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Executive Summary

Introduction

The main objective of this study was to provide an overview of traineeship arrangements in
all 27 Member States and to collect the most up-to-date information about different forms
of traineeships across the EU. Traineeships are seen as an effective mechanism which
allows young people to familiarise themselves with the world of work, thus facilitating their
transition from education (or a period of inactivity or unemployment) to employment.
However, there are also growing concerns across the EU about the quality and fairness of
traineeships as well as their effectiveness as a school-to-work transition mechanism.

The availability and quality of information on traineeships is rather uneven across the EU.
This study is a response to the need for a comprehensive EU-wide robust traineeship-
related evidence base. It was conducted by a consortium involving the Institute of
Employment Studies (IES, UK) as the lead co-ordinator, the Istituto per la Ricerca Sociale
(IRS, Italy) and the Bundesinstitut flr Berufsbildung (BIBB, Germany) as key partnhers as
well as a network of regional and national experts.

The study’s methodological approach combined a range of qualitative methodologies which
included stakeholder interviews at both EU and national levels; a quasi-systematic literature
review; a comparative mapping exercise based on information collected in each Member
State; and case studies. For the purposes of this study the following five types of
traineeships were examined:

m Traineeships which form optional or compulsory part of academic and/or
vocational curricula (i.e. traineeships during education);

m Traineeships in the open market which, after completion of studies, provide
graduates with work-related experience before they find stable employment;

s Traineeships as part of active labour market policies (ALMPs) for unemployed
young people with the explicit aim to facilitate their labour market transition;

m Traineeships which form part of mandatory professional training, e.g. law,
medicine, teaching, architecture, accounting, etc.; and

s Transnational traineeships.
Key Findings of the Study

This section presents a summary of the study’s key findings and recommendations.

Increased Policy Focus on Traineeships as Mechanisms which facilitate Young People’s
Labour Market Entry

The dramatic rise in youth unemployment and employment precariousness combined with
considerable skill mismatches have prompted Governments across the EU to increasingly
focus on traineeships as effective school-to-work transition mechanisms. As a result,
traineeships are increasingly integrated into ALMPs and/or form an integral part of
educational courses. In view of the proliferation of traineeships undertaken by young people
in the open market, Member States have also sought to raise the quantity and quality of
such traineeships through either well-structured programmes and/or regulations or
voluntary quality charters aimed at providing some protection to trainees.

Study on a comprehensive overview on traineeship arrangements in Member States 3



Funding of Traineeships

Across Member States the most common methods of financing the various types of
traineeships include European and national/regional funds; institutional assistance, e.g.
university grants; personal financing; and company resources. Where public funding is
available, this often involves considerable support from European funds, notably the
European Social Fund (ESF). Personal financing is particularly common in open market
traineeships where, in many cases, trainees receive no or insufficient compensation. As a
result, they have to rely on other funding sources such own savings and family support.

Lack of a Common Definition of Traineeships

There is a great discrepancy across all Europe in the extent to which traineeships and/or
trainees are clearly defined. In relation to the definition of traineeships, in most Member
States there is either a legal definition or, at least, a common national understanding of the
concept of a traineeship. In general, in almost all countries where a common definition of
traineeship exists, there is a strong link between education and work experience. Across
Member States the common defining characteristics of legal frameworks relating to
traineeships are: (i) the general educational purpose; (ii) the practical element of
learning; and (iii) the temporary character of the traineeship.

Plurality of Requlatory Frameworks for Traineeships

Across Europe there is a plurality and variety of legislation and regulations governing
traineeships. This legislative/regulatory diversity exists not only between Member States,
but also between the different types of traineeships themselves. This, in turn, reflects the
fact that the concept of traineeship itself is very diverse. Traineeships related to
education/training and ALMPs tend to be the most regulated, while open market
traineeships are subject to much less regulation.

Traineeship-related legislation can be found in laws and regulations associated with either
education and training policies or employment policies, including ALMPs. It usually seeks to
define and regulate traineeships, the trainee status and associated terms and conditions.
Some Member States seek to regulate directly traineeships-related issues (e.g. by Laws
which explicitly apply to traineeships). Traineeships which form part of academic study
curricula are typically regulated, organised and overseen independently and autonomously
by the educational institution itself.

It should be noted that legislative and regulatory frameworks do not necessarily
guarantee the quality of traineeships. Rather, it is the implementation of
regulations and the robust monitoring of the entire process which play a key role
in ensuring quality traineeships. There is particular concern about the inadequacy of
regulations for traineeships in the open market.

Great Diversity of Traineeships

Between and within Member States the study identified a wide range of traineeships:

m Traineeships linked to educational programmes: Across the EU it has become
increasingly common for traineeships to be integrated into curriculum requirements for
both higher vocational and academic education qualifications. Although traineeships have
been more common in upper secondary and higher vocational education and training,
they are now becoming an integral part of academic curricula in most Member States.
The proportion of students undertaking traineeships or work placements as part of higher

Study on a comprehensive overview on traineeship arrangements in Member States 4



education studies varies widely across Member States, from 87 per cent in the
Netherlands to 22 per cent in Italy.!

m Traineeships in the open market: In recent years there has been an expansion of
traineeships which young people undertake after graduation, not least because
employers increasingly put a premium on them having acquired work experience through
such placements. These traineeships have attracted most criticism since they tend to be
unregulated and associated with reports of questionable employer practices including low
quality, poor terms and conditions, including low or no pay, etc.

m Traineeships linked to ALMPs: These are aimed at unemployed young people,
typically with no or a low level of skills. However, in recent years, especially since the
Great Recession, traineeship programmes have expanded to include work placements
offered to graduates with the aim of facilitating their labour market transition.

m Traineeships as part of mandatory professional training: Across Member States
there are certain professions where there is a legal requirement to undertake a
compulsory traineeship as part of mandatory professional training, e.g. medicine, law,
education/teaching, architecture, etc. These traineeships are typically a pre-requisite for
licence to practice and tend to be both well-defined and tightly regulated. However,
issues of trainee exploitation can emerge due to incorrect implementation of regulations.

m Transnational traineeships: Across all Member States there is evidence of growing
popularity of transnational work-related mobility. EU mobility programmes, notably the
Leonardo da Vinci and Erasmus programmes, have increased the number of transnational
work placements across most Member States. A growing number of countries are actively
promoting traineeships abroad, either through EU or other international youth mobility
programmes such as AIESEC and IAESTE as well as through national initiatives.

Sectors where Traineeships are more common

The type, range and profile of sectors where traineeships are more prevalent differ, to some
extent, according to the specific type of traineeships. In certain sectors traineeships are a
compulsory part of mandatory professional training (see previous section). In addition,
there are a number of sectors where traineeships are increasingly common, including the
creative industries, media/journalism, the public sector, third sector/NGOs, hospitality,
business administration and financial services. Some of these sectors such as the creative
industries, media/journalism and the third sector/NGOs have also been associated with
questionable employer practices. The latter include low or poor learning content; poor
working conditions; inadequate compensation; using trainees as substitutes for regular
staff; repeatedly renewing traineeship contracts without offering a permanent position etc.

Great Variety of Trainee’s Terms and Conditions

The trainee’s rights, terms and conditions vary considerably both between different types of
traineeship and Member States. For example, traineeships linked to study curricula and
mandatory professional training have more clearly defined terms and conditions as opposed
to those in the open market. The issue of trainees’ terms and conditions has increasingly
become the focus of lively political debate across the EU. As a result, a number of Member
States with the aim of improving the trainee’s terms and conditions have
introduced or are in the process of developing new legislative/regulatory
measures and/or quality frameworks.

! Brennan, J. Patel, K., and Tang, W., (2009). Diversity in the Student Learning Experience and Time devoted to Study:

A Comparative Analysis of the UK and European Evidence, Report to HEFCE by the Centre for Higher Education
Research and Information, The Open University, April
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Growing Emphasis on Quality Assurance

In a number of Member States and for certain types of traineeships the study identified
widespread concerns about the quality of traineeships. A number of countries have
actively sought to improve this quality by strengthening quality assurance
mechanisms. These include traineeship-related legislation (e.g. the 2011 Cherpion Law
in France) as well as specific quality frameworks either regulated by public institutions
(e.g. educational establishments, public employment services etc.) or developed by the
social partners, or promoted on a voluntary basis by employer associations, professional
bodies and even governments (e.g. the 2011 Common Best Practice Code for High Quality
Internships in the UK). Quality assurance standards may be compulsory or voluntary.

Effectiveness of Traineeships

Across the EU there is a growing awareness of the benefits of traineeships in terms
of facilitating the school-to-work transition. However, there is an uneven and rather
patchy body of evaluation literature on the effectiveness of traineeships. The available
literature appears to indicate the most effective traineeships are those undertaken
during education and, in some instances, those linked to well-structured ALMPs. The main
success factors of these traineeships seem to be i) their strong links with the labour market;
ii) a well-structured approach; iii) active engagement of stakeholders, including employers;
and iv) robust quality assurance mechanisms.

Recommendations

This study has highlighted a number of traineeship-related areas where further action is
required either at EU and/or national levels.

m There is a need for a clear definition of traineeships at EU level. Given the great
variety of traineeships, this definition may outline the key aims and features of these
schemes, while leaving some space for the specificities of particular types.

m There should be more support to include traineeships as a part of study curricula,
where possible traineeships should take place during studies and not after graduation.

m A concerted effort should be made at both EU and national levels to increase the
supply of traineeships, especially in SMEs.

m There is a need for a Quality Framework for Traineeships offering clear and practical
guidelines about high quality traineeships.

m There is a need for some financial support to trainees, especially those from less
privileged backgrounds.

m Steps should be taken to encourage open and transparent recruitment processes
for traineeships.

m There is a need for more robust data on and evaluation of all types of traineeships
at both national and EU levels. This includes both quantitative and qualitative data
which can be used for assessing the quantity, quality, impact and effectiveness of
traineeships.

Study on a comprehensive overview on traineeship arrangements in Member States 6



Résume

Introduction

Cette étude a pour principal objectif d’offrir un apercu des dispositions relatives aux stages
appliqguées dans les 27 pays membres et de rassembler les informations les plus récentes
concernant les diverses formes de stages qui existent au sein de I'UE. Les stages sont
considérés comme un mécanisme efficace qui permet aux jeunes de se familiariser avec le
monde du travail et qui facilite ainsi leur transition de I’éducation (ou d‘une période
d’'inactivité ou de chomage) vers I'emploi. Toutefois, la qualité, I'équité des stages et leur
efficacité en tant que mécanisme de transition de I'école vers le travail sont des sources de
préoccupations croissantes a travers |'UE.

La disponibilité et la qualité des informations relatives aux stages sont assez inégales dans
I'’ensemble de la communauté. Cette étude vise a répondre au besoin de I|'établissement
d’'une base de connaissances solide en termes de stages d’un point de vue communautaire.
L'étude a été réalisée par un consortium réunissant |'Institute of Employment Studies (IES,
Royaume-Uni) en tant que coordinateur principal, I'Istituto per la Ricerca Sociale (IRS,
Italie) et le Bundesinstitut fiir Berufsbildung (BIBB, Allemagne) en tant que premiers
partenaires ainsi qu’un réseau d’experts régionaux et nationaux.

L'approche méthodologique de I'étude regroupe un ensemble de méthodologies qualitatives
qui comprennent des entretiens avec les parties concernées aux niveaux européen et
national, une étude documentaire quasi-systématique, un exercice comparatif de
cartographie basé sur des informations recueillies dans chaque état membre et des études
de cas. Afin de réaliser cette étude, cing catégories de stages ont été examinées:

m Les stages qui sont une composante optionnelle ou obligatoire d'un cursus
universitaire et/ou professionnel (soit des stages réalisés durant les études);

m Les stages sur le marché libre (hors études ou non-conventionné) qui offrent aux
diplémés, apreés la fin des études, une expérience professionnelle avant qu’ils trouvent un
emploi stable;

m Les stages effectués dans le cadre des Politiques actives du marché de I'emploi
destinées aux jeunes qui sont au chOmage et visant expressément a faciliter leur
transition vers le marché du travail;

m Les stages qui font partie d’'une formation professionnelle obligatoire, ex : droit,
médecine, enseignement, architecture, comptabilité, etc.; et

m Les stages transnationaux.
Résultats clés de I'étude

Cette section propose une synthése des principaux résultats et recommandations de I'étude.

Une importance accrue accordée a la politique sur les stages vus comme des
mécanismes facilitant I’entrée des jeunes sur le marché du travail

La hausse dramatique du chémage chez les jeunes et la précarité de I'emploi associée a une
inadéquation importante de compétences ont poussé les gouvernements des états membres
a considérer de plus en plus les stages comme des mécanismes efficaces de transition
de I’école vers le travail. Les stages sont donc de plus en plus intégrés aux Politiques actives
du marché de I'emploi et/ou font partie intégrante des cours d’enseignements. Au vu du
nombre croissant de stages effectués par des jeunes sur le marché libre, les états membres
ont aussi cherché a améliorer la qualité et a augmenter le nombre de ces stages a travers

Study on a comprehensive overview on traineeship arrangements in Member States 7



des programmes bien structurés et/ou des réglementations ou des chartes volontaires de
qgualité qui ont pour objectif d’offrir une certaine protection aux stagiaires.

Financement des stages

Les méthodes les plus utilisées par les états membres pour financer les différents types de
stages sont des financements européens et nationaux/régionaux, une aide institutionnelle
(ex : bourses universitaires), financements personnels et d’entreprise. Si des financements
publics sont a disposition, ils impliquent souvent un soutien considérable provenant de
fonds européens, notamment du Fonds social européen (FSE). Les financements personnels
se retrouvent en particulier pour les stages effectués sur le marché libre ou, dans bien des
cas, les stagiaires ne sont peu voire pas du tout rémunérés. Ils doivent donc se tourner vers
d’autres sources de financements comme des fonds personnels ou un soutien de la part de
la famille.

Absence de définition commune du concept de stage

Les maniéres de définir clairement les stages et/ou les stagiaires divergent fortement d’un
état membre a l'autre. Pour définir les stages, une définition juridique existe dans la
plupart des états membres ou, du moins, une entente commune existe au niveau national
sur le concept de stage. De maniére générale, dans pratiquement tous les pays qui
appliguent une définition commune de stage, un lien fort existe entre éducation et
expérience professionnelle. Dans |I'ensemble des états membres, les caractéristiques
communes définissant les cadres juridiques relatifs aux stages sont: (i) I'objectif
éducatif en général; (ii) I'’élément pratique de I'apprentissage; et (iii) I'aspect temporaire du
stage.

Pluralité des cadres réglementaires pour les stages

Dans I'Europe entiére, il existe une pluralité et une variété de lois et réglementations qui
régissent les stages. Cette diversité Iégislative/réglementaire existe non seulement entre les
pays membres mais aussi entre les différents types de stages. Cela montre par ailleurs que
le concept de stage lui-méme prend plusieurs formes. Les stages dans le cadre d’un
enseignement/formation et des Politiques actives du marché de I'emploi sont souvent les
plus réglementés, tandis que les stages sur le marché libre ne sont pas soumis a autant de
réglementations.

La législation en matiére de stage se retrouve dans les lois et les réglementations relatives
aux politiques d’enseignement et de formation ou aux politiques d’emploi, y compris les
Politiques actives du marché de I'emploi. Elle vise le plus souvent a définir et a réglementer
les stages, le statut du stagiaire et les conditions de réalisation du stage. Certains pays
membres souhaitent réglementer de maniere plus directe les questions liées aux stages
(avec des lois qui s'appliquent expressément aux stages par exemple). Les stages qui font
partie de cursus d’études universitaires sont généralement réglementés, organisés et
supervisés de maniere indépendante et autonome par linstitution d’enseignement elle-
méme.

Il est a noter que les cadres législatifs et réglementaires ne garantissent pas
nécessairement la qualité des stages. C'est davantage la mise en ceuvre des
réglementations et une supervision solide de tout le processus qui joue un role clé
pour assurer la qualité des stages. L'inadéquation des réglementations pour les stages
sur le marché libre suscite des inquiétudes particuliéres.

Grande diversité des stages

L'étude a identifié une grande diversité de stages au sein des états membres et entre les
pays:
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m Stages associés a des programmes d’enseignement: Dans |'ensemble de I'UE, il
devient de plus en plus courant d’intégrer les stages aux exigences de cursus pour des
dipldmes universitaires ou professionnels de |'enseignement supérieur. Bien que les
stages soient plus courants dans des cursus professionnels et de formation de
I'enseignement secondaire et supérieur, ils deviennent désormais parties intégrantes des
cursus universitaires dans la plupart des états membres. La part des étudiants qui font
un stage dans le cadre de leurs études supérieures varie considérablement selon les
états membres, de 87 pourcent aux Pays-Bas a 22 pourcent en Italie.?

m Stages sur le marché libre: Ces derniéres années, le nombre de stages effectués par
les jeunes apreés la fin de leurs études a augmenté, notamment parce que les employeurs
souhaitent de plus en plus que les jeunes diplomés acquiérent une premiére expérience
professionnelle a travers des stages. Ces stages sont les plus critiqués car ils sont
souvent non réglementés et associés a des pratiques d’employeurs douteuses qui offrent
une qualité de formation médiocre, de mauvaises conditions de stages et de maigres
voire aucune rémunération.

m Stages associés aux Politiques actives du marché de I’emploi: Ces politiques sont
destinées aux jeunes sans emploi qui n‘ont généralement aucune ou peu de
gualifications. Cependant, ces derniéres années, en particulier depuis la Grande
récession, des programmes de stage se sont développés et comprennent maintenant des
périodes de professionnalisation offerts aux diplomés dans le but de faciliter leur
transition vers le marché du travail.

m Stages dans le cadre d'une formation professionnelle obligatoire: Dans tous les
pays européens, les candidats a certaines professions ont pour obligation juridique
d’effectuer un stage obligatoire dans le cadre de la formation professionnelle exigée, ex:
médecine, droit, éducation/enseignement, architecture, etc. Ces stages sont
généralement un pré-requis pour obtenir I'autorisation d’exercer et sont a la fois souvent
bien définis et réglementés de maniére stricte. Toutefois, une mauvaise mise en oceuvre
des réglementations peut susciter des questions quant a I’exploitation de stagiaires.

m Stages transnationaux: Les mobilités transnationales liées au travail sont de plus en
plus courantes dans |'ensemble des pays de I'UE. Les programmes européens de
mobilité, tels que les programmes Leonardo da Vinci et Erasmus, ont fait accroitre le
nombre de stages transnationaux dans la plupart des états membres. De plus en plus de
pays font une promotion active des stages a |'étranger, soit par l'intermédiaire de I'UE,
soit grace a des programmes internationaux pour la mobilité des jeunes tels qu’AIESEC
et IAESTE ainsi que des initiatives nationales.

Secteurs accueillant le plus de stagiaires

Le type, le genre et le profil des secteurs dans lesquels les stages sont les plus nombreux
dépendent, dans une certaine mesure, de la catégorie spécifique du stage. Dans certains
secteurs, les stages font partie intégrante d’une formation professionnelle obligatoire (voir
la section précédente). D’autre part, les stages deviennent de plus en plus courants dans
des secteurs comme les industries créatives, les médias/journalisme, le secteur public, le
secteur tertiaire/ONG, |'hétellerie, I'administration des affaires et les services financiers.
Certains de ces secteurs comme celui des industries créatives, les médias/journalisme et le
secteur tertiaire/ONG sont aussi associés a des pratiques d’employeurs douteuses : des
contenus d’‘apprentissage de piétre qualité, des conditions de travail médiocre, une
rémunération inadéquate, |'utilisation de stagiaires pour remplacer un salarié, des
renouvellements incessants de conventions de stage sans qu’un poste permanent ne soit
proposé, etc.

2], Brennan, K. Patel et W. Tang (2009). Diversity in the Student Learning Experience and Time devoted to Study: A

Comparative Analysis of the UK and European Evidence, rapport destiné au HEFCE (Higher Education Funding Council
for England) réalisé par le Centre for Higher Education Research and Information, The Open University, avril
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Grande variété des conditions de réalisation du stage

Les droits du stagiaire et les conditions de stage qui lui sont appliquées varient de maniére
considérable en fonction des différents types de stage et entre les états membres. A titre
d’exemple, les stages associés a des programmes d’études et de formation professionnelle
obligatoire voient leurs conditions de réalisation mieux définies que les stages sur le marché
libre. La question des conditions du stagiaire devient de plus de plus le sujet central d’un
débat politique animé a travers I'UE. Ainsi, dans le but d’améliorer les conditions du
stagiaire, certains pays membres ont mis en place ou sont en train de développer
de nouvelles mesures législatives/réglementaires et/ou des cadres de qualité.

Importance croissante accordée a |I'assurance-qualité

Dans un certain nombre d’états membres et pour certains types de stages, l'étude a
démontré que des inquiétudes généralisées existaient quant a la qualité des stages.
Plusieurs pays ont cherché activement a améliorer la qualité des stages en
renforcant les mécanismes d’assurance-qualité. Ces mécanismes comprennent une
législation en matiere de stages (telle que la loi Cherpion en France) ainsi que des
cadres de qualité spécifiques qui sont soit réglementés par des institutions publiques
(ex: établissements scolaires ou universitaires, services publics pour I'emploi, etc.), soit
développés par les partenaires sociaux ou encouragés spontanément par des associations
d’employeurs, des institutions professionnelles et méme par les gouvernements (ex: Le
2011 Common Best Practice Code for High Quality Internships au Royaume-Uni). Les
normes d’assurance-qualité peuvent étre obligatoires ou optionnelles.

Efficacité des stages

Dans tous les pays européens, les effets bénéfiques du stage qui facilitent la
transition de I'école vers le travail sont de plus en reconnus. Cependant, I'ensemble
des documents servant a évaluer l'efficacité des stages est plutét inégal et incomplet. La
documentation disponible semble indiquer que les stages les plus efficaces sont ceux
effectués durant les études et, dans certains cas, ceux associés aux Politiques actives et
bien structurées du marché de I'emploi. Les principaux facteurs de réussite de ces stages
semblent étre liés a i) leur lien étroit avec le marché du travail; ii) une approche structurée
de maniére adéquate; iii) un engagement actif des parties concernées, y compris des
employeurs; et iv) des mécanismes d'assurance-qualité solides.

Recommandations

Cette étude met en évidence un nombre de domaines liés au stage dans lesquels des
progrés restent encore a faire au niveau européen et/ou national.

m Une définition claire de la notion de stage doit étre établie au niveau européen.
Compte tenu de la grande variété de stages, cette définition pourrait exposer les buts et
traits principaux de ces opportunités, tout en laissant quelque place aux particularités de
stages spécifiques.

s Davantage de soutien est nécessaire pour que les stages fassent partie des
programmes d’études; ces stages devraient avoir lieu, autant que possible, durant la
période d’enseignement et non apres la fin des études.

m Un effort conjoint doit étre fait au niveau national et européen pour augmenter I'offre
de stages, en particulier dans les PME.

m L’établissement d’'un Cadre de qualité pour les stages offrant des lignes directrices
claires et pratiques pour des stages de haute qualité est nécessaire.
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m La mise en place d’'un soutien financier pour les stagiaires est nécessaire, en
particulier ceux qui sont issus des milieux les plus défavorisés.

m Des mesures doivent étre prises pour encourager des procédures de recrutement
ouvertes et transparentes pour les stages.

m Le rassemblement de données plus solides et d’évaluations de tous les types de
stages existants au niveau national et européen doit se faire. Cela doit comprendre
des données a la fois quantitatives et qualitatives qui peuvent étre utilisées pour évaluer
la quantité, la qualité, I'impact et I'efficacité des stages.

Study on a comprehensive overview on traineeship arrangements in Member States 11



Zusammenfassung

Einfiihrung

Das Hauptziel der vorliegenden Studie war es, einen Uberblick iber die Gestaltung von
Praktika in den 27 Mitgliedslandern zu gewinnen und aktuelle Informationen Uber die
unterschiedlichen Formen von Praktika innerhalb der EU zu sammeln. Praktika werden als
wichtiges Instrument betrachtet, um junge Menschen mit der Arbeitswelt vertraut zu
machen und damit den Ubergang zwischen Bildungsweg (oder einer Auszeit oder einer
Phase der Arbeitslosigkeit) und Arbeitsleben zu erleichtern. Allerdings gibt es innerhalb der
EU wachsende Bedenken zu Qualitat und Fairness von Praktika sowie zu der Frage, ob
Praktika ein effizientes Instrument zur Gestaltung des Ubergangs von Ausbildung zu
Beschaftigung darstellen.

Die Verfligbarkeit und Qualitadt von Informationen zu Praktika variiert innerhalb der EU recht
stark. Diese Studie stellt eine Antwort auf den Bedarf nach Schaffung einer alle EU-Lander
umfassenden Erkenntnisbasis zu Praktika dar. Sie wurde von einem Konsortium
durchgefiihrt, an dem das Institute of Employment Studies (IES, GroBbritannien) als
Konsortialfiihrer, das Istituto per la Ricerca Sociale (IRS, Italien) und das Bundesinstitut fiir
Berufsbildung (BIBB, Deutschland) als Partner sowie ein Netzwerk aus nationalen und
regionalen Experten beteiligt waren.

Der methodische Ansatz der Studie kombiniert eine Reihe von qualitativen Methoden. Dazu
zahlten Experteninterviews mit Akteuren auf nationaler sowie auf EU-Ebene, eine
Literaturrecherche, eine vergleichende Bestandsanalyse auf Grundlage der in den
Mitgliedsstaaten gesammelten Informationen sowie Fallstudien. Zum Zwecke der
vorliegenden Studie wurden finf Typen von Praktika untersucht:

m Praktika, die ein verpflichtender oder optionaler Teil eines akademischen oder
beruflichen Ausbildungscurriculums sind (z.B. Praktika wahrend des Besuchs einer
Bildungseinrichtung)

m Praktika auf dem freien Markt, die Absolventen arbeitsrelevante Erfahrungen bieten
bevor diese eine dauerhafte Beschaftigung finden

m Praktika als Teil aktiver Arbeitsmarktpolitik fir arbeitsuchende junge Menschen, die
das ausdriickliche Ziel verfolgt deren Ubergang in den Arbeitsmarkt zu férdern

m Praktika als verpflichtender Teil eines beruflichen Ausbildungsweges, z.B. in den
Bereichen Recht, Medizin, Lehrtatigkeit, Architektur, Buchhaltung etc. und

m Transnationale Praktika.

Wichtigste Ergebnisse der Studie

Dieser Abschnitt enthalt eine Zusammenfassung der wichtigsten Ergebnisse und
Empfehlungen der Studie.

Verstarkte Aufmerksamkeit der Politik fiir Praktika als Mechanismus, um_jungen
Menschen den Eintritt in den Arbeitsmarkt zu erleichtern

Der dramatische Anstieg von Jugendarbeitslosigkeit und prekarer Beschaftigung, die
einhergehen mit einer erheblichen Diskrepanz zwischen den erworbenen und den am
Arbeitsmarkt benétigten Qualifikationen haben Regierungen in ganz Europa dazu veranlasst,
ihre Aufmerksamkeit zunehmend auf Praktika als Instrument flir einen erfolgreichen
Ubergang von der Ausbildung in den Beruf zu richten. Dementsprechend werden Praktika
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zunehmend in MaBnahmen zur aktiven Arbeitsmarktpolitik integriert und/oder sind ein
integraler Bestandteil von Bildungsgangen. In Anbetracht der erheblichen Zunahme von
Praktika junger Menschen auf dem offenen Markt haben die Mitgliedstaaten dariber hinaus
versucht, sowohl Quantitat als auch Qualitat solcher Praktika durch gut strukturierte
Programme und/oder Vorschriften oder freiwillige Qualitatschartas zu steigern und damit
einen Schutz von Praktikanten zu erreichen.

Finanzierung von Praktika

Die in den Mitgliedstaaten Ublichsten Modelle zur Finanzierung der verschiedenen Arten von
Praktika umfassen europadische sowie nationale / regionale Fonds, finanzielle Hilfe von
Institutionen wie z.B. Universitaten, private Mittel sowie Zahlungen des
Praktikumsanbieters. Zur Verfigung stehende o6ffentliche Gelder stammen oft zu einem
erheblichen Teil aus EU-Mitteln und dabei insbesondere aus dem Europdischen Sozialfonds
(ESF). Selbstfinanzierung ist besonders bei Praktika auf dem freien Markt verbreitet, im
Rahmen derer Praktikanten in vielen Fallen keine oder nur unzureichende Entlohnung
erhalten. Infolgedessen miissen sie sich auf andere Finanzierungsquellen, wie etwa eigene
Ersparnisse oder familidre Unterstlitzung verlassen.

Das Fehlen einer gemeinsamen Definition von Praktika

In Europa gibt es sehr groBe Unterschiede hinsichtlich einer klaren Definition von Praktika
bzw. Praktikanten. In Bezug auf die Definition von Praktika gibt es in den meisten
Mitgliedstaaten entweder eine gesetzliche Definition oder zumindest ein gemeinsames
nationales Verstandnis Uber das Konzept eines Praktikums. Generell lasst sich festhalten,
dass in fast allen Landern mit einer allgemein anerkannten Definition von Praktika eine
starke Verbindung zwischen Bildung und Arbeitserfahrung besteht. Unter allen
Mitgliedsstaaten gibt es iibliche Definitionsmerkmale von rechtlichen
Rahmenbedingungen im Zusammenhang mit Praktika; diese sind: (i) der allgemeine
Ausbildungszweck; (ii) das praktische Element des Lernens; und (iii) der zeitlich befristete
Charakter eines Praktikums.

Vielfalt der rechtlichen Rahmenbedingungen von Praktika

In ganz Europa gibt es eine Vielzahl und Vielfalt an Gesetzen und Vorschriften, die Praktika
regeln. Diese gesetzgeberische / regulatorische Vielfalt differiert nicht nur zwischen den
Mitgliedstaaten, sondern auch in Bezug auf die Arten von Praktika. Dies wiederum spiegelt
die Tatsache wider, dass das Konzept des Praktikums selbst sehr mannigfaltig ist. Praktika,
die in Zusammenhang mit Bildung / Ausbildung oder einer aktiven arbeitsmarktpolitischen
MaBnahme stehen sind in der Regel starker reguliert, wahrend Praktika auf dem freien
Markt weitaus weniger Regulierung unterliegen.

Praktikumsbezogene Rechtsnormen kdnnen in Gesetzen und Vorschriften zu allgemeiner
oder beruflicher Ausbildung sowie zur Beschaftigungspolitik, einschlieBlich der aktiven
Arbeitsmarktpolitik, gefunden werden. In der Regel wird mit diesen Rechtsnormen versucht,
Praktika zu definieren sowie den Status des Praktikanten und die damit in Verbindung
stehenden Bedingungen zu regeln. Einige Mitgliedstaaten richten regulative MaBnahmen
direkt auf praktikumsrelevante Sachverhalte (z.B. in Form von Gesetzen, die explizit auf
Praktika anwendbar sind). Praktika, die Teil eines akademischen Ausbildungscurriculums
sind, werden (Ublicherweise von den Bildungseinrichtungen individuell und unabhangig
geregelt, organisiert und Uberwacht.

Es ist anzumerken, dass gesetzliche und regulatorische Rahmenbedingungen nicht
notwendigerweise eine Garantie fiir eine hohe Qualitat von Praktika darstellen.
Vielmehr sind es die Implementierung der Vorschriften sowie die effektive
Uberwachung des gesamten Prozesses, die eine wesentliche Rolle bei der
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Gewadhrleistung von qualitativ hochwertigen Praktika spielen. Besondere Bedenken
gibt es hinsichtlich unzureichender Regelungen von Praktika auf dem freien Markt.

GroBe Vielfalt von Praktika

Zwischen und innerhalb der Mitgliedstaaten gibt es eine groBe Bandbreite an Praktika:

m Praktika in Verbindung mit Ausbildungsprogrammen: In der gesamten EU ist es
zunehmend ublich, dass Praktika als verpflichtender Teil in den Lehrplan integriert sind.
Dies gilt sowohl fiir den Bereich der beruflichen als auch fiir den der akademischen
Bildung. Wahrend Praktika bislang vor allem in der hdheren Schulbildung sowie der
Berufsbildung Ublich waren, entwickeln sie sich nun in vielen Mitgliedstaaten zu einem
integralen Bestandteil akademischer Curricula. Der Anteil der Studenten, der Praktika als
Teil einer Hochschulausbildung absolviert, variiert jedoch sehr stark zwischen den
Mitgliedstaaten; so betragt der Anteil in den Niederlanden 87 per cent und in Italien nur
22 per cent.?

m Praktika auf dem freien Markt: In den letzten Jahren haben sich Praktika von jungen
Absolventen und Absolventinnen zunehmend ausgebreitet. Dies geschah nicht zuletzt
deshalb, da Arbeitgeber diejenigen, die auf dem Wege solcher Praktika Berufserfahrung
erworben haben, bevorzugen. Diese Form von Praktika hat die meiste Kritik erfahren, da
sie zu geringer Regulierung tendiert und sie im Zusammenhang mit Berichten Uber
fragwlirdige Praktiken von Arbeitgebern steht. Die Kritik richtet sich gegen die geringe
Praktikumsqualitédt sowie schlechte Arbeitsbedingungen, wie etwa geringe oder nicht
vorhandene Bezahlung usw.

m Praktika als Teil einer aktiven Arbeitsmarktpolitik: Diese Praktika richten sich in der
Regel an arbeitslose Jugendliche, die Uber ein sehr niedriges Bildungsniveau verfiigen.
Allerdings sind in den letzten Jahren, insbesondere als Folge der Wirtschaftskrise,
Praktikumsprogramme entstanden, die sich an Absolventen richten und das Ziel haben,
diesen den Ubergang in den Arbeitsmarkt zu erleichtern.

m Praktika als verpflichtender Teil eines beruflichen Ausbildungsweges: In den
Mitgliedstaaten gibt es bestimmte Berufe, in denen Praktika als Teil der Ausbildung
gesetzlich vorgeschrieben sind. Dazu gehéren zum Beispiel die Bereiche Medizin, Recht,
Erziehung/Unterricht, Architektur, etc. Diese Praktika sind in der Regel Voraussetzung,
um den betreffenden Beruf praktizieren zu dirfen und sind meist eindeutig definiert
sowie streng reguliert. Allerdings koénnen Falle von Ausbeutung der Praktikanten
auftreten, die auf mangelhafte Anwendung bestehender Vorschriften zurlckzufiihren
sind.

m Transnationale Praktika: In allen Mitgliedstaaten gibt es Hinweise auf wachsende
Beliebtheit von transnationaler Mobilitat im beruflichen Kontext. EU-
Mobilitatsprogramme, insbesondere das Leonardo da Vinci sowie das Erasmus-
Programm, haben zu einem Anstieg der transnationalen Praktika beigetragen. Eine
wachsende Zahl von Landern férdert aktiv Praktika im Ausland, sei es durch EU- oder
andere internationale Mobilitatsprogramme fir junge Menschen, wie etwa AIESEC und
IAESTE, sowie durch nationale Initiativen.

