivery of training will be organized using professional profiles with coherent
skills for the training of the apprentice. Trainers may be internal or external figures , or
even directly the employer . Training can also be done in a not formal manner: the
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company does not have the need to find suitable premises in which to make such
training but it may also occur freely on the job .
3) At the end of the apprenticeship period, the employer certifies the skills acquired by
the apprentice, by giving notice to the territorial structure of public authority in the
field of employment services and by releasing a copy to the employee, it will
demonstrate the completion of compulsory education from the company and the
apprentice. The registration of the relevant training and professional qualification may
be acquired and performed on a document with the minimum contents of the model
of personal training booklet.

Raising the age for access to apprenticeships, the professional apprenticeship ( and
apprenticeship for higher education ) could be placed in a circuit training very close to
continuing education: in this sense thinking about training for apprentices , considering the
larger framework of adult education , the basic idea is that an apprenticeship to become a
channel of training more and more integrated into the channel of the continue training even to
break away from a conception that apprenticeship is a training channel of lower level. The
factors that affect the success of training initiatives of the apprenticeship contract are
essentially relate to:

• The possibility that both parties to the contract of apprenticeship are encouraged to
continue the relationship at the end of the contract
• The certification and the formal recognition of training received by the apprentice.
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Best practice in apprenticeship
AMVA PROJECT
With the new "Europe 2020" strategy, the European Commission has sought to strengthen
some of the principles already established by " Lisbon Strategy" aimed to put in place and
implement policies aimed at reducing the rates of unemployment and encourage young
people's entry into the labour market.
It is important young people could immediately gain experience in the labour market world, in
order to acquire skills and competencies required in professional life . Learning on the job, in
the form of apprenticeship, is the best way to achieve the integration of young people into the
labor market.
To promote and create new jobs, by facilitating placement of young people through training
on the job, the Italian Ministry of Labour and Social Policy has launched a three-year project '
Apprenticeship and Trades in Vocation Artisan ' - AMVA - with the help of ESF 2007-2013 "
actions" and "Governance and system actions". Devices will be promoted to encourage the "
apprenticeship , the creation of the " job shops " and contributions for business transfer or
"new

enterprise."

The activity is carried out through an integrated action between policies for the development
of enterprises, employment and training policies: through the implementation of this system
action, it is intended to promote and raise levels of employability and employment in the field
of professions to craft vocation, stimulating and disseminating a more effective use of
mechanisms and tools to facilitate the engagement of young people.
The action will be developed throughout the country, involving actors in the labor market,
young people and companies in the productive sectors of the typical Italian tradition.
Aim of the activity
The program is implemented through two lines action:
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• a system action, which plans to strengthen co-operation between State, Regions, Services for
work, trade associations and companies on issues of apprenticeship, Shop of Craft and
Creation of New Company with particular reference to the productive sectors typical of the
Italian

tradition

;

• an operational testing , which will be promoted within the devices, operating methods and
tools to facilitate on the job training, job placement in synergy with the actors network formed
thanks to the action of the system.
Within the line of action " operational testing " 3 tasks will be performed:
• Intervention for the promotion of the contract of Apprenticeship. This action is aimed at the
promotion and dissemination of a more effective use of devices and tools designed to facilitate
the engagement of young people 15 to 29 years.
• Testing of a model for training young in craft shops such as their structures involved in the
productive sectors of the Italian tradition , identified by a public announcement ( 110 "
workshops of the trades" in many provinces ) .
• Undertaking or continuing the development and management of an experimental system of
contributions for the creation of new enterprises for the transfer of the company.

Experimentation of professional apprenticeship in Basilicata
The strong need for practical methods to ensure the integration or reintegration into
labor market, more than ever present in Basilicata, is implemented in the public notice
Experimentation of professional apprenticeship which intends to launch a trial aimed at
promoting
vocational or apprenticeship contract job with a direct support to the employer or the
employer's assets. To facilitate and simplify the mechanisms connected with the duties of
training places, Basilicata Region will ensure a contribution to the training of transversal and
basic skills and to an expert of proven experience to assist in training the apprentice to
acquire technical and specific competences.
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Basilicata Region intends to facilitate the activation mode and use of training course through a
mechanism that would allow employers to identify the best suitable partners to the needs of
the enterprise or economic activity.
In addition, the experimentation guarantees to the company the performance of an expert
able to interact with the apprentice for the transfer of skills related to the processes of
innovative production or for the use of new technologies , in order to ensure a positive
contribution for the development of the host company.
As part of the experimention, it is intended to address and overcome the problems detected
in the application of previous regulations, with regards to workers and to training aspects ,
taking into account the necessary protections related to the labor market.
To ensure that the training aspects of the apprenticeship contract can be an interesting factor
for enterprises and young people, main objectives have been identified:
• greater interaction between enterprise and training provider ;
• exploitation of company as a training entity;
• characterization of training supply through the use of expertise to enhance apprentice skills;
• enhancement of the role of the social partners through the intervention of
bilateral organizations.
The framework takes into account also the following general principles:
• ensure to the apprentice the right to an adequate preparation for the acquisition of
knowledge and skills required for the professional activity ;
• provide educational and organizational models promoting the integration experience on
the job with training activities, aimed at the acquisition of knowledge / skills not readily
available in the workplace ;
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• enhance, recognize and certify non-formal learning arising from working in production
environments ;
• provide personalized training , with the support of experts with proven experience , with the
path of personal and professional development described in the “Individual training plan” of
the apprentice;
• support actions for the successful training of apprentices in order to favor their permanence
within the company production process.

Concluding remarks
In a very severe crisis time for the Italian and international economy, where unemployment
rates have reached alarming levels, new measures and new strategies are needed fitting in this
particular context able to raise the employment situation .
Today in Italy, entering the labor market is even more prohibitive, especially for young people
who have a lot of difficulty to find stable employment and therefore entering late the work
world, often precluding any hope of career. It is necessary to have new policy employement
instruments, able to to facilitate the entry of young people into the labor market, and
simultaneously promote the good trend without involving further charges. Based on these
requirements, for SMEs the opprenticeship contract is a flexible and efficient way to find and
train professionalism. Even for young people, it could be seen as an opportunity for icreasing
and training, targeted not only to the acquisition of a specific professionalism, but also the
development of skills to meet labor market more dynamic and selective.
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