Branchen, in denen Praktika besonders haufig sind

Art, Bereich und Profil der Branchen, in denen Praktika besonders haufig vorkommen,
unterscheiden sich zu einem gewissen Grad nach Art des Praktikums. In bestimmten
Bereichen sind Praktika obligatorischer Teil der beruflichen Ausbildung (siehe vorheriger
Abschnitt). Dariber hinaus gibt es eine Reihe von Branchen, in denen die Zahl der Praktika

3 1. Brennan, K. Patel et W. Tang (2009). Diversity in the Student Learning Experience and Time devoted to Study: A

Comparative Analysis of the UK and European Evidence, rapport destiné au HEFCE (Higher Education Funding Council
for England) réalisé par le Centre for Higher Education Research and Information, The Open University, avril
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zunimmt. Dazu zahlen die Kreativwirtschaft, Medien / Journalismus, dritter Sektor/NGOs,
Gast- und Hotelwirtschaft, Betriebswirtschaft und Finanzdienstleistungen. Einige dieser
Branchen, wie etwa die Kreativwirtschaft, Medien/Journalismus sowie dritter Sektor / NGOs
werden mit fragwilrdigen Arbeitgeberpraktiken in Verbindung gebracht. Zu den
missbrauchlichen Praktiken zahlen geringe und schlechte Lerninhalte, schlechte
Arbeitsbedingungen, unzureichende Bezahlung, Beschaftigung von Praktikanten als Ersatz
fir reguldare Mitarbeiter, wiederholtes Verldangern von Praktikantenvertragen ohne das
Angebot einer Festanstellung etc.

GrofBBe Unterschiede in den Praktikumsbedingungen

Die Praktikantenrechte und Praktikumsbedingungen unterscheiden sich erheblich; sowohl
zwischen den verschiedenen Arten von Praktika als auch zwischen den Mitgliedstaaten. Zum
Beispiel haben Praktika, die in ein Curriculum eingebettet sind, oder solche die
obligatorische Voraussetzung zur Auslbung eines bestimmten Berufes sind, wesentlich
klarer definierte Konditionen als Praktika auf dem offenen Markt. Die Frage der
Praktikantenrechte und Praktikumsbedingungen ist in der gesamten EU zunehmend zum
Inhalt einer lebhaften politischen Debatte geworden. In Folge dieser Debatte wurden oder
werden mittelfristig in einer Reihe von Mitgliedstaaten gesetzliche/regulatorische
MaBnahmen ergriffen und/oder Qualitétsrahmen eingefiihrt, die das Ziel verfolgen, die
Situation der Praktikanten zu verbessern.

Qualitadtssicherung als zunehmender Schwerpunkt

Die vorliegende Studie hat gezeigt, dass es in einer Reihe von Mitgliedstaaten sowie bei
bestimmten Arten von Praktika eine weit verbreitete Besorgnis um Qualitdtsmangel gibt.
Eine Reihe von Ldandern hat sich aktiv darum bemiiht, diese Qualitat durch die
Starkung von Qualitatssicherungsmechanismen zu verbessern. Zu den ergriffenen
MaBnahmen zahlen Rechtsvorschriften mit Praktikumsbezug (z.B. das ‘Cherpion-
Gesetz' in Frankreich aus dem Jahr 2011) sowie spezifische Qualitatsrahmen, die
entweder von offentlichen Einrichtungen (z.B. Bildungseinrichtungen, Arbeitsverwaltungen
etc.) oder von den Sozialpartnern entwickelt wurden. Dariber hinaus wurden
Qualitatsstandards auf freiwilliger Basis von Arbeitgeber- und Berufsverbdnden und sogar
Regierungen (Common Best Practice Code for High Quality Internships in GB, 2011)
gefdrdert. Qualitatssicherungsstandards kénnen sowohl obligatorisch als auch freiwillig sein.

Effektivitat von Praktika

In der gesamten EU gibt es ein wachsendes Bewusstsein fiir die Vorteile von Praktika
im Hinblick auf die Erleichterung des Ubergangs von der Ausbildung in den Beruf.
Hinsichtlich der Effektivitdt von Praktika ist die vorliegende Evaluationsliteratur jedoch
uneinheitlich und eher lickenhaft. Die vorliegende Literatur lasst den Schluss zu, dass die
effektivsten Praktika diejenigen sind, die wahrend der Bildungsphase
durchgefiihrt werden. Dariber hinaus gibt es Beispiele fir effektive Praktika im Rahmen
von gut strukturierten ArbeitsmarktmaBnahmen. Die wichtigsten Erfolgsfaktoren dieser
Praktika scheinen folgende zu sein: i) ihre starken Bindungen an den Arbeitsmarkt; ii) ein
gut strukturierter Ansatz; iii) aktives Engagement der Beteiligten, die Arbeitgeber
eingeschlossen; iv) effektive Mechanismen der Qualitatssicherung.

Empfehlungen

Diese Studie hat eine Reihe von Bereichen aufgezeigt, die mit dem Thema Praktikum in
Verbindung stehen und in denen weitere MaBnahmen erforderlich sind, entweder auf EU-
und/oder auf nationaler Ebene.
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m Es besteht die Notwendigkeit einer klaren EU-weiten Definition von Praktika.
Angesichts der Vielzahl von Praktikumsarten sollte diese Definition Hauptziele und
Funktionen von Praktika beinhalten, jedoch Spielraum lassen fir die Spezifika der
unterschiedlichen Auspragungen.

m Es sollte mehr Unterstiitzung dafiir geben, Praktika in Studien- und
Ausbildungscurricula zu integrieren, da Praktika, immer wenn mdglich, wahrend der
Ausbildungsphase und nicht nach dem Abschluss stattfinden sollten.

m Eine konzertierte Anstrengung auf EU- sowie auf nationaler Ebene soll das Angebot von
Praktikumspldtzen erhohen, insbesondere in Unternehmen kleiner und mittlerer
GroBe.

m Es besteht ein Bedarf fiir einen Qualitatsrahmen fiir Praktika, der klare und
praktische Leitlinien fir qualitativ hochwertige Praktika bietet.

m Es besteht Bedarf nach einer gewissen finanzieller Unterstiitzung von
Praktikanten, insbesondere flir diejenigen aus sozial benachteiligten Schichten.

m Es sollten Schritte unternommen werden, um offene und transparente
Einstellungsverfahren fiir Praktika zu fordern.

m Es besteht ein Bedarf nach mehr aussagekraftigem Datenmaterial liber Praktika
sowie Evaluationen aller Praktikumstypen sowohl auf EU- als auch auf
nationaler Ebene. Dies umfasst quantitative und qualitative Daten, die fir die
Bewertung von Quantitat, Qualitdat, Bedeutung und Effektivitat der Praktika genutzt
werden kénnen.
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1. Introduction

This report has been prepared by the Institute for Employment Studies (IES), the Istituto
per la Ricerca Sociale (IRS) and the Bundesinstitut fiur Berufsbildung (BIBB) for DG
Employment, Social Affairs and Equal Opportunities (DG EMPL) as part of an EU-wide study
aimed at providing a comprehensive and comparative overview of traineeship arrangements
across Member States (MS). This report summarises findings from 27 national reports and
10 case studies compiled by an EU-wide network of regional and national experts. The 27
National Reports can be found in Annex I and the associated 10 case studies in Annex II.
This study is complementary to that on the apprenticeship supply in Member States, also
commissioned by DG EMPL.

The Final Synthesis Report is structured as follows: the next section presents the relevant
EU-level policy context, including the Youth Opportunities Initiative. Chapter 3 provides an
overview of national policies focusing on the extent to which traineeships form part of
youth-related policies, with particular emphasis on facilitating youth transitions into the
labour market. Chapter 4 presents traineeship-related legislative and regulatory frameworks
and definitions. Chapter 5 focuses on the availability of and access to various forms of
traineeships; the sectors and types of organisations where traineeships are prevalent; and
the traineeship-related financing systems across the EU. Chapter 6 provides an overview of
prevailing practice and content of various forms of traineeships, including questionable
employer practices. Chapter 7 outlines the trainee’s terms and conditions associated with
various forms of traineeships, while Chapter 8 provides information about quality assurance
policies, initiatives and procedures. Chapter 9 discusses the traineeship-related drawbacks
and benefits for trainees, employers, educational institutions and other relevant parties as
well as the effectiveness and impact of various forms of traineeships in helping young
people’s transition into the labour market. Finally, the last Chapter summarises the study’s
main findings, conclusions and recommendations.

1.1 Objectives of the Study

The main objective of this study was to provide an overview of traineeship arrangements in
all 27 MS and to collect the most up-to-date information about different forms of
traineeships at both European and national levels. Traineeships are seen as an effective
mechanism which allows young people to familiarise themselves with the world of work and
thus facilitates their transition from education (or a period of inactivity or unemployment) to
employment. However, there have also been growing concerns about the quality of
traineeships and their effectiveness as a mechanism for easing the transition into the labour
market. Therefore, the study gathered detailed information about traineeships in the
following key areas of interest:

m The recent development of traineeships across Europe in terms of availability and access.
The aim was to provide a comprehensive overview of the types of traineeships which
have become more popular with trainees and/or are more widely used by employers in
different MS; the sectors where traineeships are expanding; and the professions for
which traineeships are more prevalent. Additionally, data have been gathered on issues
relating to the transparent, equitable and fair access to quality traineeships.

m The role of traineeships in the policy debate across MS, especially in relation to youth-
related education, training and employment policies. The aim here was to both explore
and develop a better understanding of the importance of traineeships in national policy
contexts as well as examine the extent to which national policy makers place priority on
traineeships in order to help school-to-work transitions and/or support the labour market
entry of unemployed young people. The study also examined the extent to which
traineeships were explicitly promoted as distinct policy interventions in the form of
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traineeship programmes, or were embedded in other youth-related education, training
and employment policies with broader objectives.

m The legislative/regulatory frameworks governing traineeships across all 27 MS.
Legislative frameworks are highly diverse across Europe, with the terms ‘trainee’ and
‘traineeship’ referring respectively to different types of status (student, worker,
volunteer, etc.) and/or various aims, objectives and functions of such placements (e.g.
school-to-work transition, work experience, placement linked to study curricula, etc.). In
view of this diversity, the study aimed at providing an EU-wide comprehensive overview
of legislative/regulatory frameworks and related definitions. Crucially, it also sought to
clarify the distinction between apprenticeships and traineeships.

m Existing quality frameworks for traineeships. When the study was commissioned, little
information was available on whether and how quality frameworks have been developed
across MS as well as the extent to which such frameworks apply to specific types of
traineeships. Indeed, one key aim of this study was to map out existing quality
frameworks and identify the level of regulation which these offer to different types of
traineeships. A critical element in this exercise was to explore the potential impact of
regulation and/or quality frameworks on the supply and quality of traineeships.

m Practices and content of traineeships. Additionally, the study looked into the practices
and content of various forms of traineeships with the aim of providing a clear picture of
‘what is actually happening on the ground’. The way the various types of traineeships are
implemented in practice can vary remarkably between MS. In some cases, traineeship
arrangements do not comply with existing regulatory and/or quality frameworks, which
usually stipulate trainee’s terms and conditions. Indeed, in the face of growing concern
and allegations about trainee exploitation, the study also investigated the extent to which
there are questionable employer practices in relation to different types of traineeships,
sectors and professions.

m Overall assessment and impact of traineeships. Finally, the study looked at the quality of
traineeships and their effectiveness and impact in terms of improving young people’s
employability by allowing them to gain work-related experience; enabling them to
acquire technical and general skills deemed relevant to employer requirements;
enhancing their employability and thus contributing to better employment outcomes; etc.
In addition to benefits for trainees, the study also identified traineeship-related
advantages for employers and other involved stakeholders (e.g. educational institutions).

1.2 Methodology

The study used a combination of methods to ensure a research approach which was both
comprehensive and multi-faceted. In particular, the methodological approach combined a
range of qualitative methodologies which included stakeholder interviews, a quasi-
systematic literature review, a comparative mapping exercise and case studies. It also
collected numerical/quantitative traineeship-related information from all countries with a
view to estimating the magnitude of the phenomenon in terms of coverage and take-up of
traineeships.

This multi-pronged approach was designed to meet the particular challenges which
characterised this study, such as:
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1. diversity of institutional, cultural and legal contexts both across and within countries;

. different forms of traineeships: traineeships and other work-based Ilearning

placements are loose concepts across educational levels. Even though all traineeship
arrangements share learning in a work environment as their key distinctive feature,
this may mean anything from just getting a first impression of work to actively
supporting the development of work-related competences;

. varying degrees of formalisation: the type of functions and learning objectives of

traineeship arrangements are accompanied by varying degrees of formalisation.
Crucially, traineeship arrangements are, in many instances, characterised by a low
degree of formalisation, notably traineeships in the open market;

. multiple perspectives: different stakeholders, e.g. trainees, employers, staff,

educational institutions and policy makers, hold different views about the purpose
and practice of traineeships.

To address this complexity in the most effective way, the study adopted a conceptually
inter-related methodological approach comprising three main strands:

m Literature review aimed at defining the concept of trainee and traineeship(s); identifying
the various types of traineeships; and providing a thorough account of traineeship-
related policies;

m Collection and analysis of secondary data on traineeships in each Member State,
including legislative frameworks and quality assurance mechanisms; and

m Stakeholder interviews at EU and national levels combined with 10 in-depth case studies
in selected countries.

The Figure below outlines this methodological approach.

Figure 1.1: Methodological Approach
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1.2.1 Literature Review and Defining the Concept of Traineeship

The aim of the literature review was to provide a thorough account of the policy context and
legal framework which applies to traineeship arrangements in the various MS. The literature
review collected and analysed systematically traineeship-related information based on
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official documents, including primary legislation and regulations as well as policy documents
and statements; other key published material (e.g. books; academic journals; research
articles, studies and reports; etc.); ‘grey’ literature (e.g. unpublished research reports;
material from websites, including websites which focus specifically on traineeships; etc.);
etc.

The review provided an extensive overview at EU level of the different systems and
practices of traineeships across MS in terms of: (i) the concept of ‘traineeship’ and ‘trainee’;
(ii) the legislative/regulatory frameworks which apply to traineeship arrangements across
MS, including laws and regulations defining the trainee’s terms and conditions; (iii)
national/regional policies and programmes; (iv) practice, content and implementation of
various forms of traineeships; (v) distribution of roles and responsibilities; (iv) existing
quality assurance mechanisms; etc.

On the basis of the literature review, the study examined the existing wide-ranging variety
of traineeships with the aim of narrowing down the focus of the research and grouping
types of traineeships into meaningful clusters. This scoping analysis allowed the research
team in collaboration with the Commission to identify five types of traineeships as the main
focus of the study (see Box below).

Types of Traineeships examined

m Traineeships which form optional or compulsory part of academic and/or
vocational curricula (i.e. internships during education)

m Traineeships in the open market which, after completion of studies, provide
graduates with on-the-job experience before they find stable employment

m Traineeships as part of active labour market policies (ALMPs) for unemployed
(as well as low-skilled or unskilled) young people with the explicit aim to facilitate
their labour market transition

m Traineeships which form part of mandatory professional training, e.g. law,
medicine, teaching, architecture, accounting, etc.

m Transnational traineeships.

Apprenticeships which are a particular scheme of formally combining the world of education
with that of work are outside the scope of this study. Relevant comparative information can
be found in the report Apprenticeship Supply in Member States, which complements our
findings.

1.2.2 Collection and Analysis of Traineeship-related Information in 27 Member
States

The aim of this strand of research was to verify and expand the initial findings which
emerged from the desk research and to gather reliable and up-to-date information in each
MS. To ensure the collection of comparable data on traineeship-related legislation, policy,
practice and content across the EU a standardised template was used in all MS.

This part of the study explored the following areas:

m The extent to which traineeships are compulsory or optional part of academic and/or
vocational training pathways; whether traineeships are widespread amongst young
people, including graduates; the trainee’s terms and conditions, including remuneration,
associated with various forms of traineeships;
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m Sectors in which traineeships are prevalent and which actively pursue the recruitment of
trainees; and sectors which have a reputation for questionable employer practices as
regards traineeships;

m Monitoring and implementation of legislative/regulatory frameworks (e.g. legislation,
case law, governance and quality issues, etc.) as well as the role of different actors in the
funding, provision and regulation of traineeships (e.g. employers, trainees, educational
institutions, public authorities, trade unions, etc.);

m Current debates and emerging issues around traineeships, including the plurality of views
among government, social partners, employers, educational institutions, trainees, trainee
associations and platforms, youth organisations, student unions, media, etc.;

m Existing national data or published research on traineeships in each MS, as well as gaps
in the available data;

m Quality aspects of traineeships, including prevailing practices, learning content, skills
development, trainee’s terms and conditions, etc. Linked to this aspect of research was
the identification and mapping out of quality assurance initiatives across the EU;

m The relative importance accorded to traineeships over time and the impact of the Great
Recession on their supply, quality and ease of access;

m Equity of access and equality aspects of traineeships in terms of take-up by gender,
ethnicity, disability, etc.;

m Financing of traineeships, including self-financing and EU funding, notably ESF funding. A
related research topic here was the need to explore the impact of unpaid traineeships on
a young person’s ability to access placements and/or lead an independent life, especially
in the absence of own or family financial resources;

m Benefits, drawbacks, effectiveness and impact of traineeships, especially in relation to
facilitating young people’s entry into the labour market;

m On-going policy or research developments.

1.2.3 Stakeholder Interviews and Case Studies

One key research activity of this study involved interviews with key stakeholders at both EU
and national/regional levels. Depending on the type of traineeship, such stakeholders
included national and/or regional public authorities (including Ministries at national level)
responsible for education and training and/or employment policies; trade unions and
employer representative bodies as well as representatives of NGOs; educational institutions,
including training agencies and providers, colleges and universities, etc.; public employment
services (PES); companies involved in traineeship programmes, either formally or
informally; etc. Crucially, this part of the study also sought to elicit the views of the trainees
themselves through national student unions, youth organisations, youth sectors of trade
unions, National Youth Councils, trainee-related associations such as Intern Aware?, etc.

In total, over 40 stakeholder interviews at both EU and national levels were conducted.
These interviews focused on the role of traineeships in facilitating school-to-work transitions
as part of EU and/or national policies; the existence of traineeship-related legislation and/or
case law; definitions about traineeships and trainees, including trainee status vis-a-vis that
of an apprentice, volunteer, and/or employee; main target groups; current policies and
programmes; sectors and professions where traineeships are prevalent; financing; quality
assurance mechanisms; content and practice of traineeships; recruitment and equity of
access; trainees’ terms and conditions; public perceptions and debates about traineeships;
key issues in designing and delivering traineeship schemes, including quality aspects;
benefits, drawbacks and effectiveness of traineeships; and examples of good practice.

4 http://www.internaware.org/
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A number of EU-level stakeholders representing different perspectives were interviewed,
including representatives of the European Commission (DG EMPL, DG EAC); the European
Parliament®; the Committee of Regions® (CoR); the European Economic and Social
Committee’ (EESC); ETUC®; BUSINESSEUROPE®; UEAPME!; the European Youth Forum
(YF1)*; Eurochambres!?; Cedefop**; European Foundation for the Improvement of Living and
Working Conditions!; etc.

A number of stakeholder interviews at national level were conducted in selected MS which
stood out for the way they approached the issue of traineeships. These were: Austria, the
Czech Republic, Ireland, the Netherlands, Portugal and Romania. In each of these MS four
to six stakeholder interviews were conducted.

Following the stakeholder interviews, ten case studies were carried out. These aimed at
capturing and exploring the diversity of both types of traineeships and institutional
frameworks. Case studies were conducted in the following MS: Estonia, Finland, France,
Germany, Greece, Hungary, Italy, Poland, Spain, and the UK. They were selected on the
basis of specific criteria to ensure a wide range of countries and type of traineeships.

http://www.europarl.europa.eu/
http://www.cor.europa.eu/
http://www.eesc.europa.eu/
http://www.etuc.org/
http://www.businesseurope.eu/
http://www.ueapme.com/
http://www.youthforum.org/
http://www.eurochambres.be/
http://www.cedefop.europa.eu/
http://www.eurofound.europa.eu/
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2. Policy Context

The Great Recession of the late 2000s has hit young people all over the EU
disproportionately hard, though with clear variations between MS. That said, this severe
downturn rather exacerbated existing trends as regards youth employment due to long-
standing (and as yet unresolved) structural characteristics of European youth labour
markets. One such characteristic is that, in a large number of MS, the school-to-work
transition has become increasingly longer, more unstable, and uncertain. Moreover, young
people’s skills and qualifications can no longer guarantee their smooth and speedy entry
into the labour market.

It is widely accepted that traineeships (alongside other schemes which combine work
experience and study, notably apprenticeships) can play a critical role in helping young
people make a smoother transition from school to work, i.e. access their first job.* Indeed,
the growing policy interest in traineeships draws on an expanding body of empirical
evidence which suggests that such schemes can significantly improve youth employability,
e.g. by enhancing young people’s labour market attachment, contributing to their
acquisition of work-related skills and experience deemed relevant to employer
requirements, etc. For example, as a 2009 EU Peer Review on professional traineeships for
young adults highlighted, 'measures combining work experience with formal, or indeed
informal, training seem to be effective in ensuring a smooth transition into the labour
market, with countries such as Portugal, France and the Netherlands reporting high success
rates of around 70 per cent’.*®

In a similar vein, the 2011 Joint Employment Report draws attention to traineeships (called
‘pre-work placements’) which are particularly recommended for young people because they
provide a clear link with and a pathway to the labour market. Indeed, as the report states,
lack of tailor-made pathways combining effective careers advice and guidance, opportunities
for up-skilling, quality apprenticeships and pre-work placements have an adverse effect on
smooth school-to-work transitions.? The 2011 EMCO Contribution to the Hungarian
Presidency Conference on Youth Participation in the Labour Market also stresses the need to
move away from the youth transition model 'study first, then work' and adopt more efficient
ones which combine study and work, through a wider use of apprenticeships and other work
experience schemes, including traineeships.'®

Because of the proven benefits of schemes which combine work and study and allow young
people to acquire a first work experience, these have become more prominent in EU’s
employment and youth policies in recent years. Indeed, as shown later in this section, the
European Commission has been actively seeking to promote work-based learning through
work placements, including high-quality traineeships (and the more traditional

15 Scarpetta, S., A. Sonnet and Manfredi, T., (2010). ‘Rising Youth Unemployment During The Crisis: How to Prevent

Negative Long-term Consequences on a Generation?’, OECD Social, Employment and Migration Working Papers, No.
106, OECD Publishing; Neumark, D., (2009). Alternative Labour Market Policies to Increase Economic Self-sufficiency:
Mandating Higher Wages, Subsidizing Employment, and Increasing Productivity, NBER Working Paper Series No.
14807, Cambridge
http://www.mutual-learning-employment.net/index.php?mact=PeerReviews,cntnt01,detail, 0&cntnt01loptions
=20&cntnt01lorderby=start_date%20DESC&cntntO1lreturnid=59&cntnt0litem_id=74&cntnt01lreturnid=59

17 European Commission, (2011). Draft Joint Employment Report 2011, COM(2011) 11 final, Brussels, 12.1.2011,
http://ec.europa.eu/economy_finance/articles/eu_economic_situation/pdf/2011/com2011_11_annex3_en.pdf
Employment Committee, (2011). Supporting Transition from Education to Work, EMCO

Contribution to the Hungarian Presidency Conference on Youth Participation in the Labour Market,
EMCO/09/220211/EN-final, April,

www.eu2011.hu/.../EMCO_contribution_HU_conference_on_youth
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apprenticeships), as an effective tool for integrating young people gradually into the labour
market.®

The value of traineeships in facilitating school-to-work transitions notwithstanding, there
has also been growing concern about their quality, learning content, practices, working
conditions, the trainee’s terms and conditions, etc. For example, in June 2010, the
European Parliament published an own-initiative report Promoting Youth Access to the
Labour Market, Strengthening Trainee, Internship and Apprenticeship Status, which
specifically looked at quality-related issues of traineeships (and apprenticeships) across the
EU, while recognising the useful role which such work placements can play in enhancing a
young person’s employability.?® In a similar vein, in the 2010 European Social Partners’
Framework Agreement on Inclusive Labour Markets the promotion of ‘more and better’
traineeship contracts was identified as one of the key actions which social partners would
actively pursue in an attempt to enhance youth employability.?

In addition, there is growing concern (and anecdotal evidence) of questionable practices by
employers who may use trainees as a source of cheap or even free labour in the place of
regular staff. For example, in 2009 the UK National Council for Work Experience has
suggested that a growing number of graduates feel ‘obliged’ to work for free.?? The UK'’s
TUC has begun a Rights for Interns campaign in response to these concerns.® A similar
campaign has been launched by CGIL, the largest trade union in Italy, under the suggestive
title Giovani Non Piu Disposti a Tutto.*

Trainee-related associations and platforms such as Génération Précaire® in France,
Generation Praktikum? in Austria, Interns Anonymous? in the UK, La Repubblica Degli
Stagisti*® in Italy, etc. have expressed serious concerns that traineeships may be used as a
source of cheap or free labour by employers. Other common complaints are that, in many
cases, traineeships fail to provide the first step towards decent and stable work; instead,
they can quite often trap young people in a vicious cycle of precarious employment and
insecurity.

Similarly, the Youth sectors of the Spanish trade unions have criticised the abuse of
traineeships, especially becas no convenidas, by employers. Specifically, because they have
no legal foundation and are not subject to basis employment protection legislation, many
businesses are using them in order to eschew the social security and health/medical
insurance coverage normally due to young trainees.® Indeed, this has also been borne out
by the OECD according to which employers are increasingly using these becas not only as a
way of avoiding social security contributions, but also crucially as a way of filling regular job
vacancies.* These concerns are of particular significance because of the sheer estimated
numbers of young people who undertake traineeships across the EU. For example,

1% European Employment Observatory/EEO, (2010). European Employment Observatory Review: Youth Employment

Measures

European Parliament, (2010). Promoting Youth Access to the Labour Market, Strengthening Trainee, Internship and
Apprenticeship Status, Rapporteur Mme Emilie Turunen MEP, EP 2009/2221(INI), 14.6.2010,
http://www.europarl.europa.eu/sides/getDoc.do?type=REPORT&reference=A7-2010-0197&language=EN

21 ETUC/CES, Business Europe, UEAPME & CEEP, (2010). Framework Agreement on Inclusive Labour Markets, 25.3.2010,
http://www.etuc.org/IMG/pdf 20100325155413125.pdf

http://www.work-experience.org/

www.rightsforinterns.org.uk/

http://www.nonpiu.it/

http://www.generation-precaire.org/

www.generationpraktikum.com

http://internsanonymous.co.uk/

http://www.repubblicadeglistagisti.it/

European Foundation for the Improvement of Living and Working Conditions/Eurofound,
(2011a). Helping Young Workers during the Crisis: Contributions by Social Partners and Public Authorities, April,
http://www.eurofound.europa.eu/docs/eiro/tn1101019s/tn1101019s.pdf

30 OECD, (2007). Jobs for Youth - Spain, April,
http://www.oecd.org/dataoecd/36/12/38457362.pdf
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according to estimates in France and Germany alone there are at least 1.5 million trainees
each year.*

In a similar vein, the YFJ, recognising that traineeships can play a key role in the transition
from education to the labour market, also warns that their learning dimension should not be
used as an excuse for unpaid work. At the same time, it points out that in many countries
the learning dimension of traineeships has been decreasing, with many trainees being
assigned tasks and activities which do not contribute to their professional development
and/or labour market integration.*

Moreover, it is not clear the extent to which such schemes help all young people get a firm
foothold in the labour market and are a first stepping stone towards securing decent and
stable work.* Indeed, as has been argued, for those young people who are characterised as
‘poorly integrated new entrants’, such schemes may trap them in an endless series of work
placements and temporary contracts, interspersed with short but recurring periods of
unemployment.** For example, in Italy most graduates undertake one (or even a series of)
traineeships in order to gain practical, work-related experience while looking for a job. This
is a quite wide-spread phenomenon and there is growing concern about questionable
employer practices and the potential for trainee abuse and exploitation. Moreover, it has
arguably led to a dual youth labour market, with a large proportion of young people being
caught in an endless series of unpaid or low paid traineeships and precarious jobs.

It is worth mentioning here that the first EU-wide survey which the YFJ] conducted in Spring
2011 in order to explore the traineeship-related experience, including terms and conditions
of trainees, has provided valuable comparative insights into their current situation and
concerns.® Although the survey results cannot be considered as representative of the EU’s
entire trainee population, they still paint an interesting picture as regards the profile,
situation, experience, motivation, views and terms and conditions of trainees.*® The survey
results point to an expansion of traineeships, both those linked to (academic or vocational)
education and in the open market, including traineeships after graduation. It seems that
traineeships are increasingly seen by employers as a prerequisite for labour market entry.
However, the poor terms and conditions associated with some traineeships, including in
many cases no or insufficient trainee compensation, means that the financial dependency of
young people on their families continues well into their adult life and delays the time when
they can start living a fully independent life. Moreover, this need to rely on family support
raises serious issues about fairness and equity of access, since young people from
disadvantaged backgrounds may not be able to do so. Consequently, they risk excluding
themselves from the opportunity to take up a traineeship which may enhance their
employability and/or enable to access certain professions.

31 European Parliament Committee on Petitions, (2011). Notice to Members, Petition 1452/2008 by Ms Anne-Charlotte
Bailly (German), on behalf of Generation P, on Fair Internship and Proper Access of the Young People to the European
Labour Market

http://www.europarl.europa.eu/meetdocs/2009_2014/documents/peti/cm/862/862677/862677en.pdf

European Youth Forum/YF], (2009). Opinion Paper on Internships, adopted by the Council of Members/Extraordinary
General Assembly, Brussels, 8-9 May 2009,
http://www.youthforum.org/fr/system/files/yfj_public/strategic_priorities/en/0076-09_FINAL.pdf

European Foundation for the Improvement of Living and Working Conditions/Eurofound, (2011b). Foundation Findings:
Youth and Work,

http://www.eurofound.europa.eu/pubdocs/2011/40/en/1/EF1140EN.pdf

Organisation for Economic Co-operation and Development/OECD, (2009a). Helping Youth to Get a Firm Foothold in the
Labour Market (Theme 3), OECD Labour and Employment Ministerial Meeting on Tackling the Jobs Crisis - The Labour
Market and Social Policy Response, Paris, 28-29 September, http://www.oecd.org/dataocecd/54/50/43766254.pdf;
European Youth Forum, (2009). Op.Cit.; European Parliament, (2010). Op.Cit.; European Foundation for the
Improvement of Living and Working Conditions/Eurofound, (2011a)., Op.Cit.

European Youth Forum, (2011). Interns Revealed - A Survey on Internship Quality in Europe, September,
http://issuu.com/yomag/docs/yfj internsrevealed web

Mascherini, M., (2011). Commentary of the Survey Interns Revealed Results, Presentation at the joint round-table
organised at the European Parliament with MEP Emilie Turunen on 20 September 2011
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The European Commission has long recognised both the significant challenges faced by
young people in relation to their school-to-work transition and the important role which
traineeships can play in that process, as well as the need to safeguard their quality. Indeed,
traineeship-related quality issues have been the subject of close examination and proposed
action by the Commission for some time. For example, in 2007 the Commission produced a
Communication proposing a European Quality Charter on Traineeships.?” The promotion of
quality traineeships within education and training and/or employment schemes as an
effective way of increasing young people’s chances in the labour market was also one of the
actions foreseen under ‘Employment and Entrepreneurship’ in the Renewed Social Agenda,
adopted in July 2008.%

In November 2009, the EU Council of Youth Ministers adopted, on the basis of the
Commission’s Communication An EU Strategy for Youth - Investing and Empowering a
Resolution on a renewed framework for European cooperation in the youth field for the next
decade.* This Resolution also stressed, inter alia, the need to promote quality traineeships
and apprenticeships in order to facilitate the entry of young people to, and progress within,
the labour market.#

Similarly, one of the key actions foreseen by the Youth on the Move Initiative, which is one
of the seven flagship initiatives of Europe 2020 launched in 2010 and is aimed at young
people, has been the increase of high quality traineeships (and apprenticeships) in order to
ensure their smooth and speedy labour market entry. To this end, the European
Commission was asked to present a proposal for a European Quality Framework for
Traineeships.** Through such a framework it is hoped that certain quality standards will be
promoted and applied in relation to traineeships.

The Youth on the Move Initiative also seeks to promote youth mobility, both for learning
and work purposes by building on the success of a number of EU programmes, notably the
Erasmus and Leonardo da Vinci (LdV) programmes. For the purposes of this study it is
important to note that since 1995, the LdV Programme has supported more than 600,000
training placements abroad for young people. In particular, the programme supports
mobility for apprentices and students in initial vocational education and training as well as
people on the labour market with a vocational or an academic degree, employed or not.

Since 2007, Erasmus has also offered students the opportunity to go abroad for placements
in businesses or other organisations (i.e. Erasmus Student Mobility for Placements).> The
main objectives of Erasmus student placements include the following: (i) to help students
become familiar and adapt to the requirements of the EU-wide labour market; (ii) to enable
students to develop specific skills including language skills and improve inter-cultural
understanding in the context of acquiring work experience; (iii) to promote cooperation
between HEIs and enterprises; and (iv) to contribute to the development of a pool of well-
qualified, open-minded and internationally experienced young people as future

37 European Commission, (2007). Promoting Young People’s Full Participation in Education, Employment and Society,

COM(2007) 498 final, Brussels, 5.9.2007,
http://eur-lex.europa.eu/LexUriServ/site/en/com/2007/com2007_0498en01.pdf

European Commission, (2008). Renewed Social Agenda: Opportunities, Access and Solidarity in 21 Century Europe,
COM(2008), 412 final, Brussels, 2.7.2008,
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=COM:2008:0412:FIN:EN:PDF

European Commission, (2009a). An EU Strategy for Youth — Investing and Empowering - A Renewed Open Method of
Coordination to Address Youth Challenges and Opportunities,

COM(2009) 200 final, Brussels, 27.4.2009,
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=COM:2009:0200:FIN:EN:PDF

The Council of the European Union, (2009). Council Resolution of 27 November 2009 on a Renewed Framework for
European Cooperation in the Youth Field (2010-2018),

http://ec.europa.eu/youth/pdf/doc1648_en.pdf

European Commission, (2010). Youth on the Move: An Initiative to unleash the Potential of Young People to achieve
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professionals.” Although both LdV and Erasmus company placements have become
increasing popular in recent, some issues concerning existing legal and administrative
obstacles to transnational placements remain. These are expected to be addressed by the
forthcoming Commission’s proposal for a traineeship-related framework.

The need for a European Quality Framework (or Charter) for Traineeships has also been
recognised by a number of other EU institutions and EU-Level stakeholders, e.g. European
Parliament*, ETUC, YFJ*, etc. The latter has long advocated that European institutions
should develop and monitor a European Quality Framework for basic quality requirements
for traineeships.*

More recently, an April 2011 European Parliament Report, although it emphasises that
traineeships are an appropriate vehicle in helping young people with their labour market
entry and career choice, also calls on the Commission to put forward a legally-binding
European quality framework for traineeships covering all forms of education and training.
According to the Report, such a framework is urgently needed in order to prevent trainees
from being exploited, and should be accompanied by an action plan and timetable including
an outline of how this quality framework would be implemented.* It is worth noting here
that the YFJ (with support from the European Parliament and ETUC) has embarked upon an
EU-wide campaign to develop a Quality Charter for Traineeships (and Apprenticeships).

More recently, the Youth Opportunities Initiative, adopted on 20" December 2011,
commits the Commission to present in 2012 a quality framework supporting the provision
and take-up of high quality traineeships.®® Moreover, in order to raise awareness of the
availability of traineeships and promote the transparency of the terms and conditions
associated with them across the EU, the Commission will present an online EU Panorama
with country-specific information (collected as part of this study).

In a similar vein, and recognising the value of learning mobility, the Commission will also
substantially strengthen its support for transnational traineeships (in the form of placements
in enterprises) by mobilising funds for and targeting at least 130,000 placements in 2012
under the Erasmus and LdV programmes.* At the same time, the Commission will launch in
early 2012 a €1.5m EU-wide awareness raising campaign among businesses in order to
both alert them to the availability, value and benefits of these two major EU mobility
programmes and encourage them to take on European trainees.

It is also worth noting that, in supporting young people’s school-to-work transitions, the
Initiative calls on social partners, where appropriate with the help of the relevant national
authorities, to explore how they can best promote ‘more and better traineeship (and
apprenticeship) contracts’ which, as mentioned above, is one of the key actions foreseen
under the 2010 European Social Partners’ Framework Agreement on Inclusive Labour
Markets.*®

43 http://ec.europa.eu/education/erasmus/placement_en.htm
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Finally, the Commission will also support greater use of European funding sources, notably
the European Social Fund (ESF) for youth employment measures, including traineeships.
This is of particular importance since by the end of 2011 €30 billion remained uncommitted
to concrete actions in MS. As a result, the Commission will, inter alia, support the better and
speedier ESF implementation in promoting traineeships (and apprenticeships). It is worth
pointing out that the ESF has long supported youth-related policies and actions, including
youth employment, education and training, entrepreneurship and the learning and job
mobility of young students and workers. For example, a third of the 10 million ESF
beneficiaries supported each year are young people, while about 60 per cent of the entire
ESF budget of €75 billion for 2007-2013 is being channeled towards measures for young
people. As part of its support for youth employment measures, ESF has also enabled MS to
promote traineeships (and workplace experience placements more generally) as a way of
helping young people become familiar with the world of work, acquire skills and
competences deemed relevant to employers and thus enhance their employability. The Box
below summarises the most recent traineeship-related policy initiatives at EU level.

Recent EU Policy Initiatives

m One of the key actions foreseen by the Youth on the Move Initiative, which is one
of the seven flagship initiatives of Europe 2020 launched in 2010 and is aimed at
young people, has been the increase of high quality traineeships (and apprenticeships)
in order to ensure their smooth and speedy labour market entry.

m The Youth Opportunities Initiative, adopted in December 2011, commits the
Commission to present in 2012 a quality framework supporting the provision and
take-up of high quality traineeships. Moreover, in order to raise awareness of the
availability and transparency of traineeships across the EU, the Commission will
present an online EU Panorama with country-specific information (collected as part of
this study).

Finally, as shown in the next section, the importance of traineeships as an effective
mechanism for facilitating school-to-work transitions is being increasingly recognised by MS.
Consequently, traineeships in their various forms and, in many cases, with considerable ESF
support, feature prominently in their national/regional youth and employment related
policies.
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3. Traineeships as Part of National Youth-
related Policies

The dramatic rise in youth unemployment and employment precariousness, with their long-
term scarring effects on the current young generation, and increased skill mismatches
between labour supply and demand, have prompted MS to adopt a number of targeted
policies, programmes and schemes to support the employability of young people.

In most MS there is a growing awareness of the benefits of traineeships in terms of
facilitating the school-to-work transition, and relevant programmes and initiatives
have recently been implemented. That said, there are some variations between MS as
regards the policy priority assigned to traineeships (in all their forms).

This chapter examines the extent to which traineeship programmes and schemes are
integrated into national youth and employment policies. The analysis draws on findings from
national reports, case studies and literature review completed in the course of this EU-wide
study. The discussion below covers the range of traineeships described in Chapter 1 even if,
in some cases, there are clear overlaps between the different forms of traineeships.

3.1 Traineeships as part of Active Labour Market Policies for
Unemployed Young People

In many MS, active labour market programmes (ALMPs) targeted at unemployed young
people increasingly include schemes, initiatives and measures which actively promote
traineeships. Significantly, in the aftermath of the Great Recession of the late 2000s,
graduates have also emerged as a distinct target group of traineeship-related programmes
in a growing number of MS. Typically, in Southern European countries and in the New MS
these programmes are often implemented with considerable ESF-support.

A widely publicised programme is Portugal’s long-standing Programa Estagios Profissionais
(Professional Traineeship Programme for Young Adults)** which has yielded high success
rates (76 per cent) in relation to labour market transitions.? The programme, first
introduced in 1997, is aimed at young people who have completed secondary and/or
tertiary education. Young people complete a traineeship lasting nine to 12 months with the
explicit aim of helping them gain practical on-the-job experience to complement their
professional qualifications. The trainees receive a grant, whose actual size varies according
to their qualification level, as well as travel and subsistence allowances.

Greece has also promoted traineeships to facilitate the labour market entry of unemployed
young people, including graduates, through a succession of ESF funded programmes,
notably the STAGE programmes, which were first introduced in 1998. Because of their
chequered history and questionable reputation, these were discontinued in November 2009
and replaced in October 2010 by a new programme (the Work Experience Programme for
New Labour Market Entrants, aged 16-24).% This restricts traineeships only to the private
sector and provides full social security protection and minimum pay for trainees.

In Malta, there are also a number of traineeship schemes co-funded by the ESF as part of
its Employment and Training Corporation/ETC’'s I CAN Employability Programme. For

51 http://www.iefp.pt/apoios/empresas/estagios/EstagiosProfissionais/Paginas/EstagiosProfissionais.aspx
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example, the Traineeship Scheme, launched in 2010, combines on and off-the-job training,
with participants being assessed at the end of the placement by a Trade Testing Board and,
if successful, receive a Certificate of Achievement.>* The duration of the traineeship, based
on a 40-hour week, ranges between 10 consecutive weeks and 39 weeks. The content and
occupational standards of the traineeship are drawn up after consultation with the employer
by the ETC, which also pays trainees a training subsidy equivalent to 80 per cent of the
weekly national statutory minimum wage. For the duration of the traineeship, on-the-job
training service providers also receive from the ETC 20 per cent of the weekly national
statutory minimum wage for each trainee.

Cyprus’s Plan for Accelerated Company-based Initial Vocational and Education Training,
launched in 2009 and revised in 2011, is targeted at new labour market entrants and/or
unemployed young people.”> One critical element of this plan is the combination of
theoretical, school/college-based education and training with the acquisition of practical
work experience through a traineeship in a company. Although the duration and focus of
such placements vary, a number of general provisions apply across the board, notably
trainee compensation, social security and insurance coverage, reimbursement of travel
expenses (under certain conditions), etc. For example, trainees are entitled to a weekly
allowance of €200 for the duration of the traineeship.*®

In Bulgaria, the Creating Employment for Young People through Providing Opportunities for
Work Experience Scheme seeks to facilitate the transition from education to employment by
through six-month paid traineeships offered to young people aged under 29 years who have
completed secondary or tertiary education, but lack professional experience.” In a same
vein, the main priority of its 2012 Action Plan for Employment is the reduction of youth
unemployment among those aged 29 and under through, inter alia, traineeships and
training for practical, work-related skills. Furthermore, in recent years wage and social
security subsidies are provided to employers taking on trainees (usually those with lower
education levels). Trainees also receive an allowance for a maximum of 12 months.

In Slovenia, a new traineeship-related programme was introduced in 2009 with the explicit
aim of enhancing the employability of young graduates. The programme, called Graduate -
Activate Yourself and get the Job, has been supported by both the Ministry of Labour,
Family and Social Affairs and the ESF.’® Interestingly, according to the programme, the
Student Organisation of Slovenia acts as a broker between students and employers. The
participating employers undertake to offer a traineeship lasting at least six months; assign a
mentor to the student trainee and cover the associated cost; pay compensation to the
trainee; etc. In exchange, they receive a trainee wage subsidy in the form of a grant.

Similarly, in Poland, in view of the high graduate unemployment, traineeships can be
offered to young unemployed people (under 25) and to unemployed graduates (under 27).
For example, in 2002 the First Job Programme, financed by the Labour Fund and involving
traineeships was launched. During these traineeships, which could last up to 12 months, the
trainees did not receive a salary, but were entitled to compensation, amounting to 120 per
cent of the unemployment benefit. Although the original First Job Programme is no longer
operational, its underlying philosophy has survived and has informed the current publicly-
funded scheme whereby a placement (stage) is offered to graduates by labour offices with
the explicit aim of helping them enter the world of work. The term ‘First Job’ is still
commonly used, even though, technically the original programme has been discontinued.
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Traineeships are also actively promoted in Romania. For example, the ESF-funded Sectoral
Operational Programme Human Resources Development (SOP HRD), supports projects
designed to enhance the employability of upper secondary and tertiary education students
through the combination of work and study which equips them with knowledge, skills and
attitudes deemed critical for their successful integration in the labour market.*® Even in the
Czech Republic, which does not have a strong tradition as regards traineeships, the
Government has recently introduced incentives for companies to offer traineeships to young
people aged 29 or under, in order to reduce graduate unemployment.

In France, Belgium, Luxembourg, the UK and Nordic countries specific programmes to
support youth employment, often including traineeship schemes, have also been launched
in recent years. For example, in France, the Emergency Plan for Youth Employment®,
launched in April 2009, promoted a number of schemes which combine work experience
with formal training such as apprenticeships and traineeships, one form of which are the
Contrats de Professionnalisation.®* These, first introduced in 2004, operate on principles
similar, though not exactly the same, to those of apprenticeships. Specifically, although the
latter form part of the formal school-based initial vocational education and training (IVET),
the former are integrated within continuing vocational training (CVT) and target especially
young people aged 15-26 and/or jobseekers aged over 26. Under the Contrats de
Professionnalisation, which are explicitly not apprenticeship contracts but special
‘employment’ contracts, private sector companies are offered a one-off subsidy of €1,000 if
they employ a person aged up to 26 for a specified period of time (six to 24 months) during
which he/she is combining work with formal training in order to gain a recognised vocational
qualification.®?

The Plan also recognised the widespread use of other forms of traineeships, notably those
associated with educational programmes and/or undertaken in the open market, i.e. stages
and sought to improve aspects of their operation. Crucially, it offered a €3,000 bonus to
employers who would transform a stage into a permanent employment contract, i.e. Contrat
a Durée Indéterminée (CDI).®* Moreover, it stipulated that trainees on placements lasting
over two months (instead of three months as was until then the case) should receive
compensation.

In Luxembourg, the 2006 youth-related reform of ALMPs®, the educational reform initiated
by the 2008 Loi sur la Réforme de la Formation Professionnelle®®, and the more recent 2009
law introducing temporary measures specifically targeted at promoting the vyouth
employment place an increased emphasis on work experience placements and traineeships
as effective means of linking young people (aged below 30) to the labour market.® Three
measures, one new and two existing ones stand out in relation to the purposes of this
study: (i) Contrat d’Initiation a I’Emploi - Expérience Pratique (CIE-EP)¥ aimed at skilled
young people, including graduates and including a practical work experience placement of

5 Ministry of Labour, Family and Equal Opportunities, (2007). Sectoral Operational Programme Human Resources

Development, October,

http://www.fonduri-structurale.ro/Document_Files/resurseumane/00000030/rcxgy POSDRU_engleza.pdf
http://www.gouvernement.fr/gouvernement/emploi-des-jeunes-nicolas-sarkozy-a-annonce-un-plan-de-13-milliard-d-
euros

http://www.emploi.gouv.fr/ pdf/fiche contrat professionnalisation.pdf

The subsidy rose to €2,000 if the young person did not hold an academic or vocational qualification equivalent to the
Baccalauréat school leaving certificate.

63 OECD, (2009b). Jobs for Youth - France,

http://browse.oecdbookshop.org/oecd/pdfs/product/8109121e.pdf

Loi du 22 décembre 2006 promouvant le maintien dans I'emploi
http://www.legilux.public.lu/leg/a/archives/2006/0239/a239.pdf#page=2

Loi du 19 décembre 2008 portant réforme de la formation professionnelle,
http://www.legilux.public.lu/leg/a/archives/2008/0220/a220.pdf

Loi du 11 novembre 2009 concernant certaines mesures temporaires visant a atténuer les effets de la crise économique
sur I'emploi des jeunes,

http://www.legilux.public.lu/leg/a/archives/2009/0222/a222.pdf
http://www.lifelong-learning.lu/Detail/Article/Orientation/contrat-d initiation-a-I emploi-experience-pratique/fr

60

61

62

64

65

66

67

Study on a comprehensive overview on traineeship arrangements in Member States 31



up to 24 months; (ii) Contrat d’Initiation a 'Emploi (CIE)®*® aimed at young job seekers and
including a 12-month initial contract; and (iii) Contract d’Appui-Emploi (CAE)% targeted at
registered young job seekers (aged below 30), either skilled or unskilled and including
training of at least 16 hours a month.

In the UK, the Graduate Talent Pool initiative, launched in July 2009, aims at improving the
long-term employability of recent UK graduates by providing them free access to
traineeship vacancies across a range of industry sectors.” It is expected that securing a
traineeship will help graduates gain real-life work experience, develop vital transferable
skills and enhance their employability. In April 2011, action on traineeships gained a
prominent place in the Government’s social mobility strategy Opening Doors, Breaking
Barriers, which aims to extend access to traineeships for young people from disadvantaged
backgrounds and/or those who cannot rely on parental financial support when undertaking a
traineeship.”

In Denmark, the third Youth Package, introduced in July 2011, aims like its other two
predecessors at supporting young people aged under 30 accessing either education and/or
employment with a view to tackling youth unemployment. The Youth Package includes
several traineeship-related measures, including incentives to encourage SMEs to hire highly
skilled young people and, more generally, increase the supply of traineeships by employers,
especially those which have not had a trainee before.”

In Sweden, the Youth Employment Guarantee scheme for young unemployed aged 16-25
was introduced in 2008 in order to tackle the growing youth unemployment levels. The
guarantee covers a large variety of individually tailored youth-related ALMP measures,
including job-search activities combined with traineeships (of a three-month maximum
duration); education and training; entrepreneurial support; and labour market integration.”
Furthermore, a number of projects, currently in operation, are increasingly developing new
models of alternance-based education which promote traineeships as an effective way of the
reducing the skill mismatch between employer skills requirements and those possessed by
young people, preventing their exclusion from the labour market and, overall, improving
school-to-work transitions.

In addition, the Swedish Young Potentials Programme, which is based on a joint
collaboration between some of Sweden’s largest companies and its PES, is promoting
traineeships targeted at graduates.” Specifically, the programme offers company-based
traineeships lasting between three and six months to 1,000 academics aged 25-29. While
undertaking the traineeship, the graduate trainee is also offered career advice, guidance
and coaching.

3.2 Traineeships as Compulsory or Optional Part of Academic
and/or Vocational Study Curricula (i.e. Traineeships during
Education)

A growing body of empirical evidence suggests that stronger interactions between the
education system and the labour market can have a significant impact on youth

68 http://www.lifelong-learning.lu/Detail/Article/Orientation/contrat-d_initiation-a-I_emploi/fr

http://www.lifelong-learning.lu/Detail/Article/Orientation/contrat-d appui-emploi/fr
http://graduatetalentpool.direct.gov.uk/

HM Government, (2011). Opening Doors, Breaking Barriers: A Strategy for Social Mobility, April,
http://www.dpm.cabinetoffice.gov.uk/sites/default/files dpm/resources/opening-doors-breaking-barriers.pdf

Ministry of Employment, (2011). En styrketindsats over for unge (Strengthened Efforts to Support the Young), July,
http://fivu.dk/nyheder/pressemeddelelser/2011/ny-pakke-hjaelper-unge-i-uddannelse-og-job/en-styrket-indsats-
overfor-unge ledige.pdf?utm medium=email&enabled=True&utm source=newsletter&utm campaign=press release
73 http://www.arbetsformedlingen.se/download/18.4b7cba481279b57bec180001142/uga sok.pdf

74 http://secure.academicsearch.se/home.nsf/PagesAll/CSIN85UFF9?0penDocument

69

70

71

72

Study on a comprehensive overview on traineeship arrangements in Member States 32



employability.” Schemes whereby young people alternate their time between studying in an
educational institution and learning practical and work-related skills at a workplace, notably
through apprenticeships and traineeships tend to improve their labour market attachment,
professional development and, in the long-term, career prospects and earnings. However, it
is crucial that work-related activity during studies is related to the field of study, i.e. that
the traineeship has relevant and high quality learning content.r

Indeed, there is a major policy push for traineeships to form (compulsory or optional) part
of study curricula, which comes from either national education and training policies (and, in
many cases, with ESF support); the educational establishments themselves (in their
attempt to make their curricula more relevant to employer needs and enhance the
employability of their students and graduates); and/or employer and other professional
associations which have reportedly expressed concerns about young people’s work
preparedness and skills mismatch.

3.2.1 Traineeships as part of Upper Secondary and Higher Vocational Education and
Training Curricula”’

In IVET, work experience in the form of a traineeship is usually integrated into vocational
training pathways, as is typically the case in dual vocational systems.” Most EU countries
include compulsory traineeships in secondary and tertiary VET curricula. Such
compulsory traineeships have traditionally been a critical element of the higher vocational
education syllabus. For example, the Universities of Applied Sciences (UAS) in a humber of
MS have already integrated compulsory traineeships into their study programmes (e.g. AT,
BE, CY, CZ, DE, DK, ES, FI, FR, IT, LT, LV, NL, PL, PT, SE, SI, SK, UK, etc.).

For example, in the Netherlands, traineeships are an essential element of general,
vocational and higher education. This is particular the case in both the senior secondary
vocational education (middelbaar beroepsonderwijs — MBQO), the main part of vocational
education and training in the Netherlands; and the higher vocational/professional education
(hoger beroepsonderwijs, HBO). The latter is offered at hogescholen (Universities of
Professional Education, otherwise known as UAS), where third-year students undertake a
compulsory traineeship (stage) of approximately nine months duration in order to gain
practical experience and complete their thesis or final project.

While traineeships are an integral part of initial vocational education, in particular for senior
secondary vocational education (MBO), they are not a compulsory part of the study
curricula in higher (academic) education offered at Research Universities (wetenschappelijk
onderwijs, WO). In this case, traineeships are usually voluntarily taken up during studies.
Around two thirds of all MBO students complete a training programme for which
traineeships are a central and mandatory element in order to help them acquire work-
related skills, competencies and experience in companies. On the contrary, it is not so
common to undertake a traineeship while holding a VET or University degree, i.e. as a
graduate in the open market.

In Denmark, alternance-based education combines classroom education and practical
training (traineeship). Certain programmes utilise the normal ‘sandwich’ structure of the
Danish vocational education, which means that students undertake traineeships in
companies. In recent years, additional resources have been provided in order to increase
traineeship agreements for VET students. That said, it remains the case that
apprenticeships are the main IVET system in Denmark, which are typically alternance-
based.

75 Scarpetta et al., (2010). Op.Cit.; Neumark, D., (2009). Op.Cit.
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In Sweden, the upper secondary school reform includes a new structure for upper
secondary vocational education with more emphasis on work-related subjects and skills. The
12 vocationally-oriented upper secondary education programmes include traineeships
(Arbetsplatsférlagd utbildning — APU)”, which last 15 weeks over a three-year period.®
Furthermore, in higher vocational education courses (HVEC) about a third of the training is
work-based known as ‘Learning in Work’ (/drande i arbete).

A rather different scheme is found in Belgium, which in 2008 introduced the Start-up
Bonus and related traineeship contracts. The Start-up Bonus is a premium paid to young
people who, during their period of compulsory education, start their first practical training
and work experience placement with an employer as part of altenance-based education. In
Luxembourg, an extensive education reform was introduced by the 2008 Loi sur la
Réforme de la Formation Professionnelle. Crucially, this reform focussed especially on
vocational education and sought to expand work-based training and education in an attempt
to create closer links between industry and education. To this end, a large number of
training schemes have been amended to include, in many cases, compulsory traineeships.

In some Eastern European countries, after the collapse of state socialism the formerly
strong connections between VET schools and industry weakened, with both apprenticeship
and traineeship schemes almost disappearing. More recently, however, these links are being
revitalised, especially in those sectors characterised by labour shortages. In the Czech
Republic, for example, traineeships are compulsory for all VET students and their
specifications are outlined in detail in the relevant qualification frameworks. In Bulgaria,
Production Internships in secondary vocational education (from 9™ to 12 /13 grade) are
compulsory and take place during the last two years of studies. The traineeship is overseen
by a teacher and a specialist from the Production Unit, while its assessment forms part of
the secondary education diploma and the vocational qualification certificate. The practical
(and, if necessary, theoretical) training during the Production Internship is regulated by
provisions in the relevant curriculum.

3.2.2 Traineeships as part of Higher (Academic) Study Curricula

In recent years, a number of MS (e.g. BE, BG, CY, CZ, DE, DK, EE, EL, ES, FI, FR, HU, IE,
IT, LV, NL, PL, RO, SE, SI, UK, etc.) have introduced major changes to strengthen the role
of traineeships as an integral part of secondary or tertiary (academic) study curricula.

For example, in Ireland as part of the National Strategy for Higher Education to 2030,
there is a major policy push towards traineeships as part of university study curricula.®
Indeed, Irish universities are increasingly introducing traineeships as compulsory or optional
parts of their curricula. In both Greece and Cyprus (with ESF-support) there is also a
major policy push towards creating better and closer ties with employers through
traineeships as part of higher academic and vocational education programmes. In Bulgaria,
Curricular Internships (Stages), constitute an element of the academic curriculum for higher
education students. The extent to which a traineeship forms a compulsory part of the study
depends on specific subject requirements. With the same aim of creating closer and better
links between higher education and the labour market, in the Czech Republic the ESF-
supported Operational Programme Education for Competitiveness 2007-2013 is promoting

79 Sveriges Riksdag, (2010). Svensk forfattningssamling, Gymnasieférordning (SFS 2010:2039),
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2010-2039/

80 Ibid.

81 Department of Education and Skills, (2011). National Strategy for Higher Education to 2030, Report of the strategy
Group, January,
http://www.hea.ie/files/files/DES Higher Ed Main Report.pdf

Study on a comprehensive overview on traineeship arrangements in Member States 34



traineeships as part of study curricula.®? This is deemed critical because it appears that at
present about 30 per cent of university courses include a traineeship as an integral part of
their curriculum.

In Denmark, compulsory traineeships as part of study curricula exist for a number of
professions, notably medicine and nursing, teaching, social work, etc. Regulations also
require that a Business Academy degree incorporates a traineeship for a minimum of three
months, whereas a professional Bachelor’s degree includes a traineeship of a minimum six-
month duration.® A similar strong focus on traineeships integrated in study curricula can be
found in Finland.

In Hungary, university students in education, economic, technical and pedagogic Bachelor’s
programmes, which entail a strong practical orientation, also have to undertake a
compulsory six-month traineeship which forms part of the study curriculum. In France,
most study programmes in HEIs now include traineeships as compulsory part of the
curriculum. Indeed, as a result of the Loi n°® 2007-1199 du 10 aolt 2007 relative aux
libertés et responsabilités des universités, HEIs are tasked with improving the labour market
integration of students and graduates through traineeships (stages) organised and
supervised by university-based offices (Bureau d'aide a l'insertion professionnelle des
étudiants).®* In Belgium, on the other hand, traineeships which form part of study curricula
are mostly optional.®®

The Romanian START Internship Programme, first launched in 2008 and based on a public-
private partnership involving, inter alia, the Government, universities, student and employer
associations, Chambers of Commerce, multinationals, etc., is also seeking to bridge the gap
between the worlds of education and work through traineeships specifically targeted at
graduates.®® This should be seen within the context of an increased policy focus on fostering
greater collaboration between education and business and/or improving student/graduate
employability through traineeships, e.g. as underlined in Law No. 258/2007 on Practical
Training (including Student Internships).®’

In Italy and Spain specific programmes support ‘extra-curricular’ traineeships which
are open to both new graduates and students about to graduate. For example, in Italy in
2006 the Ministry of Labour launched the FIxO (Formazione e Innovazione per
I'Occupazione) programme with the explicit aim of easing the transition of young people into
the labour market.® Although the main target group are graduates who have obtained their
degree within the past 12 months, participation is also open to currently enrolled students
with the aim of improving the co-operation between higher education and industry. These
traineeships are essentially a period of voluntary on-the-job training, which aim at helping
graduates acquire relevant practical and technical skills in order to improve the match
between skills supply and demand.

Similarly, in Spain, there are three specific forms of traineeships targeted at young
graduates, or at students nearing completion of their university studies. These are: (i)
Traineeships with unilateral agreements from private firms (Becas unitalerales de empresas
privadas — Becas no convenidas). These are traineeships offered by private companies to

82 Ministry of Education, Youth and Sports, (2007). Operational Programme Education for Competitiveness 2007-2013,

September,

http://www.strukturalni-fondy.cz/Upload/Programy-2007-2013/0OP-Education-for-competitiveness-pdf

The Ministry of Science, Technology and Innovation: Ministerial Order on Criteria for the Relevance and Quality of
University Study Programmes and on Procedures for Approval of University Study Programmes

84 http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000000824315

85 The exception to this is teaching/education for which a traineeship is compulsory.

http://www.startinternship.ro/

European Commission, (2009b). New Partnership for the Modernisation of Universities: The EU Forum for University
Business Dialogue, Staff Working Document, SEC(2009) 425, Brussels,
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recent graduates without an educational co-operation agreement with the university; (ii)
Traineeships in Public Administration (Becas de Administraciones Publicas), financed by the
Public Administration (at central, regional and local levels). These provide practical training
to university students; and (iii) Traineeships in educational co-operation agreements (Becas
de Convenios de Cooperacion educativa). These, which can be compulsory or optional part
of academic study curricula, require a formal agreement between an educational institution,
usually University, and a host organisation.

3.3 Traineeships in the Open Market after Graduation/ Completion

In recent years there has been an expansion of traineeships which young people have to
undertake after graduation and/or completion of mandatory professional training. These
traineeships which provide graduates with on-the-job experience before they find, whenever
possible, a more stable form of employment, seem to be the least regulated. Not
surprisingly, these traineeships have attracted most criticism since they tend to be quite
unregulated and, in some cases, associated with reports of trainee exploitation; the
replacement of regular staff by trainees who are used as cheap or even free labour; poor
terms and conditions, including long working hours, heavy workload, lack of compensation
and/or social security coverage; low or non-existent learning content; etc.

Our study has found that that governments across Europe are increasingly promoting
traineeships in the open market because they are seen as a potentially effective tool to
combat rising youth unemployment. At the same time, in most cases, they are also trying
to put in place certain safeguards and minimum standards in relation to trainees, especially
in the face of mounting criticism and negative publicity. These traineeships can be broken
down between those which are available in the open market on an ad hoc basis, and those
which form part of a growing number of government-sponsored programmes. The latter
promote traineeships in (primarily) private and public sector organisations with the explicit
aim of facilitating the labour market transitions of young people.

Some countries stand out for the importance of traineeships in the open market as a way of
easing the transition into the labour market, with high proportion of young people
undertaking these type of traineeships (e.g. AT, DE, EE, ES, FR, IT, LV, PL, PT, UK, etc.).
Despite the increased take-up of such traineeships, there are serious concerns about their
(in) effectiveness as youth labour market integration measures, especially as regards those
undertaken by young people on an ad hoc basis. In particular, there are growing concerns
that, instead of these traineeships helping young people get a firm foothold in the labour
market, they can trap them in a series of such placements and/or precarious jobs. This was
also confirmed by findings from the YFJ’s 2011 Interns Revealed Survey where a 37 per
cent of respondents had completed three or more traineeships.® Conversely, it appears that
in few countries traineeships in the open market undertaken on an ad hoc basis are not as
common (e.g. DK, FI, HU, MT, RO, SK, etc.).

A clear example of this type of traineeships can be found in Italy and Spain. As mentioned
earlier, in Spain, the traineeship accompanied by a grant (beca) has become a significant
form of youth participation in the labour market, particularly in the last twenty years. These
traineeships are mainly targeted at university students or graduates. They are offered by
universities, public administration bodies and private firms and involve a subsidy (beca)
rather than an employment contract. Depending on the type of traineeship offered, the
legislation is different, but a common feature is a lack of clear legislative framework. The
less regulated becas are the unilateral offers from private companies to graduates or
students without an agreement with the academic institution (Becas unitalerales de
empresas privadas - Becas no convenidas). In general, to address the long-standing high
levels of Spanish youth unemployment, a humber of measures which promote traineeships

8  European Youth Forum, (2011). Op. Cit.
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have been introduced over the recent years. However, these traineeships are often
organised without an employment contract and are paid through scholarships, e.g. the
Finnova Programme in the region of Madrid.*® In the Basque region the Ikasi eta Lan (‘Learn
and Work’) also promotes traineeships by providing wage subsidies for companies which
take on trainees on open-ended employment contracts.*

Both in Spain and in Italy most graduates feel increasingly obliged to undertake one (or
even a series of traineeships) to gain practical experience. In Italy, traineeships in the open
market are a widespread practice amongst the young unemployed who are trying to enter
the labour market with the hope of finding either a temporary or long-term job. Apart from
the ‘voluntary/informal’ traineeships available in the open market, there are a number of
traineeship programmes and initiatives at national or local level. For example, as mentioned
earlier, in 2006 the Ministry of Labour launched the FIxO Programme targeting young
graduates who had received their degree within the past 12 months.

In Cyprus, in response to a significant rise in graduate unemployment, the government re-
launched in January 2011 a programme aimed at promoting the acquisition of six or 12
month practical work experience by graduates in companies.”? This well-publicised
programme which has recently be the subject of a Peer Review (as part of the EU’s Mutual
Learning Programme)®, is the Scheme for the Job Placement and Training of Tertiary-
Education Graduates.®* One of the key aims of the scheme is, inter alia, to help graduates
acquire practical work experience in an organised and structured manner within an actual
work setting and under the guidance of an assigned trainer. The overall aim is to help
graduates adapt their knowledge, skills and competences to real employer requirements
and thus facilitate their transition to employment.*

Similar programmes have already been mentioned in previous sections, like the UK's
Graduate Talent Pool and Graduate Internships Scheme; Poland’s Traineeship Programme
(The 'First Job’); Sweden’s Young Potentials Programme; the Portuguese Programa
Estagios Profissionais; the Greek Work Experience Programme for New Labour Market
Entrants (the successor to the old STAGE programme); the Slovenian 'Graduate - Activate
yourself and get the job’; etc. In Austria, the Aktion +6000 aims at enabling the ‘internship
generation’ to obtain regular employment through wage subsidies if trainees are offered
employment at the end of the traineeship. In Bulgaria, a new traineeship programme for
university graduates has also been recently implemented.

3.4 Transnational Traineeships

Most MS are also actively promoting policies/national schemes which support geographical
mobility through transnational traineeships.

Portugal is particularly active in encouraging work and learning mobility through both EU
and other international traineeship programmes, including INOV Contacto; INOV Mundo;
INOV Vasco da Gama,; and INOV Art, all of which are targeted at the young unemployed or

% http://www.madrid.org/cs/Satellite?cid=11619353917088&language=es&pagename=Empleo%2FPage%2FEMPL
pintarContenidoFinal

9 http://www.ayudas.net/Programa Ikasi eta Lan combinacion-11830BT1ERP1701PQ.htm
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those seeking a first or new job. For example, the INOV Contacto, set up in 1997 and
considered best practice by the OECD and the European Commission in 2007 offers young
graduates international traineeships in sectors and markets of strategic importance to the
Portuguese economy.®® These traineeships last between six and nine months and take place
in over 40 countries, with a special focus on Spain, the UK, Germany, Brazil, the US, and
China. The programme is managed by AICEP Portugal Global and promoted by the Ministry
of Economy and Innovation of Portugal, while it is also supported by Portugal’s Operational
Programme Human Capital (QREN/POPH). 1t is funded through a combination of national
and EU Structural Funds, notably the ESF. Between 2005 and 2011 the programme
supported 2,200 transnational traineeships. Significantly, it has vyielded impressive
employment outcomes, with about 60 to 80 per cent of transnational trainees being offered
a job by host organisations.

The Dutch government also supports traineeships abroad through international exchange
programmes like the Regional Attention and Action for Knowledge Circulation (RAAK).
Crucially, since the 1996 Vocational Education and Training Act, the internationalisation and
mobility of VET students has become a criterion for the quality of education in Dutch
vocational schools (ROC, Regionaal Opleidingencentrum). Certificates and competences of
students who have completed these traineeships abroad can be recognised and accredited
by vocational schools as part of the national qualifications. Dutch universities are also
actively involved in EU mobility programmes such as Erasmus.

In Denmark, since 1992, the PIU Programme has given IVET students the opportunity to
have periods of work placement abroad recognised as an integral part of their course.®” PIU
is short for work placement abroad (Praktik I Udlandet) which can last between 12-24
months. It can take place in any part of the world, provided the country is safe according to
the Ministry of Foreign Affairs of Denmark. Every year about 1,000 students take part in this
programme. In higher education the Danish Ministry of Education has launched a strategy
for outbound mobility in the academic profession and professional Bachelor’s education
programmes aiming at ensuring that at least 20 per cent of higher education graduates
spend a study period or undertake a traineeship abroad. Similarly, in Finland international
mobility is seen as a critical element of the educational curriculum and, as such, is one of
the main priorities of the Government Programme and the Education and Research 2007-
2012 Plan.*®

Sweden also participates in a large number of international cooperation projects in the
areas of responsibility covered by the Ministry of Education and Research. Programmes
which provide students with the opportunity to undertake a traineeship abroad include
IAESTE* and the Swedish International Development Co-operation/Sida’s travel grant
scheme (for traineeships).®

In Cyprus, transnational mobility is promoted through European programmes, such as
Erasmus and Leonardo da Vinci. Significantly, in the academic year 2011-2012 the
promotion of transnational student mobility placements in companies is one of the main
Cypriot policy priorities.

As far Eastern European countries are concerned, in the last decade there has been an
increase in the proportion of students studying abroad. There is, however, an asymmetric
relationship between the out- and in-flow of students, as these countries are not yet popular
host countries for other European students. For example, in Estonia, the Erasmus

% http://www.portugalglobal.pt/pt/inovcontacto/

http://www.piu-sekretariatet.dk/

% Ministry of Education, (2008). Education and Research 2007-2012, Development Plan,
http://www.minedu.fi/export/sites/default/OPM/Julkaisut/2008/liitteet/opm11.pdf?lang=fi

The International Association for the Exchange of Students for Technical Experience/IAESTE,

http://www.iaeste.org/
http://www.sida.se/English/Partners/Universities-and-research/Applying-for-research-support-do-you-qualify/Sida-
sponsored-scholarships-for-students-and-teachers/
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programme is very popular and its popularity among Estonian students has greatly
increased since 2007, not least because geographical mobility through transnational
traineeships is highly valued by employers. This is especially true when one is seeking
employment in international companies, and certain sectors, e.g. health care, tourism,
business services and ICTs.

The Table overleaf summarises the above discussion and presents country-specific
information.
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Table 3.1: Traineeships as part of Member States’ Youth-related Policy Measures

Topic AT|BE|BG|CY|CZ|DEDK|EE |EL |ES|FI|FRHU IE |IT|LT|LU LV|MT/NL PL|PT|RO|SE|SI |SK|UK
Whether there are available

statistical data on young VI VI IVI|IVIVvIVIVIVIVIVIVIVIVIVIVIVIVIVIVIVIV|IV|IVI VIV V]|V
people in the labour market

Whether there are challenges viviviviviviviviviviviviviviviviviviviviviv|iv|iv]iv]iv]vy
that young people face today

Existence of

policies/schemes/programmes that VIV VI VIV IVIVIVIV|IYV|IYVIVIYV XYYV VYV
specifically promote traineeships

Existence of policies that actively

promote transnational R Y| V| V| VIV VIV VIVIVIVIVIVIX| YV x| Y|V V|V |X
learning/mobility

Is there an overlap between

tralneeshlpsandchermt_achanlsms vivivialvivivivieslvixlvi2lviviv|iviv|ivix|vivi2ixl22|v
of labour market integration (e.qg.

Apprenticeships)

Existence of a minimum wage for x| v i2ixlvixlIxl2lvivixl2l2lvixl2lvivivivivivivIixlv|v]y
young people

Key: (v') Yes (X) No (?) Unavailable/Unclear
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4. Legislative Framework of Traineeships

Europe is characterised by a great variety of education and training systems, welfare and
employment regimes, and school-to-work transition mechanisms, all of which have a direct
impact on youth labour markets. Consequently, it is not surprising that this study found an
equally great diversity in the legislative frameworks which apply to the various forms of
traineeships examined. This legislative/regulatory diversity exists not only between MS, but
also between the different types of traineeships themselves. This, in turn, reflects the fact
that the concept of traineeship itself is very diverse.

This section highlights this plurality and variety of legislation and regulations governing
traineeships. It discusses (i) existing legislative and regulatory frameworks for traineeships;
(ii) definitions of the concepts of ‘traineeship’ and ‘trainee’, either legal or commonly used
and understood in the absence of a legal definition; (iii) the main target groups affected by
any traineeship-related legislation; (iv) the sectors and professions most commonly covered
by regulatory frameworks; (v) the trainee’s different legal position vis-a-vis apprentices and
regular employees; and (vi) legal provisions for the contractual aspects of traineeships.

Overall, the existing traineeship-related legislation can be found in laws and regulations
associated with either education and training policies or employment policies, including
ALMPs. It usually seeks to define and regulate traineeships, the trainee status and
associated terms and conditions either directly (e.g. by Laws which explicitly target
traineeships), or indirectly (e.g. by Education and Training Laws which make references to
traineeships as part of more general provisions, or by school/college/university regulations).
There are also instances where no traineeship-related regulations exist, notably certain
traineeships in the open market.

Similarly, there is a great variation across the EU in the extent to which traineeships and/or
trainees are clearly defined. In relation to the definition of traineeships, in most MS there is
either a legal definition (e.g. AT, BE, BG, CZ, DE, DK, EE, ES, FI, FR, HU, IT, LV, MT, NL, PL,
RO, SE, SI, SK, etc.), or at least, a common national understanding of the concept of a
traineeship (e.g. AT, CZ, DE, EL, ES, FI, HU, IE, LU, MT, NL, PL, RO, UK, etc.). In countries
where a common definition of traineeship exists, there is a strong link between education
and work experience. Across the Member States the common defining characteristics of
legal frameworks relating to traineeships are: (i) the general educational purpose; (ii) the
practical element of learning; and (iii) the temporary character of the traineeship.

Trainee-related definitions also vary significantly across the EU. Typically, the trainee is a
pupil, student or trainee who is temporary working to acquire on-the-job experience which
is relevant to his/her studies. Significantly, in most MS the legal position of a trainee is not
equal to that of a regular employee or apprentice.

In the sections below we present detailed information about the way and extent to which
traineeships are regulated.

4.1 Legislation in relation to Traineeships linked to Education and
Training Policies

The countries which legally regulate traineeships either do so explicitly (e.g. EE, ES, HU, IT,
FI, FR, RO, SI, etc.), or through their national legislation on secondary, including vocational,
and tertiary education (e.g. AT, BE, BG, CZ, DE, DK, EL, NL, SE, SK, etc.). Not surprisingly,
traineeship-related regulations are most commonly found in legislation concerning VET
provision and mandatory professional training. Similarly, traineeships which form part of
academic study curricula are typically regulated by the educational institution itself.
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4.1.1 Direct Legislation as regards Traineeships

A number of MS seek to regulate traineeships directly. For example, in Estonia VET
traineeships in upper secondary education are defined in the Vocational Education
Institutions Act. The Act prescribes two distinct forms of VET-related study: (i) regular
school-based training; and (ii) work-based (apprenticeship) training. Traineeships in higher
education are defined as part of the study curriculum of individual educational institutions.
These can independently decide on the content of their specific programmes, including the
integration of traineeships into their study curricula.

In Finland, traineeships which are part of either Bachelor’s or Master’s degrees are
explicitly mentioned in the Government Decree on University Degrees 794/2004.** The
decree states that studies leading to a lower university degree may include '‘work practice
for professional development’. Studies leading to a higher university degree may include an
‘internship improving expertise’. In addition, the 2003 Government Decree on Polytechnic
Degrees 15.5.2003/352 stipulates that all lower polytechnic degrees should include practical
work experience aimed at contributing to a young person’s professional development.? The
extent to which traineeships form part of particular study curricula is determined by the
Ministry of Education and Culture. The traineeship arrangements vary greatly across
polytechnic degree programmes. For example, traineeships can be remunerated or not,
while trainees can be considered to be officially in employment or not. Finally, the
Vocational Education and Training Act 630/1998 stipulates that all vocational degrees
should include an element of on-the-job-learning, including traineeships.!%

France stands out as a country which has, since 2006, adopted an explicit ‘regulated’
approach to traineeships through a raft of laws. Since the Equal Opportunities Act No 2006-
396 of 31 March 2006 which was amended by Law No 2009-1437' of 24 November 2009
and completed by Decree No 2010-956 of 25 August 2010, all types of mandatory and
voluntary/optional traineeships are subject to specific legislation. Crucially, the 2009 and
2010 legislation states that all traineeships, including those in the open market must be an
integral part of a learning activity and/or study curricula associated with educational
programmes. This, in turn, means that the sending/educational institution together with the
trainee must define the traineeship’s objectives, while the host organisation (company,
must ensure that the traineeship meets these objectives, support the trainee in situ and
provide him/her with an Attestation de Stage upon completion of the placement.

In its attempt to regulate all types of traineeships, France introduced the compulsory
requirement of a prior negotiated and signed tripartite agreement (Convention de Stage) by
the sending education and training provider, including universities, the host organisation
and the trainee. This compulsory Convention de Stage is an important requirement since it
should clearly specify all aspects of the traineeship such as its duration; focus, scope and
learning content; the tasks and activities expected to by carried out by the trainee in
accordance with the objectives of the traineeship; the trainee’s maximum working hours per
week; the trainee’s terms and conditions, including his/her remuneration, and social
security and insurance coverage; the range of in-kind benefits offered to the trainee,
especially meals, accommodation and reimbursement of costs incurred as part of the
traineeship; the mentoring and supervision arrangements of the traineeship; etc.

Crucially, because both of widespread reports of potential trainee exploitation and a growth
in the number of university graduates who are caught in successive low-paid, short-term

101 http://www.finlex.fi/fi/laki/kaannokset/2004/en20040794.pdf

102 http://www.finlex.fi/fi/laki/ajantasa/2003/20030352

103 http://www.finlex.fi/fi/laki/alkup/1998/19980630

104 http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000000268539

105 http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000021312490

106 http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT0000227407228&dateTexte==8categorielien=id
107 http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000022740722&dateTexte=&categorieLien=id

Study on a comprehensive overview on traineeship arrangements in Member States 42



traineeships, the French Government introduced in July 2011 a new Law (Loi n® 2011-893
du 28 juillet 2011 pour le Développement de I'Alternance et de la Sécurisation des Parcours
Professionnels, better known as Loi Cherpion) aimed at strengthening existing regulations
and safeguarding trainees from possible exploitation.'® This law strengthens the legal
framework of traineeships and reinforces the trainee’s rights, terms and conditions. For
example, it reiterates the importance of the Convention de Stage; limits the duration of
traineeships; insists on a break between two trainees in the same role; stipulates that
trainees undertaking a traineeship lasting for more than two months, should receive
minimum compensation in the form of a bonus (called gratification); promotes the
recognition of the traineeship as part of the probation period if the trainee is recruited
within three months upon its completion; etc.

Similarly, Italy is characterised by a plethora of traineeship-related regulations, some of
which seek to regulate certain types of traineeships in an explicitly legal manner. Since the
early 2000s, Italy’'s Education and Training Reform Law 53/03 and subsequent
implementation measures (e.g. Legislative Decree 77/05) has established a system of
alternance-based education, including traineeships, in secondary education. Arguably, the
active promotion of a combination of study and work experience had started earlier when,
in 1994, the so-called ‘Third Area of Professionalisation’ introduced traineeships into Istituti
Professionali di Stato (IPS), i.e. public VET schools. Ever since, the use of traineeships has
become an integral part of both vocational and theoretical study courses in many upper
secondary schools. This is especially true for technical and vocational schools, but it also
applies to lyceums. Significantly, in recent years traineeships have also become widespread
in higher education curricula in Italy. Overall, all the traineeship models included in the
study curricula in both secondary and tertiary education, known as curricular traineeships,
are governed directly by the specific regulations of the schools, colleges and universities
which are also responsible for their organisation, oversight and monitoring.

Summer traineeships integrated into vocational training courses were introduced by Law
30/2003 and associated Legislative Decree 276/2003 (Legge Biagi). These can last no more
than three months and are paid no more than €600. Traineeships integrated into the study
curricula of those aged 15-18 attending both high schools and vocational training schools
were introduced by Law 53/2003 (Legge Moratti).

To the above one should add that vocational and orientational (non-curricular) traineeships
are defined and regulated at the national level by the following laws: (i) Law No. 196 of 24
June 1997 Norme in Materia di Promozione dell'Occupazione (Measures regarding the
promotion of employment), especially Article 18 (the so-called Pacchetto Treu); (ii)
Interministerial Decree No. 142 of 25 March 1998 Regolamento recante norme di Attuazione
dei Principi e dei Criteri di cui all’Articolo 18 della Legge 24 giugno 1997, n. 196, sui tirocini
formativi e di orientamento, which specifies the regulations for implementing the principles
and criteria of Pacchetto Treu as regards vocational and orientational traineeships; (iii)
Italian Ministry of Labour and Social Security’s Circular No. 92 of 15 July 1998 Tirocini
Formativi e di Orientamento, which focuses on vocational and orientational traineeships;
and (iv) Italian Ministry of Labour and Social Security’s Circular No. 52 of 9 July 1999 Stage
in Azienda which refers to traineeships in companies.

More recently, aspects of traineeships, including levels of protection for activating them
were also included in Article 11 (Livelli di tutela essenziali per I’Attivazione dei Tirocini)
which was part of the Legislative Decree No. 138 of 13 August 2011 (Ulteriori misure
urgenti per la stabilizzazione finanziaria e per lo sviluppo), converted with modifications into
Law No. 48 of 14 September 2011.

In Slovenia, the main legal source regulating the area of traineeship is the 2007
Employment Relationship Act (ERA).** In particular, its Articles 120 to 125 are dedicated to

108 http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000024408887
109 http://www.mddsz.gov.si/en/legislation/veljavni_predpisi/employment relationships act/
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traineeships and regulate their duration, general terms and conditions, the formal criteria
for monitoring and evaluating trainees and the forms of voluntary traineeships. For
example, the duration of a traineeship may not be longer than one year (except in public
administration, medicine and law) and can be extended by six months, if the trainee works
part-time. In Slovakia, the Law on Higher Education (Act No. 131/2002) directly regulates
educational traineeships.!*® In particular, it stipulates that traineeships can be a part of an
accredited academic study programme. Concerning VET, the Act on Education and Training
(Act No. 29/1984) defines vocational training/practice as an integral part of education and
training in secondary, including upper secondary, vocational schools (as well as in
apprenticeships).

In Spain, the related legal framework is the 2006 Ley Organica de la Educacién (LOE),
which after five years of gradual implementation was fully embedded in the 2009/10
academic year.''* This law regulates pre-university and university levels of vocational
training and covers compulsory VET traineeships. Furthermore, there are specific
employment contracts which link education with work experience: (i) the training contract
(Contrato para la Formacion); and (ii) the traineeship contract (Contrato en Practicas).
Training contracts are targeted at students whose study curricula require that part of their
time at the workplace must be devoted to training activities (like apprenticeships), while
traineeship contracts are aimed at recent graduates. These contracts are both regulated by
law and strictly associated with an employment contract (itself formally defined and
regulated by law), while the host organization has to cover the trainee’s pension
contributions. The responsibilities and obligations of both trainee and company are formally
set out in the contract, as published by Spain’s PES. A recent Labour Market Reform
includes some additional measures to further promote the use of training contracts by
extending the age limit for such contracts from 21 to 25.

In recent years, a raft of laws and regulations concerning different traineeship schemes has
also been introduced in Portugal. Most of them date from 2009 and 2010. They regulate
most aspects of traineeships, such as eligibility, target group, duration, remuneration, and
application procedures.

There are several legislative acts which directly regulate traineeships in Hungary. In the
case of VET, the main source of legislation is the new 2011 Act on Vocational Education and
Training. Significantly, its aim is to strengthen the practical orientation of the Hungarian
VET system by, inter alia, promoting and regulating traineeships. To this end, it stipulates
that practical training should be an integral part of VET. In the case of higher education,
traineeships are regulated by the Act on Higher Education (Act no. CXXXIX/2005).''
Crucially, since the modification of the higher education legislation in 2006, almost all
Bachelor of Arts programmes should include a traineeship. The law defines only the
minimum length and credit value of traineeships, but not their content which varies
according to study subject.

In Romania, the legal framework which currently governs traineeships is Law No.
258/2007 on Student Internships. This covers the practical training in both upper secondary
(high school/vocational school) and tertiary education. Significantly, this Law was
introduced with the explicit aim of both creating closer links between education institutions
and employers and specifying clearly rights and responsibilities of all parties involved,
including trainees, the sending organisation (e.g. the educational establishment), and the
host organisation (e.g. private sector employers, central or local public sector bodies, etc.).
The responsibility for enforcing and overseeing compliance with this law resides with the
Ministry of Education, Research, Youth and Sports (Ministerul Educatiei, Cercetarii,
Tineretului si Sportului, MECTS). The latest legal traineeship-related development in

10 http://www.astu.tuke.sk/dokumenty/L 131.pdf
11 http://www.boe.es/boe/dias/2006/05/04/pdfs/A17158-17207.pdf
12 http://planipolis.iiep.unesco.org/upload/Hungary/Hungary Act CXXXIX 2005 on HE.pdf
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Romania is the National Education Law 1/2011 which stipulates that traineeships must be
introduced in the curricula of both vocational (or trade) schools and upper secondary
technical schools (technical high schools), as well as in HEIs.

In Malta, the national legislation puts forward a definition for the term ‘Traineeship’ and
makes provisions for the regulation of traineeship-related working hours, holidays and sick
leave. According to this legislation, ‘traineeship is a dual system of occupational training
targeted at new labour market entrants, unemployed or employees involved in restructuring
exercises’. Moreover, Chapter 343 of the Employment and Training Service Act assigns
trainees a specific recognised legal status.!3

In the Netherlands, there is a legislative framework only for VET-related traineeships, as
defined by the Adult Education and Vocational Training Act (Wet Educatie en
Beroepsonderwijs/WEB), which came into force in 1997. A main part of this act covers the
standardisation of traineeships (‘praktijkcomponent’; ‘opleiden’ in de praktijk’;
beroepspraktijkvorming, BPV) within the school-based learning pathway (BOL) and in upper
secondary vocational education (MBO). Indeed, as regards the latter there is explicit
legislation in the Netherlands on different traineeship-related aspects, including roles and
responsibilities of all parties involved, quality assurance mechanisms, traineeship
agreements, etc. For example, the role and responsibilities of the host organization as
regards the MBO trainees are outlined in a traineeship contract (Praktijkovereenkomst)
sighed by the student, the company (Leerbedrijf) and the Vocational School (Regionaal
Opleidingen Center, ROC). The vocational school is responsible for identifying, enlisting and
regularly liaising with companies which offer traineeships. Overall, in the Netherlands there
is a strong and long-standing legal focus on the quality assurance of work
placements/traineeships.

4.1.2 Indirect Legislation as regards Traineeships

In most MS traineeship-related regulations are either included within other education and
training legislation, or are part of school/college or university regulations. For example,
within this context, HEIs usually determine independently and autonomously whether
traineeships will form part of the study curriculum; how they will organised, overseen,
monitored and evaluated; their duration, content, terms and conditions, etc.

In Austria, where there is no legal definition of traineeships, these are regulated in a rather
indirect way, whereby existing jurisdiction plays an important role in assessing their legal
status. In that regard, traineeships can be organised and implemented in two ways: (i)
within the framework of a temporary employment contract which can be either a regular
contract, or the more flexible free-lance service contract (freier Dienstvertrag); or through
the so-called training relationship contract (Ausbildungsverhéltnis, often also called
Volontariat). This applies to traineeships undertaken at all stages of education, namely
compulsory traineeships of VET students, compulsory and voluntary traineeships of
university students, and graduate traineeships. Which of these two arrangements is in place
in any given traineeship is not determined by its contractual status, but rather by its actual
implementation.

Likewise, in Germany, there is a legislative framework which indirectly deals with
traineeships, mainly through the Berufsbhildungsgesetz (BBiG, Vocational Training Act,
revised in 2005) whose primary purpose is to regulate vocational training.'** Sub-section 17
of BBiG states that trainees (in vocational training) have to be remunerated ‘appropriately’.
Sub-section 26 of BBIG is applicable to trainees in general, relating not only to VET, but also
to higher education, while sub-sections 10 to 23 and 25 apply to all persons who are
‘employed to gain knowledge, practice and professional experience’. It is worth stressing

13 http://www.mjha.gov.mt/DownloadDocument.aspx?app=lom&itemid=8814
14 http://www.bmbf.de/pub/BBiG_englisch 050805.pdf
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that legislative action was required in Germany due to the high numbers of university and
college graduates in traineeships who were receiving little or no remuneration. However, no
further trainee-specific legislation has been subsequently passed partly due to concerns that
more regulation may lead to a lower supply of traineeships. Ultimately, this type of
regulation presupposes that trainees would enforce their claims judicially which does not,
however, happen very often in practice.

There is no specific law or other separate legislative act in place in relation to traineeships in
Bulgaria. However, there are agreements or contracts between the host organisation and
the secondary or HE institution which specify the employer’s responsibilities as regards the
trainee. In HEIs, the most common practice at present is the introduction of framework
agreements with employers as regards the offer of summer traineeships for students.
Interestingly, in cases with a credit system in place, these traineeships are recognised as
academic credits and are included in the student’s diploma as an additional qualification.
Due to university autonomy these traineeships are for the time being informally regulated
by each higher education establishment individually.

In Denmark, in the field of higher education, the 2004 Ministerial Order on Bachelor’s and
Master’s Programmes (Candidatus) stipulates the number of ECTS points associated with
traineeships, including the subjects which are required to have a practical training element
(e.g. food science, journalism, nursing, etc).!*> The Order allows universities to approve
unpaid practical training periods under special circumstances. The Ministerial Order on
Criteria for the Relevance and Quality of University Study Programmes and on Procedures
for Approval of University Study Programmes describes the ordinary higher degrees in
Denmark, including the extent to which these include a traineeship.'*® For example, it
specifies that a Business Academy degree should include, at a minimum, a three-month
traineeship, whereas a Professional Bachelor’s degree a six-month traineeship.

In Greece, the latest HEI Reform Law (4009/2011), introduced in summer 2011, reiterated
the importance of traineeships as part of study curricula.” However, respecting the
autonomy and independence of each HEI, the Law stipulates that the incorporation of
traineeships into study curricula and their specific terms and conditions etc. depend on
particular study programmes and are organised in line with each University’s ‘Internal
Statute of Operations’. That said, in Article 60 it supports the creation of offices tasked with
the organisation and co-ordination of traineeships (such offices are already in operation in a
large number of HEIs and Technical Education Institutions/TEIs). As regards the TEI
traineeships, lasting six months and undertaken in the last semester of one’s studies, these
are legally defined as an integral and compulsory part of TEI-related study curricula by Law
1404/83 which created the TEI institution.!*®* According to this Law, traineeships (‘Praktiki
Askisi’) linked to TEI study curricula are an integral, compulsory and important part of one’s
studies and are a prerequisite for the award of the degree. Crucially, Law 1404/83 also
stipulates that, for the first time, TEI trainees will receive compensation and will be insured
against occupational risks and work accidents.

In Latvia, although legislation specifically defines the responsible parties for the
organisation of traineeships, it does not regulate their actual content. The Regulations
regarding the State Standard for First Level Professional Higher Education (Regulations
No.141 of Cabinet of Ministers, 20.3.2001) outline the minimum duration of a traineeship
and the minimum number of credits associated with a compulsory traineeship.!*

15 http://www.ubst.dk/en/laws-and-decrees/The%20ministerial%200order%?200f%20the%?20study%20programmes.pdf
16 http://www.en.iu.dk/files/ubst english/law-and-decress/da-en%20retsinformation NY%20-2.pdf
http://www.et.gr/index.php?option=com_wrapper&view=wrapper&Itemid=104&lang=en

18 http://www.eetemher.gr/bio/TEI/N.1404.pdf

19 http://www.likumi.lv/doc.php?mode=DOC&id=6397
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In the Czech Republic the Education Act (No. 561/2004 Coll.) specifies, since 2005, the
rules for organising traineeships in secondary and higher vocational education.'®*® The
specific legal framework differs for each type of traineeships. In the face of rising graduate
unemployment the Czech Republic has recently introduced incentives for companies to offer
traineeships to young people aged 29 or under.

In Belgium, most traineeship-related regulations are included in education regulations.
Although education policies are not a federal competence, a co-ordination method has been
set up which, in turn, affects the regulation of traineeships and/or work placements.

There is no specific legislation concerning traineeships in Sweden. That said, traineeships
undertaken as part of college and university studies are regulated as part of the Upper
Secondary School Ordinance (2010:2039), the Higher Education Act (1992:1434)* and the
Higher Education Ordinance (1993:100).** Individual colleges and universities have their
own regulations with regard to traineeships which form part of their study curricula.
Interestingly, according to the Swedish Work Environment Act trainees at the workplace are
equated with employees, even if they are not regular staff.

Similarly, there is no specific national legal framework regulating traineeships in the UK.
The extent of regulation varies across the different types of traineeships. Traineeships
outside formal education are only regulated in as much as they constitute ‘work’ (as
opposed to volunteering) under employment law. Traineeships as part of a further or higher
education course are predominantly regulated by the educational institution, whereas rules
regarding mandatory professional training tend to be the preserve of specific professional
bodies.

4.2 Legislation as regards Traineeships which form part of ALMPs
and/or Employment-related Policies

In a number of MS there are labour market policies specifically aimed at supporting
traineeship schemes in the form of government-funded programmes (e.g. AT, BE, CY, EE,
IE, FR, IE, IT, LT, LU, MT, NL, PL, RO, SK, UK, etc.). These are either aimed at un- or low-
skilled young people and (unemployed) graduates with a view to supporting their entry into
the labour market. In many countries such measures are based on and regulated by specific
legislation and legislative interventions.

For example, A number of traineeship-related programmes run by Cyprus’s Human
Resource Development Authority (HRDA) come under the so-called ‘HRDA Law’ which
consolidated all laws relating to human resource development between 1999 and 2007. For
example, the Scheme for the Job Placement and Training of Tertiary-Education Graduates
which involves company-based traineeships should be seen within the context of Cyprus’s
1999 Human Resource Development Law No 125(I) (Article 21) as it was revised by 2007
Law No 21(I).** Similarly, the legal base for the 'Plan for Accelerated Company-based Initial
Vocational and Education Training Programmes’ is the 1999 Law No 125(I) (Articles 5f and

5p).124

In Greece, the new Work Experience Programme for New Labour Market Entrants, the
successor to the old STAGE programme and aimed at unemployed young people aged 16-
24, was introduced by Law 3845/2010 Article 2 paragraph 8 and was officially launched by
the Hellenic Manpower Employment Organization (OAED) on 29th October 2010.!>* The new

120 http://aplikace.msmt.cz/HTM/HCzakon561popravach.htm

121 http://www.hsv.se/lawsandrequlations/theswedishhighereducationact.4.5161b99123700c42b07ffe3956.html
122 http://www.hsv.se/lawsandregulations/thehighereducationordinance.4.5161b99123700c42b07ffe3981.html
123 http://www.hrdauth.org.cy/images/media/assetfile/NomosAr211%202007.pdf

124 http://www.hrdauth.org.cy/images/media/assetfile/Nomos125.pdf

www.oaed.gr/Repository/FI_2026.file
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programme seeks to address the plethora of criticisms which were levelled at the previous
generations of STAGE programmes. To this end, it outlines in great detail all aspects of
traineeships, including the requirement to be undertaken only in the private sector,
duration, minimum trainee’s terms and conditions, including trainee compensation and
social security coverage, quality assurance mechanisms, etc.

Trainees do not have a specifically recognised legal status in Ireland although the law
states explicitly that they cannot be regarded as employees of their host organisation. The
National Training Fund (NTF), established under the 2000 National Training Fund Act,
provides financial support for a range of traineeship schemes aimed at enhancing young
people’s employability. Crucially, the 2011 Social Welfare and Pension Act has provided for
a number of measures to facilitate the introduction of the new National Internship Scheme -
JobBridge.'* Participants in this scheme will receive an allowance of €50 per week on top of
existing social welfare entitlements.

In Lithuania, the 2006 Law on Support for Employment outlines the legal provisions
applicable to the vocational training of the unemployed undertaken with the explicit purpose
of obtaining a qualification and/or developing professional, work-related skills.'? The
training, which in many instances includes a traineeship, is carried out in accordance with
the 1997 Law on Vocational Education (as amended in 2000).%

In Luxembourg, the 2008 Loi sur la Réforme de la Formation Professionnelle’® initiated a
major educational reform with the explicit aim of bridging the gap between education and
the labour market, not least by promoting and improving the organisation of traineeships.
To this end, the law makes compulsory both the assignment of a tutor for the trainee, and
the evaluation of the traineeship, i.e. trainees now have to produce an assessment report
about their traineeship experience. This law has also introduced quality control and
monitoring procedures in order to ensure that employers respect the educational purpose of
the traineeship. Specifically, trainees are encouraged to report ‘exploitative’ traineeships to
their employer’s union representatives and to the training provider involved in organising
the traineeship.

In Poland, traineeship-related regulations are fragmented to a rather high degree. That
means that there is no single regulatory framework governing all types and aspects of
traineeships. For example, according to the Education System Act of 7 September 1991
(consolidated text: Dziennik Ustaw 256/2004 No 256, item 2572) traineeships are
compulsory for all types of VET and usually have a duration of four weeks. Traineeship
schemes (stages) targeted at (unemployed) graduates are regulated by the Law on
Graduate Placements ('praktyki absolwenckie’) of July 17", 2009 (Dz.U. z 2009 nr 127 poz.
1052).**® The aim of these traineeships is defined in Article 1 point 2 of the law which also
sets a number of eligibility criteria, e.g. participating graduates should be less than 30 years
old when starting the traineeship. The law regulates various aspects of graduate
traineeships including conditions duration, location, trainee remuneration, etc.

A traineeship-related definition can be found in the Law on Promotion of Employment and
the Labour Market Institutions of April 20", 2004 (Dz.U. of 2004, no. 99, pos. 1001), where
the following elements are highlighted: (i) a traineeship (stage) is aimed at the unemployed
and is, consequently, an instrument specifically designed for those entering the labour
market or wishing to return to the labour market; (ii) it should contribute to the trainee’s
(stagiaire’s) learning and professional development - it is not about the trainee carrying out
work-related activities of regular staff; rather, learning refers to the acquisition of practical
knowledge, competences and skills deemed essential for tasks specific to a particular job;

126 http://www.irishstatutebook.ie/2011/en/act/pub/0009/index.html

127 http://www3.lrs.It/pls/inter3/dokpaieska.showdoc _e?p id=294874&p query=8&p tr2=

128 http://wwwa3.Irs.It/pls/inter3/dokpaieska.showdoc e?p id=123796

129 http://planipolis.iiep.unesco.org/upload/Luxembourg/Luxembourg recueil lois formation professionnelle.pdf
130 http://www.ilo.org/dyn/natlex/docs/SERIAL/82817/90966/F1992405784/POL82817.pdf
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(iii) the process of learning takes place in a work environment; (iv) its maximum duration is
12 months; and (v) learning occurs within a training, as opposed to an employment-related
relationship. The last element in particular is meant to offer protection of stagiaires from
potential employer exploitation. The labour market institutions are in charge of organising,
administering and overseeing these traineeships.*

4.2.1 Case Law in relation to Traineeships

Case law or quasi-legal instruments regarding traineeships, apprenticeships and vocational
training can also be found in some countries (e.g. BG, DE, DK, EL, MT, UK, etc.). Indeed, in
the face of the rapid expansion of traineeships across the EU, individuals, trade unions and
youth organisations have started testing the law in courts. Significantly, the number of
cases where trainees have successfully secured damages for unpaid work, had their period
of traineeship recognised as employment, etc., is increasing.

For example, in Greece a growing amount of case or soft law has started to accumulate as
regards certain types of traineeships, most notably traineeships undertaken under the old
STAGE programme. Specifically, the successive renewals of traineeship contracts meant
that the length of one’s traineeship (stage) in the public and municipal sectors could last for
years (instead of a limited period of up to 18 months as initially foreseen). In a number of
court cases brought in by trainees and their associations, Greek courts, have decreed that,
if one is employed as a trainee for a significant period of time, this cannot be considered a
traineeship with a learning focus but proper employment (e.g. Court Decision No
6920/2010).

Similarly, in the UK in recent years case law in the form of court rulings relating to
traineeships has started to accumulate. For example, in November 2009 an Employment
Tribunal found that a trainee who worked for a London film production company and who
had only had expenses reimbursed, was entitled to recover payment of wages after her
traineeship ended. This was due to the fact that she was given work normally undertaken
by regular staff. More recently, in 2011, an Employment Tribunal ruled that a trainee,
whose position had been advertised as unpaid, was entitled to pay and holidays because,
although no formal contract existed, the extent of her tasks (including managing and hiring
other trainees) implied a contractual employment relationship.

4.3 Sectors and Professions covered by Regulatory Frameworks

Specific professions require the completion of compulsory traineeships as part of mandatory
professional training. These are covered by the regulations developed for these professions
by relevant bodies and professional associations. In almost all MS, the most regulated
professions with long periods of traineeships are: (i) medicine, nursing, pharmacy,
dentistry, psychology, psychotherapy, veterinary medicine (e.g. AT, BE, CY, CZ, DE, DK, EE,
EL, FI, FR, HU, IT, LU, MT, NL, RO, SE, SI, SK,UK, etc.); and (ii) law (lawyers, barristers,
judges) (e.g. AT, BE, CY, CZ, DE, EL, ES, HU, IT, LU, NL, PL, RO, SI, SK, UK, etc.).
Compulsory traineeships are also associated with some technical occupations such as
architects and engineers (e.g. AT, BE, CY, CZ, DE, EL, ES, FI, FR, IT, LV, NL, PL, RO, UK,
etc.). In these cases, the practical experience gained through traineeships is seen as a
requirement for the license to practice. Moreover, such professions, including training
requirements, are subject to strict regulations by either government and/or relevant
national professional bodies and associations.

Italy stands out for its highly regulated framework as regards the so called ‘liberal
professions’ (e.g. doctors, lawyers, architects, engineers, accountants, etc.), all of which
require a compulsory traineeship (the praticantato) and a final compulsory assessment

131 http://www.ilo.org/dyn/natlex/docs/ELECTRONIC/68870/91743/F628094273/POL68870.pdf
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(esame di stato) to obtain a licence to practice. The specific rules which regulate this type of
traineeships (praticantato) differ from one profession to another. They generally specify the
duration of the traineeship, minimum requirements for candidates (e.g. a university
degree), and documentation certifying that the traineeship took place (e.g. signatures,
references of candidate in meetings’ minutes and reports, etc.). Due to the specific
obligations of the different parties involved and the lack of contractual form, a type of
employment contract is sometimes used. However, the way these traineeships are actually
implemented differs widely from the existing regulations, and has led to accusations of
trainee exploitation. Unlike the VET traineeships, there is no formal legal obligation to define
the trainee’s rights or contractual duties. There is no specific legal protection in terms of
trainee-related insurance coverage or compensation.!*

In most countries, teaching professions also require the completion of a compulsory
traineeship (e.g. BE, CY, DE, DK, EE, EL, ES, FR, HU, IE, IT, LU, LV, NL, PL, RO, SE, SI, UK,
etc). For example, in Cyprus, there is a legal framework concerning the mandatory
professional training associated with teacher training. According to Articles 28C and 32(4) of
the Public Education Office Acts, in order to be appointed as a secondary or technical
education teacher, one should have successfully completed the Pedagogical Training
Programme of Prospective Secondary and Technical Education Teachers which, inter alia,
includes a school-based traineeship.

Other professions have less strict rules on licence to practice, but there are optional
additional qualifications which require a period of practical work experience. For example,
chartered accountants are required to take a further qualification which includes a
traineeship. This is, for example, the case in Cyprus, where in order to obtain the chartered
accountant qualification, one should (i) successfully pass the professional exams set by The
Institute of Chartered Accountants in England and Wales (ICAEW) and/or The Association of
Chartered Certified Accountants (ACCA); and (ii) undertake a three-year traineeship under a
supervisor registered with the Institute of Certified Public Accountants of Cyprus (ICPAC).*3?

In general, in all MS, regulation of traineeships associated with mandatory professional
training is largely the responsibility of professional and/or regulatory bodies which typically
set criteria and standards for professional qualifications. However, the extent of regulation
of traineeships by professional bodies can vary. For example, in the UK the Solicitors
Regulation Authority (SRA) regulates both the content of training and working conditions for
trainee solicitors.** This, in turn, means that only law firms approved by the SRA can take
on trainee lawyers. On the other hand, the Architects Registration Board, the UK's statutory
regulator of architects, does not lay down general mandatory rules on the content or
working conditions of placements undertaken by trainee architects; however, schools of
architecture and professional associations such as the Royal Institute of British Architects
(RIBA) can set down minimum quality requirements in relation to the undertaking of
traineeships in architect practices.**

4.4 Difference between Apprenticeships and Traineeships

In the majority of MS a generally recognised or a national definition of apprentice exists,
which is different from that of a trainee. In some countries, there are specific regulations

132 Tt would, however, appear that steps are being taken to address such issues with Article 3, paragraph 5c) of Legislative
Decree No. 138 of 13 August 2011. This establishes the principles which must be transposed during reform of the
professional associations (to be enacted within one year from the date the Decree takes effect) for traineeships which
grant access to professions accredited by professional associations. In particular, it states that 'Regulations affecting
traineeships for access to the profession must adhere to criteria that ensure the actual performance of the training
activity and its constant revision to meet the needs of guaranteeing the best practice of the profession. The trainee
shall be paid fair compensation as an indemnity, proportional to her/his actual contribution.’

http://www.icpac.org.cy/

http://www.sra.org.uk/

http://www.pedr.co.uk/textpage.asp?menu=1a&sortorder=80&area=main
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which set out the conditions for traineeships and apprenticeships, usually in the form of a
Vocational Education Law (e.g. DE, EE, IT, LT, SI, etc.). In others, these conditions are
included in other laws, which are not specific to traineeships or apprenticeships, such as
employment legislation.®** In some MS a body of case law applicable to apprenticeships
and/or vocational training has also accumulated over time (e.g. BG, DE, DK, EL, MT, UK,
etc.). However, this is not the case for most other countries (e.g. ES, HU, IE, IT, LT, LU, PL,
PT, RO, SK, etc.).1

The study’s findings suggest the following distinction between apprenticeships and
traineeships:

m An apprenticeship is based on an employment contract. An apprentice has a contractual
status which is similar to that of an employee. The contractual basis of the apprenticeship
regulates entitlements to both compensation and social security and insurance coverage.
Crucially, it also defines the working conditions between the apprentice and the employer
with a specific view to the learning content of the placement.

m Apprenticeships are always a component of a formal education programme and lead to
an accredited qualification or certificate which, in turn, qualifies a person to work in a
specific occupation.

m A traineeship is not so clearly defined or tightly regulated. A major feature of traineeships
is that, in contrast to apprenticeships, these are either partly or not at all regulated. In
some countries, the trainee status and/or rights and conditions are defined to a great
detail, while in most these are only regulated at a rather general level (as part of other
regulations related to education and training and/or employment). Certain types of
traineeships, notably those offered in the open market tend to be either unregulated or
the least regulated in most countries. In the overwhelming majority of MS, again in
contrast to apprenticeships, the traineeship contract (under all types of traineeships) is
explicitly not an employment contract.

m Given this variety in legislation within and across countries, there is also a multitude of
forms, content and purposes of traineeships. In that regard, traineeships in the open
market constitute the opposite pole to apprenticeships. What both arrangements share is
some kind of work-based /earning function, whose content and structure are however
much more loosely defined in the case of traineeships.

m Often in dual or alternance-based VET systems, traineeships are, like apprenticeships,
regulated in terms of length and content (and sometimes remuneration).

m Again, like apprenticeships, the degree and scope of regulation for traineeships which
form part of mandatory professional training is quite high.

A key common element shared by both traineeships and apprenticeships is their focus on
learning and on-the-job training through the acquisition by a young person of practical
work-related experience. In addition, one of the key aims of both schemes is to facilitate
young people’s entry into the labour market. A common model in MS which combines
features of apprenticeships and traineeships is alternance-based education and training,
where school-based instruction is accompanied by work-based traineeships which promote
practical learning in genuine work settings.

The following Table summarises distinct features of both traineeships and apprenticeships.
In reality, the study found overlaps between the two, although apprenticeships are typically
highly regulated as opposed to traineeships where there is strong variation and usually less
regulation.

136 GHK, (2011). Study on a possible Framework to Facilitate Transnational Mobility for Placements at Enterprises, Report
for DG EAC, April
137 European Commission, (2008). Sysdem Experts’ Network Internships Questionnaire Summary, Internal Document
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Table 4.1: Apprenticeships vs. Traineeships

Apprenticeship

Traineeship

Scope Full qualifying professional or Complementing educational
vocational education & training programme or individual CV
profile

Goal Professional Documented practical experience

profile/qualification

Educational level

Usually EQF level 3-5

Traineeships can be found as
part of programmes on all EQF
levels -common forms in (pre-)
vocational education, in higher
education and after graduation
(sometimes compulsory)

Content Acquisition of the full set of Vocational &/or work/career
knowledge, skills & orientation, acquisition of parts
competences (KSC) of an of competences, knowledge and
occupation skills of an occupation or a

profession

On-the-job Equally important to Usually complementing

learning coursework coursework or optional extra

Time frame

Determined,
term

middle-to-long-

Varying, short-term to middle-

term

Length

Usually up to four years

Usually less than one year

Employment status

Employee status

Usually student or other trainee
status; sometimes volunteer
status or not clearly defined
status

Contracted/employed

Student/trainee often based on

apprentice an agreement with employer or
school
Remunerated - amount Varying remuneration, often
collectively negotiated or set unpaid
by law
Compensation Apprenticeship allowance Unregulated financial

which takes into account net
costs and benefits for the
individual and the employer

compensation

Governance Strongly regulated, often on a Unregulated or partly regulated
tripartite basis
Actors Often social partners, training Individuals, companies, state,

providers

educational institutions

The Working Group on Mobility for Apprentices has recognized that definitions and scope of
apprenticeships or VET systems based on alternance-based education and training vary
from country to country and has formulated a slightly different set of core criteria at
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European level: (i) apprenticeships concern IVET; an apprenticeship is an alternance-based
training scheme in which training takes place at both a workplace (company) and at school;
and (iii) the enterprise plays an active role in the content and structure of the training
programme as well as deciding whether a person can leave for mobility purposes.®

This chimes with the Cedefop definition of apprenticeships as ‘systematic, long-term training
alternating periods at the workplace and in an education institution or training centre. The
apprentice is contractually linked to the employer and receives remuneration (wage or
allowance). The employer assumes responsibility for providing the trainee with training
leading to a specific occupation’.**®

In line with the above discussion, in most MS the legal position of trainees is not equal to
that of a regular employee, or apprentice. Examples where trainees are typically
contractually protected include (i) the signing of a temporary employment contract for paid
traineeships (e.g. BE, CZ, etc.) and the (usually) tripartite traineeship agreement signed for
traineeships linked to education and training, notably VET (e.g. DE, EE, EL, FR, IT, LT, LU,
LV, MT, NL, PL, PT, SE, etc.). Interestingly, in the UK if a trainee is classified as worker as
opposed to volunteer, then he/she is covered by national minimum wage legislation.

138 Working Group on Mobility for Apprentices, (2010). How to adapt the present and future Lifelong Learning Programme
to support the Mobility of Apprentices and Persons in Alternate Vocational Training, Report for the European
Commission, February,
http://ec.europa.eu/education/vocational-education/doc/apprenticesreport en.pdf

139 http://www.eqavet.eu/qa/gns/glossary/a/apprenticeship.aspx
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Table 4.2: Legislative/Regulatory Frameworks in relation to Traineeships

AT

BG

CYy

cz

DE

DK

EL

ES

FI

FR

HU

IE

IT

LT

LU

Lv

MT

NL

PL

PT

RO

SE

SI

SK

UK

Whether there is a
legal definition of
traineeships/
trainees

Whether there is a
specific regulation
on traineeships

Whether there is a
specific target
group of
regulations

Whether
regulation cover
specific areas/
professions

Whether there is a
concept generally
accepted or
common
understanding of a
national definition
of traineeships/
trainees

Whether there are
legal provisions
about length/
duration of
traineeships
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AT

BG

CYy

cz

DE

DK

EL

ES

FI

FR

HU

IE

IT

LT

LU

Lv

MT

NL

PL

PT

RO

SE

SI

SK

UK

Whether there are
legal provisions of
remuneration for
traineeships

Whether there are
formal obligations
for parties
involved (e.g.
trainees,
employers,
educational
institutes)

Whether there are
legal/administrativ
e barriers for
traineeships
undertaken by
foreign EU
students

Key: (v) Yes (X) No (?) Unavailable/Unclear
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5. Traineeships: Diversity on the Ground

This section summarises the information about the availability of and access to traineeships
in the various MS. In the first part, we present the evidence on availability by the five types
of traineeships under study and we then broaden the discussion to consider the recruitment
process and equity of access to the different types of traineeships, including the socio-
economic background of trainees.

Although due to lack of aggregate and comparable numerical data it is difficult to measure
the exact magnitude of the phenomenon, there is a definite upward trend in almost all MS
of most forms of traineeships, including those in the open market. That said, since
traineeships are so strongly interwoven with the labour market, existing literature suggests
that the number of traineeships has decreased across a range of sectors as a result of the
economic crisis. Indeed, in 2009, the OECD recommended policy action to prevent an
apparent reduction in the availability of traineeships due to the economic crisis.'*°

Our study identified a more varied impact of the crisis on the availability of traineeships
both between and within MS. For example, there has been a drop in traineeships in Estonia
as opposed to no significant decrease in Finland. The difficulty in obtaining traineeships
(and apprenticeships) was also identified in a number of other countries (e.g. DK, EL, ES,
FR, IE, LU, PT, RO, SE, etc.). In the UK, although the crisis has resulted in a decrease in
legal and accountancy traineeships, it has also led to an increase in traineeships outside
formal education, i.e. in the open market. Indeed, there is some evidence to suggest that
employers in the UK increased their recruitment of trainees (in the open market) during the
recession.*!

5.1 Traineeships as part of Active Labour Market Policies for
Unemployed Young People

Traineeship programmes as part of ALMPs have been introduced or expanded in most MS
(e.g. AT, BE, BG, CY, CZ, DK, EE, EL, ES, FR, FI, HU, IE, IT, LT, LU, LV, MT, NL, PL, PT, RO,
SE, SI, SK, UK, etc.) due to the proven effectiveness of schemes which link training and
education with the world of work in increasing youth-related labour market entry rates. In
the main, traineeships which form part of ALMPs seek to address the following:

m Rising numbers of unemployed young people in the aftermath of the Great
Recession. Examples of government-sponsored traineeship programmes aimed at
tackling youth unemployment were found in many MS (e.g. BE, CY, DK, EE, EL, ES, IE,
FI, FR, HU, LT, LU, LV, MT, NL, PL, PT, SE, UK, etc.). For example, the Actieplan
Jeugwerkloosheid 2009-2011 (Action Plan on Youth Unemployment 2009-2011) and the
Wet investeren in jongeren (Investment in Youth Act, WIJ) implemented in the
Netherlands in order to combat youth employment actively promote traineeships.*
Similarly, the Employment 2010 Initiative (IE2010) and the National Reform Programme
2020 in Portugal include traineeship-related measures aimed at facilitating the
transition of the young unemployed to the labour market.'** The Austrian government,

140 Organisation for Economic Co-operation and Development/OECD, (2009a). Op.Cit.

Enterprise Europe Network London/EEN-London, (2010). Employing Interns in the UK, December,
http://www.londonchamber.co.uk/docimages/8199.pdf;

Low Pay Commission, (2011). National Minimum Wage, Low Pay Commission Report 2011, April,
http://www.lowpay.gov.uk/lowpay/report/pdf/Revised Report PDF with April date.PDF
http://www.rijksoverheid.nl/onderwerpen/jongeren-en-werk/werkzoekende-jongeren-en-jeugdwerkloosheid/actieplan-
jeugdwerkloosheid

European Commission, (2011). Portugal 2020 - National Reform Programme,
http://ec.europa.eu/europe2020/pdf/nrp/nrp portugal en.pdf
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as a result of the crisis, has extended a scheme which ‘guarantees’ young people aged
between 19 and 24 either a subsidised job or a traineeship. One critical element of the
Cypriot Plan for Accelerated Company-based Initial Vocational and Education Training
programmes which is targeted at new labour market entrants and/or young unemployed
is the combination of theoretical, school/college-based education and training with the
acquisition of practical work experience through a company-based traineeship.’* In a
similar vein, in Latvia an initiative was introduced in 2010 which provides practical
training to unemployed 18-24 vyear-olds who have finished secondary or higher
education, but have been unable to secure employment.

n Low skilled or unqualified young people due to early school leaving (e.g. ES, FR,
IE, LU, MT, SE, etc). ALMP programmes targeted at this group often attempt to provide
young people with a basic qualification and facilitate their entry into the labour market.
Initiatives aimed at tackling early school leaving through traineeships include the
National Vocational Training Programmes in Spain aimed at improving the social and
labour market inclusion of students who did not complete lower secondary education;
Ireland’s Youthreach programme for unemployed early school leavers aged 15 to 20
and designed to help them return to learning and acquire accredited qualifications;
Second Chance Schools and other similar ‘second chance’ programmes (e.g. AT, BE, DK,
EL, ES, FR, HU, LU, SE, UK, etc.).

= Young people at risk of social exclusion. In a number of MS ALMPs include
traineeship-related measures specifically targeted at disadvantaged young people (e.g.
BE, CY, EE, ES, FR, IE, LU, NL, MT, SE, UK, etc.). For example, in the UK, the Work
Experience Programme, the UK’s Coalition government’s flagship ‘back to work’
programme, which involves an eight-week work experience placements, targets
unemployed young people with significant social disadvantages. In France, the 2009
Emergency Plan for Youth Employment also included traineeship programmes for young
people aged between 18 and 22 at risk of social exclusion (e.g. school leavers coming
from disadvantaged areas).

m In a growing number of MS (e.g. BG, CY, EL, ES, FR, IE, IT, PL, PT, SE, SI, SK, UK, etc.)
traineeships have also been extended to include highly skilled young people, including
graduates who have been hit particularly hard by the crisis. For example, the Swedish
Young Potentials Programme is targeted at graduates as are the Romanian START
Internship Programme and the Portuguese Programa Estagios Profissionais.

Traineeships as part of ALMPs for Young People including Graduates

m Portugal: the ESF-supported Programa Estdgios Profissionais has targeted young
people who have completed their secondary and tertiary education and allow them to
acquire practical work experience through traineeships

m Romania: the ESF-supported Sectoral Operational Programme for Human Resource
Development (SOP HRD) is seeking to enhance the employability of upper secondary
and tertiary education students through traineeships

m UK: the aim of the Graduate Talent Pool initiative, launched in 2009 is to improve,
through free access to traineeship vacancies, the employability of recent UK graduates

m Denmark: the third Youth Package initiative, introduced in July 2011 includes several
traineeship-related measures, including incentives to encourage SMEs to hire highly
skilled young people and increase the supply of traineeships by employers

m Luxembourg: The 2006 youth-related reform of ALMPs, the educational reform
initiated in 2008 and the 2009 law on Mesures Temporaires pour I'Emploi des Jeunes
place an increased emphasis on work placements and traineeships

144 Human Resource Development Authority/HRDA, (2011a). Op.Cit.
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m The Netherlands: The Actieplan Jeugwerkloosheid was implemented with a budget of
€250 million (for the period 2009 to 2011). The Action Plan consists of five main
projects, of which three aim to keep young people in school, whereas the other two
are part of ALMPs and seek to help them enter the labour market. So far, these
programmes have provided 68,000 young people with a job, learning/working
placement, or a traineeship.

5.2 Traineeships as Compulsory or Optional Part of Academic
and/or Vocational Study Curricula (i.e. Traineeships during
Education)

Across the EU it has become increasingly common for traineeships to be formally integrated
into curriculum requirements for both upper secondary and higher (vocational and
academic) education qualifications (e.g. AT, BE, BG, CY, CZ, DE, DK, EE, EL, FI, FR, HU, IE,
IT, LT, LU, MT, NL, RO, SE, SK, PL, UK, etc.). This is due to the fact that a considerable
body of evidence has consistently shown that educational systems which integrate
theoretical knowledge with work-related practical training - be it apprenticeships,
traineeships or other forms of alternance-based education — are more effective than others
in assisting the school-to-work transition. In general, traineeships within an educational
programme are considered to be a critical and integral element of the study curriculum
since they allow students to: (i) apply their theoretical knowledge in real work settings; (ii)
become familiar with the world of work, including working conditions and norms and
routines; (iii) develop work experience relevant to employer needs, and thus enhance their
employability; (iv) show their abilities, knowledge and competences to a potential employer
as well as develop a proper sense of professionalism; (v) start building their professional
networks; (vi) enter a particular profession; etc.

At the same time traineeships help educational institutions forge closer links with
employers, thus creating a two-way interaction and exchange of knowledge between
education and industry. This can, in turn, contribute to the incorporation of new and
emerging labour market demands and trends into study curricula, so that these are more
relevant and responsive to the skills and knowledge requirements of employers. The latter
also have the opportunity to, inter alia, screen and select the most talented candidates,
expand their talent pool and benefit from the trainees’ new ideas, fresh thinking and
creativity.

The type, focus and duration of these educational traineeships are typically independently
decided by either the state (especially as regards upper secondary and higher vocational
education) and/or educational institutions (e.g. BE, EE, EL, FI, IT, RO, UK, etc.). That said,
the level of this autonomy varies by type of institution and specialism. Typically, courses are
run by HEIs (e.g. AT, BE, BG, CY, EL, ES, FI, FR, HU, LT, MT, NL, PL, RO, SE, UK, etc.); VET
schools or colleges (e.g. AT, CY, DE, EL, FR, HU, IE, IT, LV, MT, NL, PL, RO, UK, etc.);
private training providers (e.g. EL, HU, IE, IT, SE, UK, etc.); municipalities (e.g. NL, SE,
etc.); etc.

Moreover, the extent to which a traineeship is a compulsory element of the curriculum also
depends on the type of education (vocational or academic). Traineeships (also called work
or industrial placements), lasting at least six months, have always been a compulsory
part of higher vocational education. For example, the UAS which have strong
professional focus and put a special emphasis on practical application of knowledge have
always included compulsory traineeships as part of their study curricula (e.g. AT, BE, CY,
Cz, DE, DK, EE, ES, FI, FR, IE, IT, LT, LV, NL, PL, PT, SE, SI, SK, UK, etc.). To this end, in
the Netherlands, traineeships lasting at least six months are integrated in the curriculum
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in higher professional education (HBO) and universities work closely with employers through
a standard ‘traineeship agreement’.*#

However, in the last few years traineeships are increasingly becoming an integral
part of all/most academic study curricula. Linked to this is the fact that there seems to
be a major policy push for traineeships to form (compulsory or optional) part of study
curricula, not least because these are seen as an effective tool in facilitating youth labour
market transitions. For example, as mentioned earlier, in Ireland, as part of the National
Strategy for Higher Education to 2030, there is a major policy push towards traineeships
(called work placements) being integrated into university study curricula. In particular,
universities and institutes are expected to deepen employer engagement in the areas of
programme design and planning with a specific focus on enhancing the work placement
experience for students.** Similarly, the Estonian Higher Education Strategy 2006-2015
makes explicit reference to the need to link the study curriculum with labour market needs
through, inter alia, student/graduate traineeships.'*” Indeed, in Estonia traineeships as part
of professional higher education are compulsory and regulated, while 15 per cent of the
study curriculum should consist of practical training in companies.

With considerable ESF support, the relevant Operational Programmes 2007-2013 of both
Greece and Cyprus also actively promote the setting up of ‘Offices for Traineeships’ in both
higher vocational and academic educational institutions. These offices are tasked with
forging closer ties with employers and, crucially, with promoting student and graduate
traineeships in companies. 414

In the UK, traineeships do not form a compulsory part of higher education study curricula.
However, a number of universities offer sandwich courses which are undergraduate degree
vocational courses that include a sandwich or industrial placement, usually in the
penultimate year of study. Although such placements cannot be seen as traineeships in
their strictest sense, they have similar aims. In recent years in the UK, the Higher Education
Funding Council for England (HEFCE) promoted and funded traineeships as part of either
undergraduate study programmes (Undergraduate Internships in the Professions) and/or
post-graduate schemes, specifically targeted at unemployed graduates (Graduate
Internships).**® For example, between January 2010 and March 2011 when the graduate
scheme ended, 7,900 graduate traineeships were completed.’® That said, a recent
international survey among HEIs found that universities in the US make much more use of
student traineeships than their counterparts in the UK or Australia.*s?

Finland has also a long-standing tradition of incorporating various types of traineeships in
both academic and vocational study curricula. Specifically, university courses, especially in
certain sectors, e.g. education/teaching, social work and healthcare, etc., involve
traineeships as a compulsory part of their curriculum. Moreover, Finnish Universities
increasingly integrate traineeships in their study curricula. For example, in the University of

145 European Commission, (2008). SYSDEM Experts’ Network Questionnaire: Member States' Legislation On Internships:

The Netherlands, 2.4.2008
http://zoeken.minocw.nl/Zoekdienst/minocw.nl/ocw?term=maatschappelijke+stage, Stand: April 2008

Sheridan, I. and Linehan, M., (2011). Work Placement in Third-Level Programmes, CIT Press, Bishopstown, Cork,
Ireland

http://planipolis.iiep.unesco.org/upload/Estonia/Estonia-Higher-Education-Strateqy-2006-2015.pdf

148 Ministry of National Education and Religious Affairs, (2007). OP Education and Lifelong Learning 2007-2013, October,
http://www.alfavita.gr/eqgiklioi/epdiabioymathisi.pdf

Planning Bureau of the Republic of Cyprus, (2007). Operational Programme Employment, Human Capital and Social
Cohesion 2007-2013,

http://www.structuralfunds.org.cy/uploadfiles/perilipsi EP apasxolisi.pdf

CRAC and Oakleigh Consulting, (2011). Increasing Opportunities for High Quality Higher Education Work Experience,
Report for HEFCE, July,

http://nases.org.uk/files/he%20work%?20exp%?20hefce%20reportil.pdf
http://www.hefce.ac.uk/whatwedo/kes/ee/graduateemployability/internships/

Department for Business, Innovation and Skills, (2011). Supporting Graduate Employability: HEI Practice in Other
Countries, June, http://dera.ioce.ac.uk/9869/1/11-913-supporting-graduate-employability-other-countries
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Helsinki there is provision for a traineeship in all of its undergraduate degree courses which,
in some cases, is a compulsory element of the curriculum. Interestingly, each department in
the University has a number of ‘traineeship grants’, which enable students to complete
traineeship programmes, typically in the public sector. Similarly, the Finnish scheme of on-
the-job learning in vocational training (introduced as part of a wide-ranging VET reform) is a
good example of linking education with work experience.

In France, the most effective traineeships which facilitate sustainable access of young
people to the labour market are considered to be those which combine study with work
experience (alternance-based schemes of education and training), e.g. Contrats de
Professionnalisation, apprenticeships, etc. Moreover, traineeships, lasting two to six months,
are common in the curricula of French HEIs and are usually undertaken during the third or
fourth year of studies. These are typically organised, monitored and overseen by university-
based offices specifically tasked with improving the labour marker integration of students
and graduates (Bureaux d'aide a l'insertion professionnelle des étudiants). The overall
French approach aims at promoting regulated traineeships through linking all types of such
placements to an explicit learning dimension (in the form of being associated with an
educational institution and/or programme) and setting minimum standards for the trainee’s
terms and conditions, including compensation (mainly through the Convention de Stage).

In Germany, traineeships are also increasingly integrated into higher education curricula.
Interestingly, the overwhelming majority (85 per cent) of German university graduates who
are not obliged to undertake traineeship as part of their study curriculum, complete one or
more traineeships voluntarily. About 52 per cent have held at least one trainee position, 23
per cent at least two, while eight per cent have completed at least three traineeships.'** A
similar situation exists in Poland where, although traineeships are compulsory and form an
integral part of (vocational) study curricula and MA/MSc studies, students across all
disciplines are increasingly seeking traineeships on a voluntary basis. In the same vein, in
Denmark traineeships as part of higher education study curricula undertaken voluntarily by
students have become increasingly popular in recent years. These usually last four to six
months and are linked to the content of the student’s field of study.

In Bulgaria, traineeships, including summer traineeships, form compulsory part of study
curricula and are recognised towards academic credits, where such a credit system exists.
Significantly, traineeships undertaken as part of one’s studies are considered to be as
important as more conventional elements of the course, i.e. it is not ‘an optional extra’. As
mentioned above, the same applies to all traineeships associated with the study curricula of
UAS. That said, it seems that traineeships linked to educational programmes and study
curricula are not as widespread in the Czech Republic, where less than 20 per cent of
students participate in such schemes. This is, however, changing with the current Czech
Operational Programme Education for Competitiveness 2007-2013 actively promoting
traineeships as part of study curricula.

Educational traineeships are wusually undertaken towards the end of educational
programmes and have a typical duration of between two and six months. This, however,
can vary by the educational level of the traineeship and the type of educational institution.
In Greece, for example, in TEIs a student must complete a six-month traineeship after the
last semester of their studies, while in Italy, traineeships lasting 12 months have become
widespread.

The above discussion shows the great variation which exists between Member States as
regards the availability and organisation of traineeships. Significantly, the proportion of
graduates undertaking traineeships or work placements as part of higher education studies
vary widely across the Member States, with high take-up among graduates in the
Netherlands (87 per cent), France (84 per cent), Finland (80 per cent) and Germany (79 per

153 Griin, D., and Hecht, H., (2010). Generation Praktikum? Prekdre Beschéftigungsformen von Hochschulabsolventinnen
und -absolventen, Deutscher Gewerkschaftsbund, Berlin
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cent); rather modest in Spain (57 per cent) and Austria (45 per cent); and rather low in the
UK (32 per cent) and Italy (22 per cent).

Traineeships as Vocational and/or Academic Study Curricula

m Ireland: as part of the National Strategy for Higher Education to 2030, there is a
major policy push towards traineeships (called ‘work placements’) as part of university
study curricula. Over 411 university courses include a traineeship among 23 Irish
HEIs. Every year, about 10,577 students undertake a traineeship in non-clinical
programmes.***

m Estonia: the Higher Education Strategy 2006-2015 makes explicit reference to the
need to link the study curriculum with labour market requirements through student/
graduate traineeships.

m Cyprus: the OP Human Capital & Social Cohesion 2007-2013 promotes the setting up
of ‘Enterprise Liaison Offices’ tasked with organising short-term student traineeships in
companies.

m Finland: the Government Decree on University Degrees (794/2004) actively promotes
traineeships as part of university degrees in order to help student gain practical
experience.

m The Netherlands: compulsory traineeships (lasting of at least six months and worth
30 ECTS credits) are integrated in the curriculum in higher professional education
(HBO), while universities work closely with employers through a standard ‘traineeship
agreement’.

5.3 Traineeships as Part of Mandatory Professional Training

Across MS there are certain professions where there is a legal requirement to undertake a
compulsory traineeship as part of mandatory professional training either in the final years of
undergraduate studies or just after graduation. Such traineeships are considered to be a
critical element of the final qualification and, in most cases, are a pre-requisite for licence to
practice. They are both well-defined and regulated in terms of learning content, duration,
quality assurance, etc., and are usually overseen by relevant professional associations and
bodies in each MS.

The most common professions which involve compulsory traineeships include medicine/
nursing (e.g. AT, BE, CY, CZ, DE, DK, EE, EL, FI, FR, HU, IT, LU, MT, RO, SE, SI, SK, UK,
etc.); law (e.g. AT, BE, CY, CZ, DE, EL, ES, HU, IT, LU, NL, PL, RO, SE, SI, SK, UK, etc.)
(medicine and law, in particular, having been integrated into curricula for a long time);
education/teaching (e.g. BE, BG, CY, DE, DK, EE, EL, ES, FR, HU, IE, IT, LT, LU, LV, MT, NL,
PL, RO, SE, SI, UK, etc); and architecture/engineering (e.g. AT, BE, CZ, DE, DK, EE, EL, ES,
FR, HU, IE, IT, LT, LV, MT, PL, PT, RO, SE, SI, SK, UK, etc.). Other professions where
practical training is mandatory include media/journalism (e.g. AT, BE, DE, DK, EL, ES, FI,
FR, IT, LT, LV, MT, NL, SE, UK, etc.); psychology and social work (e.g. AT, BE, DK, EE, EL,
FI, HU, IE, IT, LV, MT, SE, SI, SK, SE, UK, etc.); tourism and hospitality (e.g. AT, BE, CY,
Cz, DE, DK, EE, ES, EL, FR, HU, IE, IT, LU, LV, MT, PL, PT, RO, SI, SK, UK, etc.);
banking/accountancy (e.g. BE, CY, DE, FR, HU, IE, IT, LU, RO, SK, UK, etc.); pharmacy

154 Brennan, J. Patel, K., and Tang, W., (2009). Diversity in the Student Learning Experience and Time devoted to Study:
A Comparative Analysis of the UK and European Evidence, Report to HEFCE by the Centre for Higher Education
Research and Information, The Open University, April

155 Buckley, J., and El Amoud, L., (2010). ‘Undergraduate Work Placement Programmes in Ireland: Issues and Solutions’,
Paper presented at 13th Irish Academy of Management Conference, Cork Institute of Technology, 1-3 September.
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(e.g. EE, FI, HU, IT, RO, SE, SK, etc.); etc. Interestingly, in Slovenia and Slovakia there
are compulsory traineeships in public administration.

The length of traineeships as part of professional training varies depending on the specific
profession (e.g. AT, DE, EL, MT, RO, SI, etc.), with the duration of the traineeship for some
professions is strictly regulated by law (e.g. AT, BE, CY, DE, EL, HU, LU, IT, RO, SI, etc).
For example, law trainees need to undertake one to two years’ of practical training, while
trainee teachers are usually required to gain practical school-based experience for up to one
year. Overall, the actual type, range and method of delivery of these traineeships differ
between MS. In some countries these are specified in collective agreements between trade
union and employers. For example, in Germany such an agreement stipulates the length
and content requirements of traineeships undertaken by trainee journalists.

Despite the high degree of regulation of mandatory professional traineeships, there are
growing concerns about the potential for abuse and exploitation of young people
undertaking such placements (e.g. BE, EE, EL, ES, IT, LV, RO, SI, UK, etc.). For example, in
both Greece and Italy there has been long-standing criticism of exploitation of law
trainees. Similarly, in the UK and Belgium there are concerns about the way trainees in
certain types of mandatory professional training (particularly in medicine) are treated with
regards to workload and working hours.

Crucially, a common criticism levelled at these traineeships is that access is often obtained
through informal and personal networks which, in turn, raises important issues of equity of
access and one’s capacity to build or capitalise on social capital. The relative difficulty of
young people from disadvantaged backgrounds to develop such social capital through
appropriate social contacts and professional networks can create a major barrier to entry in
certain professions for them.!*¢

Interestingly, as a result of the Great Recession, the difficulty of sourcing good quality
professional traineeships in a reality of decreasing numbers of placements was also
identified as a significant issue in a number of MS (e.g. DK, EE, IE, LV, RO, UK, etc.). For
example, a drop in legal traineeships was observed in some countries, e.g. the number of
new training contracts for solicitors fell by 18 per cent between 2009 and 2010.*” Similarly,
lower numbers of traineeships linked to accounting, banking and finance were also reported.

The above discussion is summarised in the Box below.

Main Features of Traineeships which form Part of Mandatory Professional
Training

m They are associated with certain professions, e.g. medicine/nursing; law; education/
teaching; architecture/engineering; etc.

m They are a critical element of the final qualification and a pre-requisite for licence to
practice

m They are well-defined and tightly regulated with clearly specified learning content and
quality assurance procedures as well

m Where content is defined, this is often done at national-sectoral level by relevant
regulatory and/or professional bodies which are usually responsible for overseeing
them

156 The Panel on Fair Access to the Professions, (2009). Unleashing Aspiration: the Panel on Fair
Access to the Professions, July,
http://www.bis.gov.uk/assets/biscore/corporate/migratedd/publications/p/panel-fair-access-to-
professions-final-report-21july09.pdf

157 The Law Society, (2011). Trends in the Solicitors' Profession - 2010 Annual Statistical Report
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m Exploitation issues may arise from incorrect implementation of regulations (e.g. no or
insufficient compensation, heavy workload, long working hours, lack of relevant
content, lack of transparency in recruitment, etc.) (e.g. BE, EL, IT, SI, UK, etc.)

5.4 Traineeships in the Open Market after Graduation/Completion
of Studies

In recent years there has been an expansion of traineeships which young people undertake
in the open market, typically after graduation and/or the completion of mandatory
professional training. Such traineeships can be classified in three distinct groups: (i)
structured traineeships which form part of Graduate Trainee Schemes, usually run by large
organisations and/or multinationals; (ii) traineeship schemes promoted by Governments as
part of youth-related employment programmes, including those targeting graduates; and
(iii) traineeships offered in the open market on an ad hoc basis by organisations. As shown
below, the latter have attracted most criticism in many MS as they tend to be unregulated
and, in some cases, associated with reports of trainee exploitation. In addition, they have
been criticised and are a source of serious concern for a number of EU-level stakeholders
(e.g. European Parliament, CoR, ETUC, YFJ, etc.).

Both the national reports and the case studies completed as part of this EU-wide project
found that traineeships in the open market, if characterised by certain quality attributes and
standards, can promote an effective match between skills supply and demand. At the same
time, they help young people acquire skills and experience which can only be developed in
real work settings and, as such, enhance their employability. Significantly, employers
increasingly put a premium on young people, including graduates, having acquired work
experience through traineeships.

Indeed, this aspect of open market traineeships was underlined in the German, Estonian,
Spanish, French, Italian and UK case studies. For example, the German case study revealed
a level of scepticism from employers about the real value of university Bachelor’s
programmes without accompanying work experience in the form of a traineeship. However,
according to the Spanish case study, the increased use of traineeships in the open market
can, in some instances, become ‘an instrument used by firms to find qualified human
resources at a low cost’. In general, the criticism levelled at these traineeships relates to
their association with low or no pay, lack of educational content, mundane work assigned to
the trainee, poor working conditions (including long hours and lack of social security
contributions); the substitution of trainees for regular workers; etc. (see also Sections 6.4
and 6.6.4).

Crucially, instead of traineeships being the first (and short) step towards stable
employment, in many instances, they fail to help trainees secure quality employment, either
with host or another organisation. Indeed, in some countries there are growing concerns
that some traineeships are replacing entry level jobs and/or trapping young people in an
endless series of such placements, depriving them of the possibility to secure decent work
and become fully independent (e.g. AT, BE, DE, EL, ES, FR, IT, PT, UK, etc.).

For example, in Austria there is serious concern about the number of traineeships young
people are obliged to undertake before securing a ‘proper’ job. This has, in turn, resulted in
the Austrian Government launching in 2010 the Aktion +6,000 programme aimed at
enabling the so-called ‘internship generation’ to obtain regular employment instead of
frequent rounds of traineeships. Companies may receive 50 per cent of the wages for half a
year when employing a young person who has completed their training.

Similarly, in both Italy and Spain most graduates feel increasingly obliged to undertake
one (or even a series of) traineeships in order to gain practical, work-related experience
while looking for a job. This is quite a wide-spread phenomenon. For example, in Spain the
becas (grant/internship) have become an important and widely used instrument in
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promoting the labour market entry of highly skilled young people. To this end, Spanish
graduates are increasingly offered by companies unilateral traineeship contracts (Becas
unitalerales de empresas privadas - Becas no convenidas) which are unregulated, offer
minimum social protection to trainees and may lead to their potential exploitation.

In Germany, traineeships after graduation aim to prepare university graduates for expert
and executive positions, while another type called ‘Volontariat’ is particularly common in
certain sectors such as media and advertising. Within a period of one to two years,
depending on experience, the trainee is expected to obtain the skills required for
professional practice in these sectors. It has been estimated that some 24 per cent of
university graduates work as trainees after graduation, while about 19 per cent of VET
graduates undertake a traineeship. In Austria, according to the Austrian Labour Force
Survey, some 13 per cent of university graduates indicated that they had completed at least
one traineeship after graduation. Interestingly, graduates of UAS (who have already
completed one traineeship as part of their studies) are less likely to undertake one after
graduation (6 per cent) compared with 15 per cent of ‘general’ university graduates. In
general, it is estimated that about 4,000 graduate traineeships per year are undertaken
after graduation.

In the UK, graduates, whose unemployment rate doubled in the last two years, increasingly
seek company traineeships in order to gain a foothold in the labour market. UK companies
also increasingly expect that young recruits will have undertaken at least one traineeship.

This seems to be confirmed, to some extent by the recent EU-wide survey conducted by the
YF) in spring 2011. Despite the fact that the survey results cannot be regarded as
representative of the EU’s entire trainee population, they provide useful insights into the
situation of trainees in today’s EU, including the incidence of recurring traineeships.
According to this survey, although the concept of traineeship is designed to, inter alia, offer
a first stepping stone into the labour market by creating a bridge between the worlds of
education and employment, the survey results paint a mixed picture. Crucially, trainees are,
very often, on their second or third traineeship. Indeed, 63 per cent of survey respondents
had undertaken one or two traineeships, while the remaining 37 per cent had completed
three or more traineeships. The majority of survey respondents from Germany (65 per
cent), Austria (62 per cent) and France (51 per cent) had undertaken multiple
traineeships.*®

In the face of widespread criticism of this type of traineeships, a number of countries are
actively seeking to either explicitly regulate or promote good practice through quality
frameworks. For example, France provides an example of a country which has taken a
more regulated approach to this type of traineeship in an attempt to address potential
trainee exploitation. Since 2006 and on the basis of successive laws it has tightened
traineeship-related regulations with the explicit aim of maintaining the learning dimension
of such placements; providing minimum trainee terms and conditions, including
compensation and social security coverage (outlined in the compulsory Convention de
Stage); and safeguarding trainees from potential exploitation amid concerns that employers
were using trainees as cheap labour. More recently, in an attempt to address the issue of
successive traineeships, the 2011 Loi Cherpion stipulates that, inter alia, companies should
wait for a period corresponding to 1/3 of the length of the previous traineeship before
taking on a new trainee in the same role. Moreover, it seeks to ensure that trainees are not
used as substitutes for permanent employees, although as has been argued, it can be
rather difficult to enforce this aspect of the law (See Section 4.1.1 for a more detailed
discussion about France’s traineeship-related regulation).**®

158 Mascherini, M., (2011). Op.Cit.
159 Mongourdin-Denoix, S., (2011). Strengthened Regulation of Internships - France, EIRO/Eurofound, 13.12.2011,
http://www.eurofound.europa.eu/eiro/2011/11/articles/fr1111011i.htm
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Similarly, in Greece in order to prevent employers from replacing regular staff with
trainees, the 2010 Work Experience Programme for New Labour Market Entrants stipulates
that companies which have reduced their staff in the last six months are not eligible to take
part. In addition, an employer cannot renew the traineeship contract with the same trainee.
This programme which is the successor to the STAGE programme, aims to provide, between
2010-2012, traineeships in the private sector to 5,000 young people aged 16-24.1°

The Box below summarises the above discussion.

Member States’ Efforts to Enhance Trainee Protection in the Open Market

m France: in an attempt to address the issue of successive traineeships, the 2011 Loi
Cherpion stipulates that, inter alia, companies should wait for a period corresponding
to 1/3 of the length of the previous traineeship before taking on a new trainee in the
same role. This law strengthens the legal framework of traineeships and reinforces the
trainee’s rights, terms and conditions, including trainee compensation.

m Austria: in an effort to help the so-called ‘internship generation’ secure regular
employment instead of frequent rounds of traineeships, the 2010 Aktion +6000
Programme provides wage subsidies to employers if, upon completion of the
traineeship, they keep on the trainees.

m UK: a number of voluntary charters (CIPD’s Internship Charter) and codes of best
practice (Code of Best Practice for Quality Internships) are promoted in an effort to
improve the quality of traineeships in the open market.

m Greece: in order to prevent employers from replacing regular staff with trainees, the
2010 Work Experience Programme for New Labour Market Entrants stipulates that
companies which have reduced their staff in the last six months are not eligible to take
part. In addition, an employer cannot renew the traineeship contract with the same
trainee.

5.5 Transnational Traineeships

Learning mobility is a key objective of the Europe 2020 strategy for growth and jobs and
the focus of the Commission's Youth on the Move initiative which builds on the success of
Erasmus and Leonardo da Vinci (LdV). Across all MS there is evidence of growing popularity
of transnational learning and work-related mobility. Indeed, EU mobility programmes have
increased the number of transnational work placements across most MS, with the largest
programmes being the LdV programme (e.g. AT, BE, CY, CZ, DE, DK, EE, EL, ES, FI, FR, IE,
IT, LT, LV, MT, NL, PT, RO, SE, SL, UK, etc.) and Erasmus (e.g. AT, BE, CY,DE, DK, EE, EL,
ES, FI, FR, IE, IT, LT, LV, MT, NL, PT, RO, SE, SL, UK, etc.).

For example, in 2011, more than 60,000 transnational traineeships undertaken by
apprentices, IVET students and people on the labour market were supported by LdV. In
2009/10, 35,000 students in higher education (one in six of the total) undertook
transnational placements, which represents a 17.3 per cent increase on the previous year.!¢!
The most popular destination countries for Erasmus students are Spain, Italy, the UK,
Belgium, France and the Netherlands.’? In the last three years there has been a

160 This is the new target revised in December 2011. Originally, the programme’s target was 10,000.

161 http://europa.eu/rapid/pressReleasesAction.do?reference=1P/11/675&format=HTML
&aged=0&language=EN&quiLanguage=en
Interestingly, in 2008/2009, a total of 30,400 students undertook placements abroad, which was an increase of more
than 50 per cent on the previous year.

162 5pain was the European country receiving most incoming students (in absolute numbers) for placements from other EU
counties in 2008/2009 (4,997 students) and in 2009/2010 (6,061 in 2010). Incoming students come mainly from
France (1,029 and 1,341, respectively), Germany (914 and 929) and the UK (687 and 824).
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considerable growth in incoming students, mainly from Italy, Poland, Germany and Finland.
In addition to students, jobseekers are also undertaking placements in some MS (e.g. AT,
BE, DE, EL, ES, IT, LU, PT, etc.). The main reason behind this increased popularity of
company placements is the expressed desire by students to improve their job prospects
through practical work.

A number of countries are actively promoting traineeships abroad, either through EU or
other international youth mobility programmes such as AIESEC!*:, IAESTE and ELSA** (e.g.
DE, DK, EE, EL, ES, FI, FR, IE, IT, MT, NL, PT, SE, UK, etc.) as well as national initiatives
(e.g. DK, ES, FI, MT, PT, NL, PT, UK, etc.). For example, as mentioned earlier, one of the
main priorities of the Finnish Government is the active promotion of international mobility
which is seen as a critical element of the educational curriculum and youth employability. To
this end, different actors promote such mobility, including the Centre for International
Mobility (CIMO), an independent agency established in 1991.1% The number of higher
education students undertaking transnational traineeships has increased constantly since
2000 with a remarkable boost in the last couple of years. Sweden is also particularly active
in promoting international youth mobility and cooperates in a number of programmes with
the EU, the UN, the Council of Europe, the Nordic Council of Ministers, the Barents Euro-
Arctic Council and the Council of the Baltic Sea States.

Similarly, both Spain and Portugal are also very actively promoting traineeships abroad.
For example, the Spanish ARGO GLOBAL programme, which in 2009 was extended from the
European to the global level, provides financial support to recent graduates who wish to
undertake a traineeship abroad.'*® Portugal is also particularly active in promoting
international traineeships through a number of international traineeship programmes, e.g.
INOV Contacto, INOV Mundo, INOV Vasco da Gama, INOV Art, etc. (see also Section 3.4).

Although in most cases transnational traineeships are promoted through the provision of
financial support, travel grants and scholarships, usually provided by either the EU and/or
MS, in few instances they are actively supported by employers. However, learning mobility
is quite often financed through private funds or savings. As a recent Eurobarometer showed,
about two-thirds (65 per cent) of respondents said they had used own financial resources
for learning mobility.”

In relation to LdV trainees and apprentices host organisations are most commonly VET
schools and colleges (e.g. secondary technical schools, secondary VET schools, etc.) (e.g.
AT, BE, FR, IT, LT, LV, NL, PL, RO, SE, UK, etc.) and SMEs (e.g. BE, ES, IT, LT, LV, NL, RO,
UK, etc.). Indeed, according to a 2011 study the largest proportion of organisations taking
on LdV trainees and apprentices in 2010 were VET centres and organisations (23 per cent);
SMEs (20 per cent); and vocational or technical secondary schools (11 per cent). People in
the labour market who go abroad under the LdV Programme are mostly hosted by SMEs (34
per cent); HEIs (8 per cent); VET centres and organisations (6 per cent); non-profit
associations (7 per cent); and large companies (4 per cent).!s®

The main sectors taking on LdV trainees and apprentices include (i) the education sector
(48 per cent); (ii) hospitality industry (12 per cent); (iii) wholesale and retail trade, repair
of motor vehicles and motorcycles (7 per cent); (iv) manufacturing (6 per cent); (v)
healthcare and social work (5 per cent); and (vi) agriculture, forestry and fishing (5 per
cent).®®
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Association Internationale des Etudiants en Sciences Economiques et Commerciales/AIESEC, http://www.aiesec.org/

European Law Students’ Association/ELSA, http://www.elsa.org/

http://www.cimo.fi/frontpage

http://www.becasargo.es/

167 Eurobarometer, (2011). Youth on the Move: Analytical Report, No 319b, May,
http://ec.europa.eu/public_opinion/flash/fl 319b en.pdf

168 GHK, (2011). Op.Cit.

189 Ibid.
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Crucially, our study found that employers value the skills and experience one acquires
through transnational traineeships. However, in view of the great diversity of national
legislative frameworks, regulations, administrative procedures and practices associated with
traineeships among MS, they would welcome more information, help and guidance at EU
level. The upshot would be greater transparency for both young people considering a
traineeship abroad and employers wishing to take on trainees.

Increased Focus on Transnational Traineeships

m Erasmus and Leonardo da Vinci Programmes: growing take up of transnational
placements across the EU.

m Finland: international mobility, seen as an essential element of the educational
curriculum, is one of the priorities of the Education and Research 2007-2012 Plan.

m Spain: traineeships abroad are actively promoted through both EU and national
programmes, e.g. FARO, Argo, etc.

m Portugal: transnational traineeships are supported by both EU and national
programmes, e.g. INOV Contacto, INOV Mundo, INOV Vasco da Gama, INOV Art, etc.

5.6 Recruitment Process and Equity of Access

Our study identified a wide range of traineeship-related recruitment channels. These include
(i) educational establishments (e.g. AT, BE, BG, CY, DK, EL, ES, FI, FR, HU, IT, LT, LV, MT,
NL, PL, RO, SI, UK, etc.); PES, especially for traineeships related to ALMPs (e.g. AT, BE, CY,
DK, EL, ES, IE, FI, FR, IT, LT, MT, PL, PT, RO, SI, UK, etc.); employers and/or professional
associations (e.g. AT, BE, BG, DE, EL, FR, IT, PL, RO, UK, etc.), personal/social networks
(e.g. AT, EL, ES, FI, IE, IT, PT, UK, etc.); websites (e.g. AT, BE, CY, DE, DK, EL, FR, IE, IT,
NL, SE, UK, etc.); intermediary organisations (e.g. BG, CY, DE, EL, ES, HU, NL, RO, SE, UK,
etc.); etc. Some of these recruitment methods are discussed in some detail below.

Not surprisingly, one main recruitment method for trainees is through educational
institutions, national associations or organisations which offer support to students, or the
unemployed, notably PES, in sourcing and securing an appropriate and relevant traineeship
(e.g. AT, BE, BG, CY, DE, DK, EL, ES, FI, FR, IT, LT, MT, NL, PL, PT, RO, SI, SE, UK, etc.).
As expected, traineeships linked to study curricula are more likely to be characterised by
well-organised and relatively transparent recruitment processes. Indeed, in a number of
cases the educational institutions themselves have set up ‘Offices for Traineeships’, often
with ESF support. These are specifically tasked with liaising with companies with the explicit
aim of organising, co-ordinating and overseeing student (and sometimes) graduate
traineeships (e.g. CY, EL, ES, FI, FR, HU, IE, NL, IT, RO, UK, etc.). In Italy, for example, all
universities have placement offices through which the university coordinates the entire
traineeship process through the promotion, matching and pre-selection of candidates; the
administrative procedures; the mentoring of the trainee by representatives of both the
educational institution and host organisation; and the monitoring, oversight and assessment
of the traineeship. Similar arrangements were found in many other countries such as
Cyprus, Finland, France, the Netherlands, Romania, etc. In many cases, the role and
tasks of such offices are undertaken by the educational institution’s Career Services which
are increasingly assigned the responsibility for organising, co-ordinating and managing
traineeships as part of the ‘student experience’.'”®

As mentioned, recruitment for traineeships which form part of ALMPs is realised most
commonly through PES and, in some cases, approved intermediary organisations. For

170 Eyropean Commission, (2009b). Op.Cit.
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example, the recruitment for the Work Experience Programme for New Labour Market
Entrants takes place with the active involvement of OAED, the Greek PES. Similarly, in
Cyprus the PES is responsible for matching unemployed graduates to employers who offer
traineeships as part of the Scheme for the Job Placement and Training of Tertiary -
Education Graduates as is ETC, the Maltese PES, for recruitment to the Traineeship
Scheme. Likewise, the Swedish PES is actively involved in the recruitment of graduate
trainees as part of the Young Potentials Programme, as is the Instituto do Emprego e
Formacdo Profissional (IEFP), the Portuguese PES, which is managing the Programa
Estagios Profissionais.

A second recruitment method for trainees is through personal and social networks (e.g.
AT, EL, ES, FI, IE, IT, PT, UK, etc.). This method fits in with the tendency of some
organisations to recruit trainees on an ad hoc basis. In some instances, these are used quite
extensively by SMEs, not least because these are less likely to have elaborate and extensive
recruitment procedures. For example, in Austria a survey showed that over half (57 per
cent) of pupils of VET schools and colleges had obtained their mandatory traineeship
through contacts of relatives, friends or acquaintances. In the UK, this method of
recruitment is both widely used and regarded as a reason for concern. One of the main
criticism is the inherent lack of equity of access, since organisations offering traineeships to
the children of family and friends are potentially putting young people lacking appropriate
contacts at a disadvantage.'”* In response to such concerns, as part of its social mobility
strategy the UK government is exhorting organisations to sign up to the Business Compact
where they voluntarily commit to a range of activities designed to widen access to
professional occupations to groups who may have previously been excluded. One of the
suggested actions is to offer traineeships in a rigorous and transparent way rather than
making them available to those with access to informal personal networks.!”2

Another trainee-related recruitment method is linked to internal or corporate formal
procedures similar to usual staff recruitment processes, where employers choose the most
suitable applicant for the scheme from an open application procedure (e.g. DE, ES, FI, PL,
RO UK, etc). For example, in Poland there are transparent recruitment processes in public
administration, private and third sectors aimed at selecting potential trainees based on
formal internal procedures. Related to this method of recruitment is, in some cases, the
existence of a formal testing procedure for traineeships (e.g. ES, RO, etc.). For example, in
Romania, after completion of medium- (Bachelor’'s) or long-cycle (Master’s) higher
education, access to the labour market, including traineeships for certain professions (e.g.
physicians, lawyers, public notaries, tax auditors, teachers, etc.), is subject to examination.
Large organisations and/or multinationals as well as, in certain cases, public administration
and international organisations tend to have such properly structured, organised and
transparent procedures.

Traineeships are also advertised in the open market, especially those offered by large
corporations, multinationals and international organisations. Increasingly, young people,
faced with growing difficulties in securing employment and decreasing humbers of formal
traineeships, are seeking such placements proactively by making speculative traineeship
applications to organisations. Online platforms and websites are becoming increasingly used
in the trainee-related vacancy advertisement and recruitment process.

5.6.1 Socio Economic Background of Trainees

Our study also sought evidence on the impact of the trainee’s socio-economic background
upon one’s ability to undertake traineeships (paid or unpaid). For example, in Estonia those
undertaking transnational traineeships tend to be self-selective because they usually have
to cover at least part of their stay abroad (by relying on either own means or parental

71 HM Government, (2011). Op.cit.
172 http://www.dpm.cabinetoffice.gov.uk/social-mobility-business-compact

Study on a comprehensive overview on traineeship arrangements in Member States 68



support). This, in turn, means that young people from disadvantaged backgrounds may not
be able to afford such traineeships. Across MS, the issue of traineeship-related pay has
acquired crucial importance, as it raises questions of fairness, equity of access and social
mobility.

For example, evidence from the UK also emphasizes the potential of (unpaid) traineeships
to exclude those from lower socio-economic backgrounds. Indeed, the UK case study
revealed that for the most part traineeships appear to be taken up by young people with
degree level education (typically recent graduates) or higher education students during their
summer vacation. At the same time, traineeship opportunities appear to be inaccessible for
young people who do not hold (or are not studying towards) a degree. For example, the
evaluation of the Graduate Talent Pool found graduates with higher degrees were more
likely to have obtained placements.

It is also usually young people from relatively affluent backgrounds who can afford to
undertake unpaid traineeships, with parental income used to financially support them.
Indeed, both the current UK Social Mobility Strategy and submissions to the UK Low Pay
Commission stressed the impact of unpaid traineeships on social mobility by inhibiting
labour market access for particular segments of young people. According to both the TUC
and Intern Aware'? (a campaign focusing on promoting fair access to the traineeship
system) unpaid traineeships discriminate against young people from poorer backgrounds
who cannot afford to work for free, and who are thus excluded from gaining access to
certain professions and sectors, e.g. law, media/journalism, creative industries,
marketing/PR, politics, etc.

There is also some evidence of a gender imbalance in the take-up of traineeships, with
more young women undertaking traineeships than young men (e.g. AT, DE, FR, IT, etc). It
is not clear from the data available whether this gender imbalance can, to some extent, be
explained by sectoral or occupational factors. In other words, it is not clear whether young
women tend to be concentrated in certain sectors/occupations which are associated with a
high incidence of traineeships. Alternatively, this may also highlight the greater difficulties
which young women face in entering the labour market.

Member States’ Efforts to Improve Equity of Access

m UK: HEFCE’s Undergraduate Internship Scheme, aimed at encouraging social mobility,
provided funding to finance short traineeships and targeted groups who may not
typically have access to traineeships. Similarly, the current Social Mobility Strategy,
launched in April 2011, seeks to promote transparency in the traineeship-related
recruitment and improve access to traineeships by disadvantaged young people.

m Poland: The former government implemented changes to the system of legal
professional training, opening up the legal profession to people of diverse backgrounds
in an attempt to address gender and social entry barriers to this profession.

5.7 Prevalence of Traineeships by Sector

The type, range and profile of sectors where traineeships are more prevalent differ, to some
extent, according to the specific type of traineeships. For example, mandatory professional
training through traineeships (either as part of the final years of studies, or immediately
after graduation) is prevalent among the liberal and/or regulated professions, notably
medicine, law, education/teaching, architecture/engineering, social work, etc. (see also
Sections 4.3 and 5.3).

173 http://www.internaware.org/
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In addition, there are a number of sectors where traineeships are increasingly common. As
Table 5.1 shows, traineeships are commonly found not only in the private sector but also in
both the public sector/administration and the non-profit/third sector/NGOs.

Table 5.1: Examples of Sectors where Traineeships are prevalent

Sectors Member States
Creative industries (e.g. AT, BE, DE, DK, EL, ES, FI, FR, IE, IT, LT, LV, MT, NL,
Culture, Art & Publishing) PT, SE, UK
Media/Journalism & PR AT, BE, DE, DK, EL, ES, FI, FR, IT, LT, LV, MT, NL, SE,
UK
Tourism & Hospitality AT, BE, CY, CzZ, DE, DK, EE, ES, EL, FR, HU, IE, IT, LU,
industry LV, MT, PL, PT, RO, SI, SK, UK
Business Administration & AT, BE, DE, DK, EE, ES, FI, FR, HU, IE, IT, MT, NL, PT,
Management Consulting SE, SI, SK, UK
Banking, Finance & BE, CY, DE, DK, EE, ES, FI, FR, HU, IE, IT, LU, MT, NL,
Accountancy PT, RO, SE, SI, SK, UK
Manufacturing AT, BG, BE, CZ, DE, ES, FI, FR, IT, LV, MT, NL, PL, RO,
SE, SI, SK, UK
Third Sector/NGOs AT BE, CZ, DE, EL, ES, IE, IT, FI, FR, IT, LT, LV, MT,
PL, RO, SI, SK, UK
Public Sector BE, BG, CZ, DE, EL, ES, FI, FR, IT, LT, MT, NL, PL, PT,
SI, SK, UK

The fact that traineeships are becoming increasingly common in private, public, third and
international sectors was also borne out by the 2011 YFJ's survey which found that
traineeships were undertaken in private sector companies (27 per cent); NGOs (25 per
cent); public and municipal sector organisations (22 per cent); and inter-governmental
organisations (21 per cent).'”

Interestingly, there is also evidence that, in some cases, government initiatives seek to
promote traineeships in particular sectors deemed to have strategic importance to their
economy. For example, this is the case for the ICT sector in Malta and tourism and
hospitality and ICTs in Cyprus.

5.7.1 Traineeships as Compulsory or Optional Part of Academic and/or Vocational
Study Curricula (i.e. Traineeships during Education)

The evidence about the sectors in which traineeships form a compulsory or voluntary part of
educational programmes varies across MS. For example, in Latvia higher education
workplace training is a compulsory part of the curriculum in, typically, construction,
manufacturing and engineering. Not surprisingly, in this case 92 per cent of students
claimed that a practical traineeship in these sectors is a compulsory part of their studies. On
the other hand, in Austria, voluntary traineeships in degree-level programmes are common
in business studies, architecture and technical studies. In Spain, university students could
undertake traineeships in the public sector through Becas de Administraciones Publicas
which provided practical training in public administration. In general, traineeships

174 European Youth Forum, (2011). Op. Cit.
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associated with educational programmes, either vocational and/or academic, are becoming
increasingly common across a variety of sectors (see also Sections 5.2 and 5.3).

Significantly, in line with existing literature, our study found that some fields of study offer
lower levels of risk than others in terms of avoiding endless cycles of traineeships. For
example, the German case study showed that engineering students are often recruited by
companies even before graduation, whereas linguists and social scientists may experience
greater periods of unemployment and extended traineeship cycles after completion of
studies, or difficulties in obtaining work in line with their qualifications. Similar findings
emerged in other countries (e.g. AT, EL, IT, NL, UK, etc.)

5.7.2 Traineeships as part of Mandatory Professional Training

Mandatory professional training through traineeships, either as part of the final year of
study, or immediately after graduation, is prevalent among certain professions, e.g.
medicine, law, education/teaching, architecture/engineering, etc. Here participation in
traineeships is often a legal prerequisite for obtaining a licence to practice (e.g. AT, BE, BG,
CY, CZ, DE, EL, ES, HU, IE, IT, NL, PL, SI, RO, UK, etc.). Traineeships associated with
mandatory professional training, particularly in medicine, law and education/teaching, are
tightly regulated and monitored. However, despite the high degree of regulation, there are
concerns about how, in some cases, such traineeships are being accessed and trainees
treated. Indeed, among sectors criticised for trainee exploitation are the legal sector (e.g.
BE, EL, IT, UK, etc.) and the medical sector (e.g. AT, BE, EL, UK, etc.). More information
about this type of traineeship can be found in Section 5.3.

5.7.3 Traineeships in the Open Market

As mentioned earlier, traineeships in the open market are becoming widespread across all
sectors, i.e. the private, public, third and international sectors. Crucially, most of the
(anecdotal) evidence about questionable employer practices refers to traineeships taken up
by young people on a voluntary basis in the open market. On the basis of a small-scale
survey of ex-trainees conducted in the UK by Interns Anonymous, which received 235
responses, most trainees surveyed were in politics and public affairs (20 per cent);
charities/NGOs (20 per cent); and arts and heritage (14 per cent).” The phenomenon of
traineeships is quite widespread in the UK and quite prevalent in certain sectors (‘glamour
sectors”’), e.g. creative industries, media, journalism, public relations, fashion/design, third
sector, including NGOs, public affairs and politics, etc.

Indeed, the creative industries (e.g. culture, art, design, publishing, etc.) and
media/journalism are cited most often as having a large number of mostly unpaid
traineeships (e.g. AT, BE, DE, DK, EL, ES, FI, FR, IE, IT, LT, LV, MT, NL, PT, SE, UK, etc.).
Similarly, the business administration/services sector employs a large number of trainees
(e.g. AT, DE, EE, FI, FR, IE, MT, NL, PT, SE, SI, SK, UK, etc.), while in a number of
countries, the same applies for the banking/accountancy sector (e.g. BE, CY, DE, DK, EE,
ES, FI, FR, HU, IE, IT, LU, MT, NL, PT, RO, SE, SI, SK, UK, etc.). For example, in both
Germany and Luxembourg, open market traineeships are offered in the private banking
sector. Indeed, in Luxembourg, the banking and finance sector, which accounts for over
20 per cent of the entire workforce is the sector which attracts most trainees.

Interestingly, the Hungarian case study also provided evidence of sectoral differences
concerning the financial investment of traineeships. Specifically, employers in financial
services and the mining, electricity, gas and water supply industries spent ‘above the
average’ on traineeships, whereas investment from the social and health care, education,
hospitality and the construction industries was far lower.

75 http://internsanonymous.co.uk/
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Traineeships in the public sector have also become prevalent in recent years, although in
the face of current public funding constraints, this trend may decrease (e.g. BE, BG, CZ, DE,
EL, ES, FI, FR, IT, LT, MT, NL, PL, PT, SI, SK, UK, etc.). For example, in Greece the old
STAGE programme, whose initial aim was to provide traineeship opportunities primarily in
the private sector, resulted in a far larger number of traineeships being offered in the public
sector.'”® This expansion of public sector placements led to criticisms that public bodies used
STAGE trainees as cheap labour and, eventually, this programme was discontinued in
November 2009.

In general, questionable employer practices, poor trainee terms and conditions and even
trainee exploitation are associated with traineeships not only in the private (e.g. AT, DE,
DK, EE, ES, FR, IE, IT, LT, LV, RO, UK, etc.) but also in the public (e.g. BE, BG, EE, EL, ES,
FI, IT, SI, etc.) and third sectors (e.g. AT, BE, DE, EE, ES, IT, LT, LV, SK, UK, etc.). A more
detailed discussion on questionable employer practices can be found in Section 6.6.

5.8 Take-up of Traineeships by Company Size

Information about the availability of traineeship opportunities by company size is more
limited than that by sector. However, where evidence is available, it suggests that larger,
including multinational, organisations are more likely to offer traineeships (e.g. BG, CZ, FR,
IE, IT, HU, LT, PL, RO, SE, SI, SK, UK, etc.).?”” For example, in Bulgaria, large (and
medium-sized) firms resort to specialist small firms for the selection of suitable trainees. In
Poland, large organizations run their own traineeship programmes. Similarly, in the UK
traineeships have historically been offered by multinational and/or private sector
companies, some relatively large public sector or independent/semi-autonomous bodies,
e.g. BBC, and third sector organisations.

In contrast, with the notable exception of IVET placements, SMEs are in most MS less likely
to offer traineeships for a number of reasons: (i) there is a perception that employing a
trainee is both time and labour intensive for their regular staff (e.g. EE, EL, IT, MT, PT, UK,
etc.); (ii) where micro and family businesses dominate the economy, these are more likely
to recruit or train a family member as opposed to hiring a trainee from the outside (e.g. CY,
EL, IT, MT, PT, etc.); (iii) they are less likely to have formal links with educational
establishments, including those whose study curricula include traineeships.”® Indeed,
according to the UEAPME, this is an issue which should be carefully considered, especially
since it is mainly SMEs which need qualified staff; (iv) graduate awareness of employment
opportunities in SMEs is rather poor which, in turn, means that they are less likely to seek a
traineeship in such companies.'” For example, in Hungary, according to the president of
the Hungarian Chamber of Commerce and Industry, at least 20,000 companies should
participate in offering VET traineeships. To this end, the results of a recent survey indicated
that 42 per cent of companies were keen to co-operate with VET institutions. However, this
ratio was only 33 per cent among enterprises employing less than 50 people, as opposed to
48 per cent in firms with 51-200 employees.

The above discussion notwithstanding, there is also some evidence that, in some MS, SMEs
appear to be more likely to offer traineeships. For example, in Slovakia SMEs (together
with NGOs and public sector organisations) tend to offer traineeships as part of their
graduate recruitment. Similarly, in Denmark companies which take on trainees from
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academies of professional higher education are most likely to be SMEs (while 37 per cent of
traineeship providers have more than 50 employees and 16 per cent have more than 250
employees).® In both Latvia and Lithuania SMEs are among the main types of
organisations which offer transnational traineeships.

Where SMEs do offer traineeships, these are more likely to be used as an initial screening
and recruitment mechanism, although this also the case with larger organisations. Evidence
from Germany shows that up to 4.4 per cent of all new recruits have completed a
traineeship with that particular company. In small companies with 10-49 employees 3 per
cent of all new recruits have undertook a traineeship there as opposed to 2 per cent in
establishments with more than 50 employees.!#?

According to more recent anecdotal evidence from Bulgaria, Poland and the UK, a
growing number of SMEs have used trainees as a source of cheap (unpaid or underpaid) or
free labour during the recession, with SMEs in the UK turning to specialist graduate
traineeship placement firms such as Inspiring Interns for help with such recruitment.®

Traineeship-related Policy to target SMEs

There is evidence that policy makers across the EU are increasingly recognising the
significant role which SMEs can play for both economic and employment growth, through
the more extensive offer of traineeships. For example, in Ireland in May 2011 the Minister
for Social Protection explicitly called on SMEs to engage with that Department and FAS to
provide valuable and meaningful work experience to young people within the context of
Ireland’s National Internship Scheme.®* In Cyprus, the Scheme for the Job Placement and
Training of Tertiary-Education Graduates offers company subsidies which present a stronger
financial incentive to SMEs, in recognition of the inherent difficulties that such companies
face in getting involved with the early labour market entry of young people.’®> The
Portuguese Programa Estagios Profissionais also has in place a similar arrangement of
sliding subsidy scales which are higher if the traineeship takes place in SMEs.

Moreover, in Portugal, the Inov-Jovem placements run by the Ministry of Economy and
Ministry of Labour aim, since 2005, to facilitate the integration of graduate job seekers in
SMEs through skill development and work-based experience. Recognising the reluctance of
SMEs to take on trainees, in 2009 in the UK Enternships.com was launched with the aim of
linking students with SMEs and start-ups for the purposes of promoting traineeships.®

5.9 Financing of Traineeships

Across MS the most common methods of financing the various types of traineeships include
European funds, notably the ESF (e.g. AT, BE, BG, CY, CZ, EE, EL, ES, IE, FI, FR, IT, LT, LV,
MT, PL, PT, RO, SE, SI, etc.); national/regional funds (e.g. AT, BE, BG, CY, CZ, DE, EE, EL,
ES, FI, FR, IE, HU, LT, LU, LV, MT, NL, MT, PL, PT, RO, SE, UK, etc.); educational
establishments’ funds, e.g. university grants and scholarships for traineeships (e.g. BG, CY,
DK, EE, EL, ES, IE, FI, FR, NL, IT, RO, SE, SI, UK, etc.); personal financing, including
family/parental support (e.g. AT, BE, DE, EE, EL, ES, IE, FR, IT, LU, PL, PT, RO, SI, UK,
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etc.); and company resources (e.g. AT, BE, DE, DK, CZ, FI, FR, HU, IE, NL, PL, SE, UK,
etc.).

5.9.1 Self-Financing

The growth of traineeships which offer no or insufficient compensation to trainees has led to
the rather widespread practice of personally financing participation in such placements (e.g.
AT, BE, DE, EE, EL, ES, IE, FR, IT, LU, LV, PL, PT, RO, SI, UK, etc.). The extent to which
young people must cover relevant costs varies between both countries and types of
traineeships. For example, in Ireland a survey showed over three-fifths (69 per cent) of
young people privately financed their traineeship abroad, while in Romania, students who
pay tuition fees must also cover the costs of their practical training. Interestingly,
stakeholders in Romania view this self-financing as a lever which generates in the young
people genuine interest in and motivation to successfully complete the traineeship. In
Poland, self-financing is required as traineeships for undergraduate students are not
financed by any particular schemes or funds, while in the UK, financing for all forms of
traineeships is typically divided between companies, trainees themselves and their parents.

The first EU-wide trainee survey, conducted by YF] in 2011, also highlighted the fact that,
because trainees, in many cases, receive no or insufficient compensation, they usually have
to rely on other sources of financial support, including assistance from parents, own
savings, external grants and/or loans.'® Indeed, the survey showed that over two thirds
(64.7 per cent) of insufficiently paid or unpaid trainees rely on parental financial support,
while just over one third (35.3 per cent) live off own savings. One fifth (20.3 per cent) of
surveyed trainees rely on a grant/scholarship. Significantly, 12.8 per cent of trainees have
to get another job in addition to their traineeship in order to cover their living expenses. The
fact that such a large proportion of trainees rely on parental financial support or own
savings also raises the issue of equity of access to traineeships (and the way they can
smooth the path to employment), since young people from less privileged and/or
disadvantaged backgrounds may not be able to draw on such resources.'®® As a result, they
may not be able to afford to undertake an unpaid or insufficiently paid traineeship which,
however, may be a requirement for access to certain professions and sectors.

5.9.2 Company Resources

Our study found evidence of companies providing some compensation to their trainees;
however, this is typically discretionary (e.g. AT, BE, DE, DK, CZ, FI, FR, HU, IE, IT, NL, PL,
SE, UK, etc.). Host organisations can also provide a trainee allowance for living expenses or
in-kind benefits (e.g. transport, accommodation, meals, etc.). In some countries such as
Austria, Finland, France, and the UK, it is more common for traineeships to be financed
through an organisation’s own resources, while in others companies contribute to the
financing of traineeships. For example, in Finland one third of the costs associated with the
compulsory traineeships undertaken by UAS students is covered by employers. In Ireland
about a third of young people’s traineeships abroad was financed partly by the employer. In
Hungary, companies are obliged to pay training contributions to the state budget on the
basis of their annual wage costs. The Labour Market Fund finances various training activities
and, in 2007, a notable 20.4 per cent, was used towards the cost of traineeships.

Crucially, in the overwhelming majority of MS organisations which offer traineeships receive
financial support from either national /regional and/or EU funds (e.g. AT, BE, BG, CY, CZ,
DE, EE, EL, ES, FI, FR, IE, HU, LT, LU, LV, MT, NL, MT, PL, PT, RO, SE, UK, etc.) (see
Sections 5.9.3 and 5.9.4). Significantly, part of this funding is, in many cases, channeled
towards the subsidization of trainee compensation and social security as well as health
insurance coverage.

187 European Youth Forum, (2011). Op. Cit.
188 Mascherini, M., (2011). Op. Cit
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5.9.3 Government Funding

There is plenty of evidence across all MS of public funding channelled to the financing and
support of traineeships (e.g. AT, BE, BG, CY, CZ, DE, EE, EL, ES, FI, FR, IE, HU, LT, LU, LV,
MT, NL, MT, PL, PT, RO, SE, UK, etc.). These funds are aimed at (i) increasing the supply of
all types of traineeships; (ii) promoting traineeships as part of ALMPs targeted at
unemployed young people, including graduates; (iii) actively supporting the integration of
traineeships in both vocational and academic study curricula, including higher education
courses; (iv) balancing skill mismatches between demand and supply in the labour market;
(v) encouraging, through traineeships, greater participation or return to training of young
people at risk of exclusion, e.g. early school leavers, unskilled of low-qualified young
people; (vi) supporting transnational traineeships; etc.

The level of national funding targeted at traineeships in recent years varies between both
MS and types of traineeships. However, as mentioned earlier, there is evidence of greater
state investment in traineeships as a result of the Great Recession. For example, in
Romania during 2010-2011, the Sectoral Operational Programme for Human Resource
Development (SOP HRD) (partly financed through the ESF) provides financial support for
company-based traineeships undertaken by secondary and tertiary education students.
Similarly, given a drop in the number of available traineeships as a result of the economic
crisis in Denmark, additional funding was allocated towards stabilising and increasing the
supply of such placements. Conversely, since the recession some traineeship-related
funding has been reduced. For example, in Belgium, in 2010, a government allowance for
universities which included a budget allocation for traineeship funding was discontinued and
now departments must reserve funds for traineeships from existing budgets.

Funding is also channelled towards traineeships linked to study curricula through
scholarships/grants which enable students to undertake traineeships and/or government
subsidies paid to educational institutions for the provision of practical training to secondary
and tertiary education students (e.g. BG, CY, EL, ES, FI, IT, PL, RO, SE, etc.). For example,
in 2009 the Ministry of Education in Greece invited all Greek HEIs and TEIs to submit
proposals about the extension of their traineeship programmes, for which it made available
€50 million.

Where public funding is provided to assist the unemployed in participating in vocational
training activities, this typically includes trainee-related assistance in the form of
unemployment benefits, help with costs associated with transport, meals and
accommodation, etc. For example, in-kind benefits are paid to trainees in programmes such
as Work Experience Programme in the UK, the Inov-Jovem and INOV Contacto programmes
in Portugal, etc.

There is also evidence of public funding available to companies within MS as incentives for
offering traineeships (e.g. AT, BE, BG, CY, CZ, DK, EL, ES, HU, IE, IT, LU, MT, NL, PL, PT,
RO, SI, UK, etc.). For example, in response to growing youth unemployment the Bulgarian
government has, since 2009, launched a range of programmes with a particular focus on
traineeships. To this end, it has provided wage and social security contributions to
companies employing trainees, while also paying allowances directly to trainees.

As detailed in Section 3.1 in order to deal with the impact of the economic crisis,
governments across the EU are increasingly using national funds to support the young
unemployed in the labour market (e.g. AT, BE, BG, CY, CZ, DK, EE, EL, ES, IE, FI, FR, HU,
IE, IT, LT, LU, LV, MT, NL, PL, PT, RO, SE, UK, etc.). For example, in Luxembourg, the
Contrat d’Initiation a I’Emploi - Expérience Pratique (CIE-EP) is aimed at skilled young
people, including graduates. Such a contract can last up to 24 months, and a minimal
trainee remuneration of between 120 and 150 per cent of the national minimum wage is
paid by the employer. The National Fund for Employment may reimburse up to 40 per cent
of the trainee compensation. A lump sum is paid to the enterprise - amounting to 30 per
cent of all costs associated with the traineeship - if, upon completion of the placement, the
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trainee is recruited on an open-ended contract with no further probation period.* Former
trainees also have priority to be recruited, should the company hire after the end of their
CIE-EP.

In Poland, the Labour Fund finances the implementation of both active and passive labour
market policies. Each of the constituent labour funds receives an annual allocation for
activities like the payment of unemployment benefits, the provision of training, including
traineeships (called stages), job clubs, etc. The Regional Labour Office allocates these funds
to sub-sets of activities, while the Board of the Region (zarzad wojewddztwa) decides the
fund allocation subject to final ministerial approval. Additionally, traineeships available in
some areas selected by the Regional Labour Office are financed by the ESF via the Human
Capital Operational Programme (WUP).**°

In the Czech Republic, among the ALMP measures in operation, the Work Experience for
School Leavers Programme is specifically designed to facilitate the labour market transition
of unemployed young people by, inter alia, providing financial support so that they can
acquire and improve their work-related skills through work-based experience, including
traineeships.

In the Netherlands, the Actieplan Jeugwerkloosheid 2009-2011 developed in collaboration
with the Dutch Trade Union Federation (FNV), actively promotes traineeships as an effective
way of keeping young people in close contact with the labour market. Dutch employer
organisations are also committed to increasing the supply of traineeships which are financed
by sectoral labour market and educational funds.

5.9.4 European Funding

Where public funding is available in MS to support various forms of traineeships, this
commonly involves considerable support from European funds, notably the ESF (e.g. AT,
BE, BG, CY, CZ, EE, EL, ES, IE, FI, FR, IT, LT, LV, MT, PL, PT, RO, SE, SI, UK, etc.). Indeed,
as part of its support for youth employment measures, the ESF has enabled MS to promote
traineeships (and workplace experience placements more generally) as a way of facilitating
school-to-work transitions. For example, the ESF supports vocational training programmes,
including VET traineeships (e.g. BE, CY, DE, EE, EL, ES, FI, FR, HU, IE, IT, MT, NL, PL, PT,
RO, SI, SK, UK, etc.); training schemes particularly targeted at disadvantaged/
unemployed/at risk young people (e.g. AT, BE, CY, CZ, DE, EL, ES, FI, FR, IE, IT, LT, LV,
NL, PT, SE, SI, SK, UK, etc); programmes explicitly aimed at enabling transitions from
education to employment through, inter alia, traineeships (e.g. AT, BE, CY, DE, EL, ES, IE,
HU, IT, LV, MT, NL, PL, PT, RO, SE, SI, UK, etc.); programmes which promote traineeships
as part of higher (vocational and academic) education study curricula (e.g. BG, CY, EL, ES,
FI, HU, IE, IT, PL, RO, SI, UK, etc.).

For example, in 2009 Slovenia used ESF money to launch a new programme called
Graduate — Activate yourself and get the job which was especially designed to support
young graduates enter the labour market through, inter alia, six-month traineeships.
Similarly, in some regions of Spain ESF funds have been used to develop traineeship
programmes for VET and university graduates in research departments of universities and
other institutes as a way of facilitating their labour market entry.

In Greece, universities started introducing traineeships into their study curricula in a more
organised way since mid 1990s, thanks to, inter alia, the co-funding provided by the ESF.
As a result, HEI traineeships are becoming increasingly more widespread mainly thanks to

189 In 2010, the National Funds for Employment reimbursed €0.54 million for CIE-EP, €3.9 million for the Contract d’appui
a l'emploi (CAE), while the Complement d’indemnite pour les stagiaires, which provides financial aid to trainees,
amounted to €0.05 million.
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ESF-support which, inter alia, contributes towards trainee compensation, social security and
health insurance coverage. Indeed, the current Operational Programme Education and
Lifelong Learning 2007-2013 stipulates that, because of the importance of creating closer
links between education and the labour market, where traineeships play a crucial role, the
second most important Community contribution (23.6 per cent) will be channelled to
relevant actions. For example, this Operational Programme which is co-funded by 80 per
cent by the ESF, is providing a subsidy of up to €1,200 per student for the duration of
traineeship (if undertaken in Greece) and up to €1,800 per student for a traineeship in
another MS.*!

Apart from traineeships linked to education and training, European sources, notably ESF,
have also been used to co-finance other forms of placements. In particular, since their
introduction in 1998 all the STAGE programmes in Greece were co-funded by the ESF. The
total funding available for the period 2010-2012 for the new Programme for New Labour
Market Entrants, the successor to the old STAGE programme, is €53,940,400.%

Similar arrangements whereby ESF funding is contributing to the promotion of traineeships
exist in a number of other countries, most notably in New MS and Southern Europe. For
example, since its creation the Portugal’s Programa Estagios Profissionais has been
financed by both the ESF and the Portuguese Government. Since 2009, the latter
contributes 30 per cent and ESF 70 per cent of its total costs. Similarly, the ESF is providing
substantial financial support for traineeship schemes in a number of other countries (e.g.
BG, CY, CZ, EE, IT, LT, LV, MT, PL, RO, SI, SK, etc.). For example, in Romania, the
Sectoral Operational Programme for Human Resource Development (SOP HRD), co-financed
by the ESF, includes Axis 2.1 (The Transition from School to active Life) which promotes
traineeships for students in upper secondary and tertiary education with the explicit aim of
enhancing their employability by helping them develop practical, work-related skills.

In the Czech Republic, some of traineeships for unemployed young people (aged up to 25)
and graduates within 2 years of completion of studies (aged up to 30) were financed
through the national programme Spolecensky ucelna pracovni mista (‘Jobs for social
purposes’). This was co-funded by the ESF and helped a large number of young people,
especially those from disadvantaged backgrounds, to undertake traineeships in the public
and the non-profit sectors. One of the key aims of the programme was to help young people
gain practical work experience and apply their theoretical knowledge in genuine work
settings as a step to securing permanent employment.

In Cyprus, the ESF provides 70 per cent of the total cost (€8 million) of the Plan for
Accelerated Company-based Initial Vocational and Education Training Programmes aimed at
improving the employability of the unemployed, including young people, through offering
training and work experience opportunities in companies. Their duration can be 8-10 weeks.

In Lithuania, the ESF funds the Human Resources Development Programme which
promotes VET, including traineeships, as part of ALMPs targeted at the unemployed.®*
Similarly, in Latvia the ESF finances a Support Package (Kompleksi Atbalsta pasakumi
2009-2013), run by the State Employment Agency.'s This includes the Jauniesu darba
prakse (Youth Work Practice) project which offers training opportunities, including

191 Ministry of Education, Lifelong Learning and Religious Affairs, (2010). Open Invitation for Proposal Submission as
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traineeships, to unemployed young people aged from 18 to 24 with secondary or higher
education qualifications.

In the UK, ESF funding for traineeship-related projects has mostly been used at the local
and regional levels. For example, Unlocking Cornish Potential, a scheme which places
graduates in Cornwall with local firms to work on a specific project for six to 12 months, is
part-funded by the ESF.*** Moreover, Graduate Advantage in the West Midlands is an
initiative similar to the national Graduate Talent Pool scheme with additional services
including a travel allowance for unpaid traineeships and a Payroll and HR service which
covers the employer’s National Insurance contributions for paid trainees.*’

ESF funds also support policies targeting disadvantaged groups in the labour market. For
example, in Belgium, the Convention dimmersion professionnelle is a company-based
traineeship contract which applies to traineeships in the open market (as opposed to those
which form a compulsory part of university study curricula), although in the Flemish region
it is used for traineeships linked with secondary education.**® According to this ESF-funded
programme, which provides subsidies to participating companies, trainees are entitled to
compensation (between €461 and €720) and social security coverage, while companies
receive a start-up bonus.

Furthermore, ESF-funded projects in Sweden are currently developing new models of
traineeships and workplace training designed to prevent youth exclusion from the labour
market and reduce skill mismatches. For example, copying a successful initiative
implemented in the neighbouring Skdne County, the Municipality of Karlshamn in Sweden
has recently launched an ESF funded project aimed at unemployed young people which
combines training lasting six weeks with a company-based traineeship during which they
can apply their new skills in real work settings. Similarly, the ESF-supported Unga i Jobb
(Youth at Work) project aimed at improving the use of traineeships as an instrument of
introducing young people into the labour market, and at strengthening the co-operation
between local actors responsible for youth employment.

In Ireland, the most recent policy related to traineeships, is the new National Internship
Scheme, known as JobBridge, which provides six or nine-month work experience
placements to trainees.*® This ESF-supported scheme is part of the National Employment
Action Plan (NEAP) and is being used by the Department of Social Protection to help
unemployed young people break the cycle where their lack of previous work experience
constitutes a major barrier to labour market entry. Interestingly, JobBridge builds on
Gradlink, a traineeship programme aimed at graduates and launched in January 2010 by
the Irish Business and Employers Confederation (IBEC) in response to rising youth
unemployment.? Indeed, IBEC lobbied the Irish government to introduce a national
traineeship programme like JobBridge.

Financing Transnational Traineeships

Considerable EU financial support aimed at promoting learning mobility through, inter alia,
transnational traineeships is also available through the Erasmus and Leonardo da Vinci
(LdV) programmes. There is also plenty of evidence across MS of national funds aimed at
increasing the supply of a wide range of traineeships (e.g. AT, BE, CY, EL, ES, FI, IE, LU,
LV, MT, NL, MT, PT, RO, SE, UK, etc.).

Typically, transnational mobility through the LdV and Erasmus programmes is financed by
the respective programmes and co-ordinated by a national agency (e.g. BE, CZ, EE, EL, ES,

1% http://www.cornwall.ac.uk/ucp/index.php?page= Home
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IE, IT, PL, etc.). The evidence is rather mixed as regards the availability of additional
funding, including compensation, for trainees participating in international programmes. For
example, in Estonia, students on transnational traineeships do not receive compensation as
such, while they cover their living expenses through a regular study allowance and
Erasmus/LdV grants. In contrast, in Finland the employer may, in some cases, provide
additional compensation to the trainee, although most of Finnish outgoing students finance
their mobility from grants offered by their educational institution. In the Czech Republic,
transnational traineeships in the commercial sector are usually financed by employers. In
the Netherlands the financial capacity of host organizations combined with the funding
available for participants are considered to be among the main challenges for transnational
traineeships.

Finally, students undertaking a traineeship abroad may also receive additional financial
help, e.g. subsistence and/or accommodation allowance, travel expenses, etc., if the
traineeship is part of a study curriculum, or other benefits in-kind such as transport and free
or subsidised meals from the host organisation (e.g. HU, IE, IT, LV, etc.).

The Table overleaf summarises country-specific information about the availability of and
access to traineeships.
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Table 5.2: Availability of and Access to Traineeships

AT

BG

CY

cz

DE

DK

EL

ES

FI

FR

HU

IE

IT

LT

LU

Lv

MT

NL

PL

PT

RO

SE

SI

SK

UK

Whether there are
traineeships as
compulsory (or
optional) part of
curricula/
programmes of
studies

Whether there are
mandatory
professional/practical
training within some
professions (e.g.
lawyers, teachers,
architects, doctors
etc.)

~

Whether there are
traineeships in
upper-secondary
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6. Practice and Content of Traineeships

The extent to which traineeship content is defined varies considerably both between
countries and different forms of traineeships within countries. In the majority of MS there is
a written agreement for most, if not all, traineeships (e.g. BE, CY, DE, DK, EE, EL, ES, IE,
FR, IT, LT, LU, LV, MT, NL, PL, PT, etc.). In general, the existence of a written traineeship
agreement depends on the length and nature of traineeship (regulated or unregulated; paid
or unpaid; VET, academic or undertaken in the open market; etc.). For example, in
Germany, the Netherlands and Estonia there is a written agreement for VET-related
traineeships. On the other hand, in the UK it is not always the case that traineeships in the
open market are accompanied by a written agreement, despite the latter being promoted as
good practice by the various UK-based quality charters and codes of best practice currently
in operation. Alternatively, in France all traineeships, including those in the open market,
should be supported by a written agreement (Convention de Stage).

Significantly, the traineeship content is most likely to be formally defined when, in addition
to the trainee and the host organisation, there is a ‘third party’ involved. This, typically,
means an educational institution (academic or vocational), PES, or other national/regional
and/or professional bodies responsible for running traineeship programmes. There are also
instances of traineeship content being defined at a national-sectoral level, typically for
traineeships related to professional training, e.g. legal training in Cyprus, Greece, and the
UK.

National legislation which defines traineeship content across a range of sectors or disciplines
appears to be fairly rare. It is worth noting that it seems that, where there is a requirement
for trainees to be granted some protection, including social security coverage, then the
existence of a written traineeship agreement is more likely. Significantly, when a traineeship
agreement exists, it is also more likely to include a description of the traineeship’s duration,
focus, scope and content, including the trainee’s tasks as well as terms and conditions (e.g.
AT, BE, BG, CY, DE, EE, EL, ES, FI, FR, LT, LU, NL, PL, PT, RO, UK, etc.). It also typically
sets out the roles and responsibilities of all parties involved, the supervision and mentoring
arrangements, the monitoring and evaluation mechanisms, etc.

Overall, although the content of traineeships varies across MS, the latter can be classified
into two groups. Typically, in one group of countries usually associated with the well-known
dual education and training system, traineeships are first and foremost part of vocational
training and, as such, come closer to the conventional notion of apprenticeships. In this
case, traineeships tend to both be better regulated and have tightly defined learning
content which combines theoretical and practical knowledge, while their successful
completion can be seen as a first step towards stable employment. On the other hand, there
are countries where traineeships in the open market are very widespread among graduates,
or soon to be graduates. In this case, there is increasing anecdotal evidence that the
learning content of at least some of these traineeships is questionable, if not non-existent.
That said, it should be stressed that even in the first cluster of countries there has been a
significant expansion of graduate traineeships in the open market (e.g. AT, DE, etc.).

6.1 Traineeships as part of Active Labour Market Policies for
Unemployed Young People

There appears to be a general distinction between ALMP traineeships aimed at providing
more highly skilled young people with professional work-related experience and those
designed at helping lower skilled individuals gain basic work experience. Broadly speaking,
it appears that the content of placements associated with work experience for lower skilled
young people is less well defined. This is perhaps to be expected since the aim of these
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traineeships tends to be simple work orientation rather than the acquisition of higher level
skills.

For example, in the UK literature from the DWP explicitly states there are no requirements
regarding the structure of Work Experience placements targeted at young people aged 16 to
24. Indeed, the government regards this as one of the scheme’s virtue since it fears that
putting too much administrative burden on employers in terms of compliance with a set of
requirements might reduce participation.®** Instead, requirements on participating
companies largely relate to guarantees that (i) the young trainee will not be used instead of
a paid recruit or replace staff made redundant; (ii) the employer will provide the trainee
with a reference upon completion of the placement; and (iii) the trainee will be allowed to
continue his/her job search while on the placement. In Estonia, the aim of work
placements, lasting up to a maximum of four months and organised by Tédétukassa, the
Unemployment Insurance Fund®*?, as part of the Work Practice Scheme, is to provide
practical experience to the unemployed, including young people, and allow employers to
train participants in line with their own company-specific needs.?* Young trainees continue
to receive their unemployment benefits as well as a grant (in the form of a daily allowance),
are entitled to help with transport expenses, and are assigned a supervisor. However, since
the required tasks are fairly basic, there appears to be little scope for defining content.

On the other hand, in Cyprus the content of the traineeships aimed at unemployed
graduates with less than 12 months work experience as part of the Scheme for the Job
Placement and Training of Tertiary-Education Graduates is well-specified and closely
monitored. For example, the employer needs to deploy the graduate trainee in tasks which
will allow him/her acquire necessary and relevant practical work experience in line with the
learning plan produced at the beginning of the placement. At the same time, the host
organisation must assign a dedicated trainer to the trainee who must spend at least 40 per
cent of his/her time addressing training issues pertinent to that particular graduate. In
addition, the trainee must attend training seminars relevant to his/her learning needs and
work assignment. In Portugal, the well-structured Programa Estagios Profissionais (aimed
at young people who have completed upper secondary, post-secondary non-tertiary and
tertiary education) requires employers to produce a ‘Traineeship Plan’ setting out the
traineeship’s objectives and work-related activities as well as the skills expected to be
developed by the trainee.

Similarly, the JobBridge scheme in Ireland requires companies to produce a standard
traineeship agreement (Standard Internship Agreement) which includes details of the kind
of work experience which will be offered as part of the traineeship. The company must then
complete monthly online compliance reports to ensure the traineeship is proceeding as
planned. In these instances, the traineeship content is typically defined at the local level in
agreement between the trainee, host organisation and co-ordinating body. Similar cases of
well-defined traineeship-related structure and content can also be found in other countries
(e.g. BE, CY, EL, FI, FR, NL, PL, PT, RO, UK, etc.).

The length of these ALMP traineeships tends to be fairly specifically defined, although there
are considerable variations between MS. For example, in the UK, Work Experience
placements last two to eight weeks; in Cyprus graduate traineeships last 6 or 12 months;
in Portugal traineeships as part of the Programa Estagios Profissionais last nine months; in
Estonia Work Practice Scheme placements last up to four months; and in Finland ALMP-
related traineeships can last up to six months.

201 pepartment for Work and Pensions/DWP, (2011). Could you offer Voluntary Work Experience, Guide for Employers,
April, http://www.dwp.gov.uk/docs/work-experience-guide.pdf

202 http://www.tootukassa.ee/?lang=en

203 http://www.sm.ee/eng/activity/working-and-managing/labour-market-services-and-benefits.html
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6.2 Traineeships as Compulsory or Optional Part of Academic
and/or Vocational Study Curricula (i.e. Traineeships during
Education)

Traineeships linked to education programmes (along with those associated with mandatory
professional training programmes) tend to be among the best defined in terms of the
learning content and are more likely to be supported by a written contract. In general, the
learning content of traineeships, especially the ones linked to educational programmes
and/or mandatory professional training is usually theoretically well-defined, closely aligned
to the study curriculum and supported by a written traineeship contract.

Although the precise content of traineeship agreement varies since it is determined by the
educational institution, in general it usually describes in detail all aspects of the traineeship.
For example, it usually sets out (i) aims and objectives of the traineeship; (ii) scope and
focus; (iii) learning content in terms of trainee-related tasks and activities; (iv) duration,
including start and end dates; (v) the roles and responsibilities of all parties involved, i.e.
the sending educational institution, the host organisation and the trainee; (vi) the status of
the trainee, i.e. that he/she is not an employee but a pupil/student attached to the sending
educational institution; (vii) the trainee’s terms and conditions, including, if applicable,
compensation, social security and health/medical insurance coverage; (viii) leave
entitlement; (ix) working conditions, including working hours; (x) trainee-related
supervision, support and mentoring arrangements in place (in both sending and host
organisations); (xi) certification and accreditation arrangements including, as appropriate,
the ECTS credit value of the placement; (xii) quality assurance, monitoring and evaluation
procedures including, in many cases, the need for an assessment report at the end of the
traineeship; (xiii) dispute resolution mechanisms; etc.

For example, in the French in the Convention de Stage mentioned above the content and
focus of the traineeship is both spelled out in great detail and closely monitored by the
educational institution. Indeed, the recent 2011 Loi Cherpion reinforces the importance of
this compulsory tripartite traineeship contract which must be signed between the trainee,
the host organisation and the educational establishment for all types of traineeships. At the
same time, the law requires that the traineeship’s leaning content should be of high quality
and integrated into the trainee’s degree or other training, while seeking to ensure that
trainees are not assigned tasks performed by regular staff so as to safeguard that they are
not used as cheap labour. In Luxembourg, educational traineeships must be based on an
agreement specifying their content and practice which is also monitored by the educational
institution and employer.

Similarly, in Greece all traineeships linked to educational programmes of higher (academic
or vocational) education involve a written agreement which defines in great detail all
aspects of the placement, including trainee-related tasks and terms and conditions. As is
common across the EU, HEIs determine their own approach to the provision of traineeships,
although some common standards are being developed as a result of their involvement in
the 4 Community Support Framework. For example most HEIs now have an ESF-
supported Office for Traineeships (‘Grafeio Praktikis Askisis’) which is responsible for the co-
ordination of traineeships across the institution.

Regulation of content in these traineeships often takes place at the local level. For example,
in the UK the content and length of work placements as part of higher education courses is
largely determined by individual universities and employers according to the specifics of a
particular course. In Lithuania, the content of VET programmes is determined in
agreements between employers and educational institutions in line with guidelines set at
the national level. However, at present it is difficult to ensure widespread employer
engagement in the development of education programmes. The content of VET traineeships
in the Netherlands is defined at the local level but within the context of a Qualification
Profile which is determined by social partners at a national-sectoral level. In polytechnic
education in Finland trainees must produce a training plan at the outset of the traineeship
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outlining how the placement will assist their professional development. This plan is
monitored by representatives from both the host organisation and the educational
establishment.

There are obvious variations in the extent to which the traineeship content is clearly and
tightly defined between different levels of the education system. Typically, there is a
difference between traineeships in upper secondary education and those which form part of
higher (academic and vocational) education. The former are more likely to have content
determined at a national level. For example, in Hungary the content of traineeships which
are part of higher education study curricula is largely determined at the local level, whereas
that of VET traineeships is more centrally defined through the specific requirements of the
VET system. To this end, it is compulsory to have a traineeship contract between either the
educational institution and the employer or the trainee and the employer, which details
various aspects of the VET traineeship. Similarly, in both in Romania and Bulgaria
traineeships as part of upper secondary VET are regulated by national curricula, while HEIs
have a greater degree of autonomy in shaping the content and practice of traineeships
associated with their courses.

Where regulation takes place at a national level, it more often relates to the length of the
traineeship rather than the precise content. A number of MS define the duration of
educational traineeships at a national level. For example, in Bulgaria, all educational
traineeships have their length defined nationally (though content is determined at the local
level, e.g. by the HEI). In Hungary, the length of traineeships for certain professional
Bachelor’s degrees is set at one semester. Similarly, certain professional higher education
qualifications in Denmark, involve compulsory traineeships with a formally specified
duration. In Greece, traineeships offered by the TEIs are legally specified and regulated
and must last at least six months. However, there are also examples where the length of
educational placements is more flexibly determined at local level. For example, in the UK
educational traineeships are often one year in length (e.g. sandwich courses), but HEIs can
also offer two six-month blocks of placements or shorter compulsory placements of around
six weeks.

It should also be noted that in some countries, where placements form part of VET
programmes, traineeships may actually take place within educational institutions if a
suitable work-based placement cannot be found (e.g. DE, DK, HU, IE, RO, SE, UK, etc.). For
example, this is the case for almost half of VET programmes in Denmark. Inability to find a
suitable placement has also been cited as a factor for UK students choosing to opt out of
their placement year when undertaking university sandwich courses.

There tends to be less concern about questionable practices in traineeships associated with
educational programmes, particularly when these are compared to traineeships in the open
market. However, there are some examples of questionable practices in certain cases. For
example, in Latvia concerns have been raised about low trainee remuneration in VET
placements. Similarly, in Hungary there are some concerns about the content of VET
traineeships in relation to labour market needs.

6.3 Traineeships which form Part of Mandatory Professional
Training

Like placements integrated into education courses, traineeships forming part of mandatory
professional training are more likely to have well-defined content and to be accompanied by
a written contract. In contrast to those related to education courses, where content is
defined at the local level, especially as regards higher education, in mandatory professional
traineeships this is more often determined at national-sectoral level by relevant regulatory
bodies and/or professional associations, or even by legislation.

Study on a comprehensive overview on traineeship arrangements in Member States 85



For example, in the UK the Architects Registration Board (ARB) and the Royal Institute of
British Architects (RIBA) oversee the entire training process, including traineeships,
associated with architectural studies.?** In Greece, the provisions of legal traineeships were
initially outlined in the Legislative Decree 3026/1954 (Code for Lawyers) and amended with
subsequent legislation. Accordingly, law graduates must complete an 18-month traineeship
at a law practice, after which they have to pass a set of bar exams. Those supervising
trainee lawyers must ensure that these are not assigned tasks which are not relevant to the
legal profession (e.g. general administrative work). In addition, they must, inter alia,
provide them with work assignments on cases of increasing complexity and with
personalised mentoring and guidance on specific cases. Similar rules are laid down by the
Solicitors Regulation Authority (SRA) in the UK.

However, this is not always the case. For example, architecture placements in the UK have
much less prescribed content than those related to legal training. In this case, the trainee
together with the host organisation (architect practice) identifies and determines tasks
deemed suitable for providing him/her with sufficient work-related experience to pass
his/her Professional Practice exams.

The length of mandatory professional traineeships is also usually determined at the national
level, although there is a considerable degree of variation both across MS and between
different professions. For example, in Cyprus legal traineeships last a year, while in the UK
trainee lawyers must complete two years’ practical experience. Moreover, in Luxemburg
and Cyprus trainee teachers have to undertake a traineeship lasting 8-12 months as
opposed to architecture trainees in Belgium and the UK who must complete a total of 24
months’ practical experience.

6.4 Traineeships in the Open Market after Graduation/ Completion
of Studies

The aim of these traineeships is provide graduates with work experience before they secure
more stable employment. As expected, these traineeships are the least likely to have a pre-
defined content. To a large extent, the content and practice of these traineeships are
determined jointly by the trainee and the employer, although the latter is unsurprisingly
likely to have more control over these aspects. This does not necessarily mean that these
placements are entirely devoid of structure and content. For example, the study found that
many employers in the UK voluntarily provide well-structured traineeships with pre-defined
content. However, overall the evidence suggests a high degree of variability in this area.

Indeed, some MS do make some effort to define the content of open market traineeships,
e.g. by requiring or prohibiting certain types of activities. For example, in France a series of
laws, including the recent Loi Cherpion, specifies that trainees cannot perform tasks
corresponding to those carried out by regular staff of the host organisation. In addition, it
stresses the requirement for the leaning content of the traineeship to be of high quality and
closely linked to the trainee’s studies and/or training and professional development
activities. Similarly, in Austria the Volontariat contract requires that trainees do not carry
out regular work within the company and are not integrated into its work structures. This is
because the focus of this contract is supposed to be on training.

Likewise, in Spain the Contrato para la Formaciéon and Contrato en Practicas spell out the
responsibilities of firms and trainees in some detail in an attempt to promote the learning
content of such placements. However, it should be noted that in Austria there are concerns
about employers failing to abide by these regulations, while in Spain many employers
prefer unregulated becas when employing young people. As a result, despite such
regulatory attempts similar issues regarding the questionable and variable quality of open

204 http://www.architecture.com/TheRIBA/TheRIBA.aspx
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market traineeships emerge in these MS as they do in countries with substantially less
regulation such as the UK.

Overall, although the extent of poor quality traineeships can vary by type of traineeship, it
is this type of traineeships which has attracted most criticism and given rise to grave
concerns. For example, in the UK most concerns about traineeships relate almost
exclusively to those outside formal education while, for the most part, traineeships linked to
an (academic or vocational) education course appear to be of reasonable quality. Similar
concerns about traineeships which are outside formal education have been reported in the
majority of MS (e.g. AT, BE, BG, CZ, DE, DK, EE, EL, ES, FR, HU, IE, IT, LT, LU, LV, MT, PL,
PT, RO, SI, UK, etc.).

6.5 Transnational Traineeships

There was limited information regarding practice and content of transnational traineeships.
In general, the study found that transnational traineeships are often more tightly regulated,
well-structured and closely supervised. This, in turn, is likely to ensure that one’s
transnational traineeship fits in a coherent manner with the programme of study and
accreditation system. That said, in few MS there are concerns that employers appear to be
using these transnational traineeships, including those associated with EU mobility
programmes such as the LdV programme, more as a way of filling short-term positions with
cheap labour (e.g. BG, ES, LT, LV, SK, etc.).

6.6 Questionable Employer Practices and Action Taken by
Governments

With the notable exception of the Netherlands questionable practices in relation to
traineeships appear to be prevalent across MS, with little variation by types of regulatory
regime. The main concerns relating to traineeships across all countries relate to: (i) lack of
high quality learning content; (ii) low trainee protection and rather poor terms and
conditions; (iii) no or insufficient trainee compensation; (iv) the use of trainees to carry out
mundane tasks instead of activities closely linked to their learning needs; (v) substitution of
trainees for regular employees; etc. (see Box below). Significantly, low or no trainee
compensation has been highlighted as a major issue of concern in almost all MS. In a
number of countries concerns about traineeships are related to broader concerns about
young people becoming trapped in precarious or unstable employment through an endless
series of such placements (e.g. AT, DE, EE, EL, ES, FR, IE, IT, LT, LV, PL, PT, UK, etc.).

Questionable practices also appear to be particularly driven by the vulnerable labour market
position of young people which, in turn, allows some employers to ‘take advantage’ of those
who are struggling to gain entry to employment. This is particularly the case in countries
and sectors where large numbers of young people are trying to find work, e.g. all Southern
European countries, France, the UK, Ireland, Baltic countries, etc. That said, questionable
practices can also be found in countries such as Germany and Austria.

Questionable Employer Practices

m Low or poor learning content: tasks assigned to trainee irrelevant to learning
needs

m Poor working conditions: e.g. lack of social security and/or health insurance
protection, long hours, heavy workload, no sick or holiday pay, etc.

m Lack of or low trainee compensation

m Using trainees as substitutes for regular staff
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m Target selection: employing trainees who would otherwise have been hired as
regular employees

m Renewal of successive traineeship contracts with no offer of a more permanent
job once traineeship is completed

6.6.1 Traineeships as part of Active Labour Market Policies for Unemployed Young
People

There are some concerns, mainly related to ALMP-related basic work experience placements
for the lower skilled or long-term unemployed, that such traineeships may result in
substitution, displacement and/or deadweight effects. For example, employers may be
tempted to replace regular, fully-paid workers with ‘free’ of ‘cheaper’ (thanks to subsidies)
trainees, including graduates (e.g. AT, BE, DK, EE, EL, ES, FR, IT, LT, LV, PL, PT, RO, UK,
etc.). For example, the Belgian Cour des Comptes has highlighted the deadweight effects of
certain traineeship schemes such as the Plan Formation Insertion. Specifically, it found that
50 per cent of the funding was channelled to the recruitment of young or less-skilled job
seekers who would have been hired anyway.?*

In the UK, issues have been raised over young unemployed people being ‘forced’ into Work
Experience placements under the threat of losing unemployment benefits, although the
scheme is intended to be voluntary. Additionally, participants have reported low quality
training and work-related activities within placements with little supervision or opportunity
for skills development. Similarly, in Ireland it has been noted that some traineeships
advertised through the JobBridge scheme appear to be more akin to regular jobs than
traineeships. In Luxembourg, there are concerns that some ALMP traineeships lack the
required training dimension.

The extent to which these concerns have resulted in a government response varies,
although there has been a growing realisation that action is required. In most cases, this
has entailed the introduction and/or tightening of monitoring rules, stronger quality
assurance mechanisms, and occasionally, the complete overhaul of the programme or even
its discontinuation. For example, in Greece the STAGE programme was discontinued in
November 2009 amid growing criticism that trainees were used on the basis of successive
contracts as a source of cheap labour in the public sector.

It was replaced by the Work Experience Programme for New Labour Market Entrants which
sought to address the plethora of criticisms of the STAGE programme by being accompanied
by a robust PES-driven monitoring and quality assurance mechanism. For example, it
explicitly sets the maximum duration of the placement to 12 months, with no possibility for
renewing the traineeship contract. That said, the programme provides employers with
incentives in the form of subsidisation of social security contributions if the trainee, upon
completion of the traineeship, is offered a permanent employment contract. Similarly, in
Ireland, JobBridge traineeships are monitored to ensure that they meet the necessary
standards, while a whistle blowing facility is available to trainees concerned about the
quality of their placement. In Luxembourg, there are company-based routes for reporting
poor quality traineeships, e.g. through union or workplace representatives.

6.6.2 Traineeships as Compulsory or Optional Part of Academic and/or Vocational
Study Curricula (i.e. Traineeships during Education)

In general, there is very little evidence of questionable employer practices in educational
traineeships. Where this does occur, it tends to relate strictly to a lack of trainee
remuneration, e.g. VET traineeships in Latvia. In some cases, there is also evidence of poor

205 OECD, (2007). Des Emplois pour les Jeunes - Belgique, OECD Publishing,
http://www.oecd.org/datacecd/36/55/38090801.pdf
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quality control of the content and practice of the traineeship, despite the existence of formal
traineeship-related structures and procedures. This includes lack of clarity in the aims and
objectives of practical training; no opportunity for the trainee to carry out genuine work-
related activities during the traineeship; absence of supervision and guidance; and lack of
feedback from the host organisation, e.g. Estonia. Moreover, the wide variation on how
these traineeships are organised, supervised, quality assured and assessed not only
between MS, but also between educational institutions within a MS, means that issues might
arise as regards their content and quality e.g. Greece.

In general, the level of support from educational institutions varies both across and within
MS. As our study found, this support is not always particularly useful and relevant to
trainees. In some cases, the level of assistance from educational institutions to trainees is
simply limited to the provision of a list of potential host organisations, or an internet
platform with information about traineeships, with students being mostly responsible for
sourcing traineeships by themselves (e.g. AT, DK, FR, NL, RO, etc.). Moreover, even in
France which is characterised by a high degree of traineeship-related regulations, whereby
the educational institution is formally assigned the role in organising and supervising
traineeships on the basis of the Convention de Stage, there are reports of lack of proper
monitoring by the educational establishment. As has been reported, this has, in turn, led to
fictitious university registrations, with some educational institutions ‘abusing’ the system by
providing traineeship contracts for a fee without proper supervision and quality assurance of
the traineeship.2%®

6.6.3 Traineeships which form Part of Mandatory Professional Training

Questionable employer practices in mandatory professional traineeships are also not as
widespread as for other types of traineeships, notably those in the open market. That said,
in a number of MS traineeships for certain professions, especially medicine, law and
architecture, have attracted some criticism about questionable employer practices and
possible trainee exploitation (e.g. AT, BE, EE, EL, ES, IT, LV, RO, UK, etc.). For example, in
Belgium concerns have been expressed about the high workloads, long hours and low pay
of medical and legal trainees. This is also the case for legal trainees in Greece and Italy as
well as for medical trainees in the UK. Similarly, in the UK, traineeships linked to
professional training for architecture have been criticised for offering low or no
compensation.

In general, there appears to have been little effort by government to address such issues.
In the UK, the Royal Institute for British Architects (RIBA) has brought in some
requirements to pay trainees above the minimum wage in RIBA Chartered architect
practices. However, this does not cover all architect practices and the move was criticised
as insufficient by Archaos, the organisation representing young architects. In a similar vein,
the Athens Bar Association (in line with other regional Bar Associations) strongly
recommends that trainee lawyers receive at least €600/month compensation, although this
is not legally binding. Despite these provisions, there is a lot of anecdotal evidence about
widespread exploitation of trainee lawyers by their employers, including long working hours,
no or very little compensation, heavy workload, etc.

6.6.4 Traineeships in the Open Market after Graduation/ Completion of Studies

Questionable practices are most commonly reported in relation to open market traineeships.
Concerns about this form of traineeship have been raised in a (growing) number of MS
including Austria, Bulgaria, France, Germany, Ireland, Italy, Latvia, Romania, Spain
and the UK. Indeed, in many MS, traineeships in the open market have attracted most
criticism because they are associated with reports of (i) poor or non-existent learning

206 Mongourdin-Denoix, S., (2011). Op.Cit.
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content which relates to trainee’s developmental needs (e.g. DE, EE, EL, ES, FR, HU, IT, LT,
LU, LV, PL, PT, UK, etc.); (ii) poor terms and conditions, including lack of social security
coverage and/or health insurance, low or no compensation, no sick or holiday entitlement
and/or pay, etc. (e.g. AT, BE, BG, CZ, DK, EL, ES, FR, IE, IT, LV, MT, PL, PT, SI, UK, etc.);
(iii) trainee exploitation, including heavy workload and/or long working hours (e.g. BE, EL,
ES, FR, IE, IT, LU, SI, UK, etc.); (iv) replacement of regular staff by trainees who are used
as cheap or even free labour (e.g. AT, BE, BG, DE, DK, EE, EL, ES, FR, HU, IE, IT, LT, LV,
MT, PL, PT, RO, UK, etc.); (v) lack of transparency in the recruitment process (e.g. AT, EL,
IT, RO, UK, etc.); (vi) lack of equity of access due to poor terms and conditions, including
no or insufficient remuneration (e.g. BG, EE, EL, ES, IT, LT, LV, UK, etc.); etc.

In some MS there have been sufficient concerns regarding the situation of these trainees to
warrant additional regulation. However, with the exception of few MS, notably France,
there is limited evidence of a large scale government response to questionable employer
practices in open market traineeships across the EU, and even less evidence of success.
Much government action appears to be focussed on the provision of advice and good
practice guidelines as well as the enforcement of existing rules. It should be noted that in
some countries this approach has the support of social partners. For example, in both
Austria and the UK employer associations and trade unions favour better enforcement of
existing regulation as opposed to the introduction of new laws. Elsewhere, governments
have explicitly rejected calls for further regulation. For example, in Germany opposition
parties put forward specific proposals for the regulation of traineeship content as well as
trainee rights to remuneration which were turn down by the government.

Moreover, in the UK where there is a lively debate about traineeships and equity of access
to professions, e.g. law, accountancy, finance, etc., the government encourages the
development of and compliance with voluntary quality guidelines by employers. Indeed, on
18 July 2011, a consortium of 60 professional associations launched, with the support of the
UK Government, a Code of Best Practice for Quality Internships as a way of addressing
concerns and issues surrounding such schemes (see Section 8).2"”

As mentioned earlier, France stands out as a country which since 2006/2007 has, in
response to concerns about trainee exploitation and poor terms and conditions, consistently
sought to regulate in a quite explicit and direct manner all traineeships, including those in
the open market. For example, on 26 April 2006 the French Government launched the
Charte Des Stages Etudiants en Enterprise which clarified the roles and responsibilities of all
parties involved in a traineeship, i.e. the HEI, the host organisation (company) and the
trainee.?®® Significantly, this charter stresses the learning dimension of the traineeship,
stipulates that the traineeship is regulated by the provisions included in the Convention de
Stage, and requires the monitoring and evaluation of the placement.?®® In autumn 2007, the
Comité des Stages et de la Professionnalisation Des Cursus Universitaires was set up in
order to oversee the implementation of this traineeship-related charter. A succession of
laws followed, with the latest piece of relevant regulation, July 2011’s Loi Cherpion, seeking
to further reinforce the protection of trainees from possible exploitation and improve the
trainee’s terms and conditions for all traineeships. For example, it limits the length of a
traineeship to six months per academic year, i.e. a trainee cannot undertake a traineeship
with the same company for more than six months.

It also increases the involvement of Works Councils in relation to traineeships by requiring
that the annual report of companies employing fewer than 300 employees should include
information about the number of trainees and their terms and conditions. In particular, it is
compulsory that Works Councils in such companies are kept informed on a quarterly basis
about the number of trainees, their terms and conditions and assigned tasks. However, to

207 http://www.bis.gov.uk/assets/BISCore/higher-education/docs/C/11-1068-common-best-practice-code-for-quality-
internships.pdf

208 http://www.travail-emploi-sante.gouv.fr/IMG/pdf/Charte stages etudiants en entreprise.pdf

209 OECD, (2009b). Op.Cit.
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date the impact of such regulation on open market traineeships has been varied even in
France. In a similar vein, in an attempt to address traineeship-related issues Italian
legislators have recently lowered the maximum duration of traineeships and set a time limit
after graduation (not more than 12 months).

6.6.5 Transnational Traineeships

There was limited evidence on questionable practices in transnational traineeships,
although, as mentioned earlier, in some countries such as Lithuania some employers
appeared to be using LdV placements as a source of cheap labour. Similar concerns have
been raised in few other MS (e.g. BG, EL, ES, LV, SK, etc.).

In the Table overleaf, we present country-specific information about traineeship-related
practices and content, including incidence of questionable employer practices and
government responses.
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Table 6.1: Traineeship-related Practices and Content, Employer Questionable Practices and Government Response

AT |BE |BG |[CY |CZ DE |DK|EE |EL|ES |FI|FR|HU |IE |IT |LT|LU|LV | MT | NL|PL|PT|RO|SE|SI|SK|UK
Extent to which
content of
traineeships is
formally defined v v v v v v v v v v v v v v v v ? ? v v v v v ? v X v
(e.g. learning
dimension/practical
work etc.)
Questionable_‘/‘,xx,/,‘/‘/‘/x,/‘/?,/‘/?‘//x//x?/?\/
employer practices
Measures taken by X v X x v | x ” vix ! x| x| v X 2 | v | x ? X X X x | v X ? ? ? v
Government
Key: (v) Yes (X) No (?) Unavailable/Unclear
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7. Trainee’s Terms and Conditions

In relation to a trainee’s terms and conditions this study found a quite fragmented and
diverse situation in most countries, since different types of traineeships are associated with
different trainee-related rights, terms and conditions. However, there are some common
factors which have been identified across countries.

In most MS the trainee’s terms and conditions depend on the type of traineeship. In
general, traineeships which form part of academic and/or vocational study
curricula are more regulated, monitored and quality assured by either relevant
legislation and/or educational institutions. Such traineeships are usually associated
with a minimum set of trainee terms and conditions, typically set out in a written
traineeship agreement and overseen by the educational establishment. However, the length
of the traineeship, working conditions including working hours, and the trainee’s terms and
conditions such as remuneration and/or social security coverage, usually differ according to
whether the traineeship is compulsory or voluntary; the age, educational level and
employment status of the trainee; the specific study curricula requirements; the regulations
of individual educational establishments; and, in some cases, the law.

For example, in Germany, compulsory and voluntary traineeships are subject to different
regulations. To this end, regulations on mandatory traineeships (both vocational and
academic) define both their duration and the legal requirements for employers to certify in
detail the work-related activities and tasks assigned to the trainee. No other rules apply,
while the traineeship contracts can be either written or oral, trainee remuneration is
voluntary and there is no holiday entitlement. On the other hand, voluntary traineeships are
subject to the same regulations, but here trainees are entitled to appropriate remuneration,
holidays and sick leave.

Compulsory traineeships related to some professions such as law, medicine, teaching,
accountancy, etc. and the associated trainee’s terms and conditions are governed by
specific regulations often developed and overseen by the relevant professional
associations in nearly all MS.

The trainee’s terms and conditions are typically less regulated for traineeships in the
open market and, as such, have attracted a lot of criticism especially from trade unions,
trainees and trainee associations, youth organisations and the media. This is the case, for
example, in Spain with the Becas no convenidas which are unregulated and offer minimum
social protection to trainees. These are traineeships offered directly to graduates by private
employers through unilateral agreements, without the mediation of an educational
establishment. Although their initial aim was to help students specialise in a limited number
of fields, they can now be found in all sectors. These becas have given rise to serious
concerns about their potential for trainee exploitation, especially since some employers are
using them as a way of avoiding social security and insurance payments.?\

A traineeship contract is normally signed prior to the start of the traineeship and
specifies such aspects as the scope, content, duration, structure, and terms and
conditions of the placement. However, these provisions are, in many cases, only laid out
at a rather basic level and their details depend very much on the actual context of the
traineeship. The specific role, function and characteristics of the traineeship
contract (and thus of trainee-related rights) are different among countries and
vary across sectors and types of traineeships. In Denmark, for example, in lengthier
traineeships related to further education (including apprenticeships), there are specific
regulations in place which require a written agreement between the trainee and the
employer and typically also involve the approval and endorsement of the educational

210 OECD, (2007). Op.Cit.
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institution. Similar arrangements exist for all traineeships which are linked to educational
programmes (academic or vocational) in most MS. In some cases, the traineeship-related
rules, terms and conditions also vary according to the size of the firms where the
traineeship takes place. In Germany, for example, especially in larger enterprises, specific
traineeship policies are negotiated and agreed between employer and employee
representatives.

The trainee’s terms and conditions are also related to the employment status of
the trainee which, in turn, determines one’s rights at work. When a traineeship is
regulated through an ‘employment’ type of contract, it is usually covered by relevant
employment legislation. In this case, national employment law which covers a range of
employment rights such as maximum working hours, holidays, sick leave, social security
and/or health insurance coverage, compensation, etc. is likely to apply. Not surprisingly,
greater social protection is available when an ‘employment’ type contract is in
place. However, it is worth stressing that, increasingly, companies which take on trainees
as part of government-sponsored programmes, including those linked to ALMPs and
education described earlier, are required to pay (either in full or in part) the trainee’s social
security contributions (e.g. AT, BE, BG, CY, CZ, EE, EL, IE, FR, LT, LU, MT, NL, PL, PT, SI,
etc.). Alternatively, it may be the state or the educational establishment itself which
resumes this responsibility. However, no such obligation exists for the traineeships in the
open market which a growing number of young people are currently undertaking.

In general, in contrast to apprentices, trainees are not considered to be employees
and, as such, their rights, terms and conditions, including remuneration are not tightly
defined and regulated, at least as regards certain types of traineeships. In most cases,
trainees are considered to be students and the primary purpose of the traineeship is
learning and acquiring practical, work-related experience. For example, in Belgium trainees
are seen as ‘students’ and have the status of ‘non-contractual worker’. This, in turn, implies
that trainees are not entitled to a wage as such, only to expenses and/or compensation (at
the company’s discretion). To this end, a variety of Belgian schemes include some
compensation for trainees. Similarly, in France a succession of laws stress that trainees are
not employees and their presence in the company is solely for learning and professional
development purposes. Even so, as shown below, a raft of French legislative measures seek
to offer minimum protection and improve the rights, terms and conditions of trainees.

Without an employment contract, trainees are entitled, in some cases, only to health
insurance and/or work accident insurance. This is more common in countries which regulate
traineeships (e.g. AT, BG, CY, DE, EL, ES, FI, FR, LT, NL, PL, RO, SK, SI, etc.). Typically,
trainees are covered by special type of contracts which, crucially, are not regular
employment contracts (e. g. AT, BE, BG, CY, EL, ES, FR, IE, LU, NL, PL, PT, RO, SI, SK,
etc.). For example, according to the Labour Code, in Bulgaria, an employer can conclude a
special contract with a student trainee. The remuneration and overall costs of traineeships
are regulated by the individual contract concluded between the company, the educational
institution and/or the trainee. The employer is obliged to provide the trainee with
compensation, health insurance coverage, travel and subsistence expenses, etc.

Similarly, in Greece, students who undertake a compulsory traineeship are entitled to
compensation equalling the basic wage (which corresponds to the lowest grade of someone
with secondary education) as well as to medical/health and work accident insurance. In the
Netherlands, trainees have a specific recognised legal status. The legislation regulates
such traineeship-related aspects as working hours and entitlement to holidays and sick
leave. Trainees are not entitled to social benefits as such, but are eligible for health
insurance as well as liability, third party liability and work accident insurance coverage.?

In Slovenia, the Employment Relationship Act (ERA) regulates the general conditions of
traineeships. According to the Act, employers and trainees must sign a written traineeship

211 GHK, (2011). Op.Cit.
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contract. The duration of traineeship must not be longer than one year (except in public
administration, medicine and law). Trainees should receive compensation not lower than the
minimum wage, while they are also entitled to earn 70 per cent of the basic salary at the
workplace. Employers have to pay the all social security contributions.

In some MS such as Denmark, France, Germany, and Ireland, the trainee’s rights, terms
and conditions, including remuneration are set by collective agreements (e.g. DE, DK etc.)
and/or specific regulation (e.g. FR, IE, etc.). For example, in Ireland, the National
Traineeship Scheme defines a standard traineeship working week at 30-40 hours. Failure to
participate for this length of time can result in a reduction of the traineeship allowance.
Trainees are also entitled to 1.75 annual leave days for each month of the traineeship and
to all public holidays.

In France, all traineeships require a tripartite written contract (Convention de Stage)
signed by trainees, employers, and educational institutions (e.g. universities, colleges,
training institutes, etc.). Although this is explicitly not an employment contract, it does set
out in great detail the trainee’s rights, terms and conditions. Indeed, the trainee’s
remuneration, social security and insurance coverage as well as other types of
compensation are legally regulated. For example, according to Article 30 of Act n°® 2009-
1437, those undertaking a traineeship lasting for more than two months in the same
academic year, should receive minimum compensation in the form of a bonus (called
gratification) regardless of the number of hours worked.?? The amount of trainee
remuneration should be specified in the Convention de Stage and can be set by sectoral or
inter-professional agreements. In the absence of a specified amount, the minimum hourly
trainee compensation is set at 12.5 per cent of the hourly social security cap (€23 in
2012).23

As long as the trainee’s remuneration is at most equal to this cap, both the employer and
the trainee are exempt from social security contributions (including CSG and CRDS). The
sickness and work accident insurance coverage of the trainee (WA/WI) is also the
responsibility of the sending institution if the remuneration remains within the limit of this
cap; otherwise, it is paid by the host enterprise/organisation. If the traineeship lasts for less
than two months, a bonus can be offered to the trainee on a voluntary basis. It is worth
noting here that social partners, especially trade unions, youth organisations and platforms
representing trainees, notably Génération Précaire, have criticised the fact that, even with
these provisions, trainees continue to be poorly paid, since they can, at most, earn one
third of the national minimum wage (NMW).2

In other countries, such as Italy, Estonia and Sweden, students are not usually covered
by contracts, either special ‘employment’ type or training-related. Here the trainee’s rights,
terms and conditions depend on specific agreements between the sending organisation, the
company and the trainee. For example, in Italy, when the traineeship is part of educational
programmes and/or ALMPs, this does not constitute an outright employment contract
(unlike apprenticeships). As a result, the trainee is not entitled to remuneration for time
spent in training (although in practice the host organisation may choose, at its own
discretion, to reimburse expenses, provide benefits in kind such as meal vouchers, etc.).
Likewise, there is no obligation on the part of the company to hire the trainee at the end of
the traineeship. The compensation, in this case, is considered to be the opportunity for
career orientation and the training provided to the young person. The trainee’s rights
depend on the agreement reached between the trainee, the company and the
promoting/sending organisation, although the latter has the legal obligation to insure the
trainee against work accidents.

212 The law explicitly states that this is not a wage.
213 For example, this amounts to €436,05 per month in 2012 for a full-time traineeship (151,67 hours).

214 Robin, B., (2008). Decree regulating Students’ Work Placements strongly criticised, EIROnline/Eurofound, 26.6.2008,
http://www.eurofound.europa.eu/eiro/2008/05/articles/fr0805039i.htm

Study on a comprehensive overview on traineeship arrangements in Member States 95



Similarly, in Estonia, in contrast to apprenticeships where the level of remuneration is
regulated, there are no regulations regarding trainee compensation. Not surprisingly, during
their practical training at a workplace students are covered by health and safety regulations.
The same applies to Sweden where there is no national legislation about the trainee’s
terms and conditions. In this case, the Upper Secondary School Ordinance and Higher
Education Ordinances regulate all aspects of traineeships at upper secondary school, college
and university level. The Work Environment Authority regulates the working hours for
trainees aged under 18.2'® Student trainees are usually unpaid.

In general, legal provisions for the trainee’s terms and conditions in most countries
are very fragmented and do not cover all types of traineeships in a consistent and
coherent way. For example, in Belgium, legal provisions only apply to traineeships
associated with secondary education, while in the Czech Republic only to apprenticeships
and in Estonia to VET traineeships. Similarly, in many MS there are specific legal provisions
about the terms and conditions of trainees on mandatory professional training. For example,
such special provisions apply in Ireland, Italy, Greece, and Romania. In Italy such
provisions also apply to ‘summer traineeships’.

In a number of countries the situation as regards the trainee’s terms and conditions is more
differentiated (e.g. AT, BE, CY, CZ, DE, FI, FR, IE, EL, LU, PL, UK, etc.). In the UK, for
example, the lack of a legal definition of a traineeship or trainee has led to ambiguity over
the entitlement of trainees to compensation, usually in the form of NMW. No special rules
exist as regards the NMW and trainees. Rather, whether trainees are entitled to
remuneration, including the NMW, depends on whether they are classified as a ‘worker
under the National Minimum Wage Act 1998, in which case, they are entitled to be paid at
least the NMW. In contrast, if they are classified as volunteers (who have no obligations to
work and no formal contract), they are not entitled to compensation.

In traineeships outside formal education, trainees may be defined as a ‘worker’ covered by
the NMW and by working time regulations and, as such, have similar rights to any other
employee. However, this is not always the case, as many UK employers claim informal
traineeships do not constitute work and that trainees are therefore exempt from the NMW.
At the same time, with regard to traineeships which form part of formal education, trainees
are exempt from NMW, while students have no access to benefits. Following
recommendations from the Low Pay Commission that the situation of trainees needs to be
clarified, the government has committed itself to providing additional guidance on when
trainees should receive a minimum wage.?'¢:2%

In the Czech Republic, trainees in secondary education are considered to be students and,
as such, do not sign a contract with the employer and do not have an ‘employee’ status. On
the other hand, international trainees have a ‘dual status’. They are regarded as students,
but they have to first sign a contract with the intermediary organisation and, second, with
their host organisation abroad. The rights, terms and conditions of trainees in not-for-profit
organisations are also sometimes set out in a written contract, although trainees in such
organisations are usually not paid.

Trainees’ entitlement to social benefits is often dependent on the regulations pertinent
to a particular type of traineeship, its duration and whether the trainees are enrolled in a
formal educational programme. Again, the extent to which a trainee is covered by social
security provisions relates to the existence of an ‘employment’ as opposed to training
contract. This is the case, for example, in Austria where there is a duality between

215 gyeriges Riksdag, (2010). Op.Cit.

216 | ow Pay Commission, (2011). Op.Cit.

217 Department for Business, Innovation and Skills/BIS, (2009). Internships and National Minimum Wage - Frequently
Asked Questions,
http://www.brighton.ac.uk/careers/employers/resources/Internships%?20and%_20National%20Minimum%?20Wage%?20
% 20Frequently%20Asked%20Questions.pdf
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traineeships accompanied with an employment contract and those linked to training. This, in
turn, means that traineeships are partly carried out within the framework of existing types
of contracts and partly within specific contractual arrangements.

All provisions of employment law are applicable to traineeships organised as regular
temporary employment contracts. As a result, if trainee compensation is above the
minimum earnings threshold, these are fully covered by social security insurance provisions.
On the other hand, trainees undertaking traineeships on freelance service contracts are
excluded from employment law and, as such, are not legally entitled to remuneration. The
level of payment varies considerably between sectors, with the highest traineeship-related
remuneration in technical and business sectors and the lowest in sectors such as healthcare
and social work, architecture, creative industries, media, and NGOs.

Crucially, there is no common definition of what is an ‘appropriate’ trainee
remuneration and again there are great variations between both types of
traineeships and countries. The remuneration of trainees is linked to a wide range of
factors, including (i) the specific type of traineeship; (ii) its duration; (iii) the age,
qualification level and prior experience of the trainee; (iv) trainee eligibility for
compensation; (v) the precise form of remuneration (i.e. cash or in kind benefits or both,
and/or whether it only covers trainee expenses, e.g. travel, subsistence, accommodation,
etc.); etc. Where trainees do receive compensation, this tends to be linked to NMW for
young people (or, in few cases, the adult NMW). This applies in most countries where there
is a NMW (e.g. BE, EL, ES, LU, LV, MT, NL, PT, RO, SI, SK, UK, etc.), while in countries with
no NMW (i.e. AT, CY, DE, DK, FI, IT and SE) trainee remuneration levels are determined in
a variety of ways, including collective bargaining agreements. In those countries which have
provisions for trainee remuneration, these often apply only to traineeships which are
compulsory, notably in VET. The NMW serves as a benchmark for trainee remuneration in
countries where it is set by law (e.g. EE, EL, SI, SK, UK, etc.), while collective agreements
may apply in other countries (e.g. AT, DE, DK, etc.).

There are some attempts to improve the rights, terms and conditions of trainees in
recent years by governments and/or other organisations, in particular trainee
associations/platforms, trade unions, student unions and youth organisations (e.g. BG, CY,
DE, EE, EL, ES, FI, FR, IE, IT, LU, PT, UK, etc.). Indeed, some countries have started to
prepare new legislative acts/measures covering the trainee’s rights, terms and
conditions. Recently, in Germany, each of the three opposition parties in the German
Bundestag, Social Democrats, Green Party and Die Linke introduced bills related to
traineeships. The Social Democrats proposed a remuneration of at least €350 per month
and, similarly, the Green Party and Die Linke suggested a threshold of €300. In addition,
Die Linke argued in favour of limiting the duration of traineeships to three months. The
Green Party sought to make written contracts and certification compulsory for all
traineeships.

Similarly, in Finland in January 2008 the Ministry of Employment and the Economy set up a
Working Group with the remit to identify how to improve the legal position of the ‘workers
who are not officially in employment’. The aim was to amend the legal position of workers
who are not officially in employment, so that they would be covered by employment and
social protection legislation. This Working Group’s Memorandum was completed and
delivered to the Ministry of Employment and the Economy in September 2009.

As highlighted throughout this report, France has also sought to improve the trainee’s
rights, terms and conditions through a succession of laws over a number of years. In that
regard, the most recent legislation, notably the 2011 Cherpio Loi Cherpion reinforced,
through its Article 27 (Encadrement des Stages), the student’s rights as a trainee (who is
typically assigned student/pupil as opposed to employee status).?® Significantly, this
legislation reinforcing the protection of trainees on compulsory and optional/facultative

218 http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000024408887
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traineeships came about as a response to questionable employer practices. In particular, it
was strongly felt that some employers tended to exploit the trainee’s status as student/pupil
and assign them the same work tasks as those given to their regular employees. However,
unlike the latter, trainees have fewer rights and poorer terms and conditions.

In Greece, the new Work Experience Programme for New Labour Market Entrants, aged 16-
24, is the successor to the old STAGE programme which attracted a plethora of criticisms as
regards inadequate trainee protection and terms and conditions. As such, the new
programme, in a deliberate attempt to improve the trainee’s terms and conditions foresees
the following: (i) the signing of a traineeship/work placement contract; (ii) 100 per cent
subsidisation of both employer and employee social security contributions; (iii) paying
trainees 80 per cent of the NMW (as defined by the General National Collective Agreement);
(iv) that work placement should take place only in private sector companies; and (v) the
duration should be 6-12 months. Crucially, the new programme also provides strong
incentives for companies to retain trainees by continuing to offer employers subsidised
social contributions (70 per cent) if they convert the initial 12-month traineeship/work
placement contract into a regular employment contract for another 18 months.

In the Table overleaf we present a summary table of the rights, terms and conditions of
trainees across all MS.
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Table 7.1: The Trainee's Rights, Terms and Conditions across MS

Topic

AT

BG

CcYy

cz

DE

DK

EL

ES

FI

FR

HU

IE

IT

LT

LU

Lv

MT

NL

PL

PT

RO

SE

SI

SK

UK

Whether trainees are
covered by employment
law provisions

v

v

v

v

v

-~

Whether it is common
practice to offer a
traineeship contract

~

~

~

Whether there has been
an increase in type of
traineeship contracts

~

~

~

~

~

~

~

~

~

Whether there is social
security protection

~

~

~

~

~

Whether there is
variation across sectors
on social security
protection

~

~

~

~

~

~

~

~

Existence of NMW
related to trainee
compensation

~

~

Whether Government is
taking action to
strengthen the trainee’s
rights, terms &
conditions of trainees

~

~

~

~

~

~

Whether other
organisations are taking
action to strengthen the
trainee’s rights, terms &
conditions

~

~

~

~

~

~

Key: (v) Yes (X) No (?) Unavailable/Unclear
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8. Quality Assurance of Traineeships

In a number of MS and for certain types of traineeships, especially those in the open
market, the study identified widespread concerns about the quality, learning content,
transparency of recruitment, equal access, working conditions such as hours and workload,
trainee’s terms and conditions such as the lack of insufficient compensation, the potential
for trainee exploitation and use of trainees as cheap or free labour, etc. Such concerns have
been expressed by key stakeholders at both EU and national levels, e.g. European
Parliament, YF], ETUC, trainees’ associations and platforms, trade unions, student unions,
youth organisations, the media, etc. There is also growing concern that, in recent years,
young people on traineeships have been used to replace regular employees and/or in entry
level jobs, particularly in certain sectors. This may, in turn, have an inimical impact on
youth employment.

In the previous sections we have already described in some detail these concerns which, in
the face of the proliferation of traineeships taken up by a growing number of young people
across the EU, have gone up the political agenda. Indeed, with traineeships becoming the
source of growing concern in most MS, there are some concrete attempts in a number of
countries to implement specific quality frameworks.

Awareness about issues which relate to the quality of traineeships and the
potential for trainee exploitation is rising among all countries and has, in some
cases, led to specific quality assurance initiatives. Indeed, in response to such
heightened concerns a number of MS have actively sought to improve the quality of
traineeships by strengthening quality assurance mechanisms (e.g. AT, BG, CZ, DE, DK, EL,
FI, FR, IE, IT, LU, NL, PT, SE, UK, etc.). These include traineeship-related legislation as
well as specific quality frameworks ceither regulated by public institutions (e.g.
educational establishments, PES, etc.); or developed by social partners; or promoted on a
voluntary basis by employer associations, professional bodies and even government.

In Ireland, for example, under the National Traineeship Scheme (JobBridge), host
organisations must develop a traineeship specification setting out clearly the trainee’s tasks
and responsibilities. In addition, it must include information about the department where
the traineeship will take place as well as provisions for mentoring and training of the
trainee.?®® All aspects of the traineeship should be further specified in the Standard
Internship Agreement. Both the eligibility of the host organisation for the scheme and the
traineeship offered are checked by the scheme provider, i.e. the Employment Services
Division of FAS.

To ensure compliance with the scheme, the Department of Social Protection and the
Employment Services Division of FAS, which is operating the scheme under the National
Employment and Entitlements Service, monitor JobBridge traineeships. The aim is to ensure
that these are of sufficient quality and that both host organisations and trainees are abiding
by the spirit and the rules of the scheme. Crucially, this stipulates that the traineeship must
not displace an existing employee and the host organisation must have no vacancies in the
area of activity where the traineeship is offered. To this end, in order to participate in
JobBridge, host organisations must make a declaration that they will not replace an
employee with a trainee. Significantly, the scheme also sets limits to the maximum number
of trainees who the host organisation can take on at any given time. These relate directly to
its number of full-time employees: organisations with fewer than 10 employees can take on
one trainee at most, those with 11-20 employees two trainees, etc.

219 worklink, (2011). A Resource Guide for Host Organisations to JobBridge, October,
http://www.worklink.ie/sites/default/files/WL8-2-A%20Resource%20Guide%?20for%20Host%200rganisations%20to%
20JobBridge 1.pdf
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In Italy, in the face of growing evidence about employer questionable practices and
exploitation of trainees, action aimed at addressing quality aspects of traineeships has been
taken at both national and regional levels. For example, local institutions are active in this
field, while awaiting a draft bill specifically regulating traineeships, expected to be ready by
the end of 2011. To this end, the Tuscany Region has produced a Carta dei Tirocini e Stage
di Qualita in Toscana (‘Charter on Quality Traineeships in Tuscany’).?®* Likewise, the
Province of Perugia has signed a ‘protocol agreement on Quality Traineeships’ with the
Provincial Directorate of the Ministry of Labour, the Istituto Nazionale Previdenza Sociale
(INPS)?%, the Istituto Nazionale Assicurazione contro gli Infortuni sul Lavoro (INAIL)?**?, and
the province’s Tripartite Commission (representing labour, management, and
government).??® The aim is to ensure that traineeships are actually used as an opportunity
for learning and career orientation as well as to consolidate the local network of relevant
actors in order to improve the quality and implementation of traineeships.

In Austria, there are two initiatives aimed at ‘kitemarking’ organisations which offer high-
quality traineeships. The first one is a yearly study assessing the quality of traineeships in
participating companies.??* It is carried out by a student consulting company (uniforce
Consulting) in co-operation with the Vienna University’s Institut fir Wirtschaftspychologie
and mainly attracts larger private companies.?* There is a registration fee for participating
companies which must also have hosted a minimum of four traineeships in the previous
year. The second initiative is a seal of quality for traineeships developed by the Austrian
National Student Union in co-operation with the already mentioned trainee platform
Generation Praktikum. It was first presented in April 2011 and is also based on an empirical
study. It is expected that the traineeship-related quality seal will be first awarded in 2012.

In Belgium, there is no formal provision to ensure the quality of a traineeship, especially
since when it is not formally evaluated. That said, universities are now increasingly seeking
to organise an evaluation feedback mechanism on traineeships. The Flemish government
has also launched an awareness raising campaign on the importance of high quality
traineeships.

In most countries the quality assurance mechanisms depend on the particular type
of traineeship. Those linked to formal study curricula are usually organised, co-ordinated
monitored and quality assured centrally by the educational institutions, while traineeships
outside formal education are typically less regulated and a greater cause for concern.
Overall, the key areas of concern are trainees’ terms and conditions, notably no or
insufficient compensation, lack of social security and/or health/medical insurance
coverage, etc.; working conditions, e.g. long working hours, heavy workload, etc.;
equity of access, especially in relation to unpaid traineeships and not transparent
recruitment procedures; and the quality of training and work experience trainees
receive, e.g. poor or irrelevant learning content, mundane tasks, or conversely, activities
usually carried out by regular staff, etc.

Quality assurance standards may be compulsory or voluntary. Voluntary schemes are
often considered to be less bureaucratic and not associated with ‘excessive’ regulation and,
as such, more likely to encourage a greater supply of traineeships by employers.?¢ At the
same time, however, it is worth noting the potential for poor quality traineeships, where
there are no compulsory standards. However, even when compulsory quality standards
exist such as those pertinent to traineeships associated with mandatory professional

220 http://www.giovanisi.it/

http://www.inps.it/portale/default.aspx

http://www.inail.it/Portale/
http://www.provincia.perugia.it/guidetematiche/sviluppoeconomicoformazionelavoro/stageetirocini/tirociniformativi
www.placetoperform.at

http://www.placetoperform.at/studiendetails.php

Panel on Fair Access to the Professions, (2009). Op.Cit.
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training, these do not necessarily provide sufficient trainee protection since their proper
implementation and monitoring are also critical to guaranteeing high quality traineeships.

For traineeships which form optional or compulsory part of academic and/or
vocational study curricula (i.e. traineeships during education), it is worth
highlighting the example of Finland, where the Finnish polytechnics have access to a
shared national system of student feedback - OPALA.??” This electronic evaluation system
collects feedback from graduating students about the quality of their course; traineeships
completed as part of degree programmes; and the support and counselling they received
during studies, including the placement. In addition, it collects information about the
student’s transition to the labour market. The OPALA survey questions have been prepared
by the Ministry of Education and polytechnics. Crucially, the Ministry of Education uses
student feedback from OPALA for the evaluation of both education programmes and
associated traineeships, while the polytechnics use this information to compare and improve
their degree programmes and associated traineeships.

As mentioned earlier, in France, the Convention de Stage defines the various rights and
obligations of all parties involved in a traineeship, i.e. educational institution, host
organisation and trainee. This puts the onus on the educational institutions for assessing the
quality of the traineeships and on employers for providing trainees with well-structured
placements involving work-related tasks and activities relevant to the trainees’ learning and
professional development needs, effective supervision and mentoring and certain minimum
terms and conditions, including compensation in the form of a bonus (gratification). France
is a notable example of a compulsory model of traineeship-related quality assurance,
with the educational institution, working closely with the host organisation, being primarily
responsible for ensuring that the traineeship is of sufficient quality.??

Similarly, in the Netherlands there is a standard ‘traineeship agreement’ which employers
are required to sign when taking on trainees as part of an educational programme. This has
been developed by the Netherlands Organization for International Cooperation in Higher
Education (Nuffic), the Association of Universities in the Netherlands (VSNU), and the
Netherlands Association of Universities of Applied Sciences (HBO-raad). The standard
‘traineeship agreement’ (Cospa-Stageovereenkomst) specifies the aims and objectives of
the traineeship as well as its focus, scope and learning content, including the tasks and
activities which the trainee is expected to undertake (Article 1); the supervision and
evaluation mechanism associated with the traineeship (Article 2); the traineeship-related
arrangements, including its duration, working hours, ECTS credit value, trainee
compensation (e.g. expenses), etc. (Article 3); provisions about the trainee social security
and insurance coverage (Article 4); dispute resolution procedures (Article 5); etc.?*

Moreover, in the Netherlands, the Kenniscentrum Beroepsonderwijs Bedrijfsleven (KBBs)
(Knowledge Centres for VET and Industry), together with companies and vocational schools
are responsible for the quality of traineeships within the regulated and public VET system.
In particular, KBBs are responsible for developing and implementing a quality assurance
system which applies to traineeships. In other words, besides developing sector-based
qualifications, KBBs also recruit and monitor firms in relation to the quality of their
traineeships. Indeed, these centres are responsible for ensuring that companies and
organisations which offer traineeships (as part of VET) are assessed once every four years
on the basis of specific criteria. The recruited firms are registered in a public web register,
which includes only officially recognized training companies.® Furthermore, each education
subsystem has its own quality assurance procedures, while some universities also carry out
their own monitoring as regards traineeship-related quality assurance. Companies and
organizations willing to provide vocational education and/or traineeships need to meet a

227 http://opala.pkamk.fi

228 OECD, (2010). Developing Internships in the Western Balkans
http://www.nuffic.nl/nederlandse-organisaties/netwerken/cospa/stageovereenkomst
www.stagemarkt.nl
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number of quality criteria set by the bodies of the national industry organisations, and have
to be granted permission to offer traineeships. From 2012 onwards an official quality
assurance monitoring system is planned to come into operation.

In the Czech Republic the National Institution of Technical and Vocational Education
(Narodni ustav pro vzdélavani - NUOV) provides methodological guidelines for the quality of
traineeships in secondary education. A National Qualification Framework and School
Qualification Framework have also been established in that regard. In addition,
representatives of employers and public educational institutions co-operated in setting up
Qualification Standards Frameworks for secondary education which include traineeships. In
the case of transnational traineeships, quality is assured through the rules of international
programmes and/or organisations as well as the Ministry of Education’s accreditation
system. A similar accreditation process applies for organisations offering re-training
courses.

In Denmark, quality assurance practices depend on the guidelines of the specific study
programme and educational institution. The learning objectives for the traineeship may be
individually set or prescribed in the curriculum - or both. The Danish Evaluation Institute
(EVA) is responsible for the accreditation of higher education programmes.?' Practical
training, including traineeships, and its quality is considered one of the key factors taken
into account in EVA’s accreditation process of the professional Bachelor’s educational
programmes. Written contracts are seen as a good way of committing the different parties
to quality traineeships, because it also serves as an evaluation tool.

In Sweden, as traineeships are mainly undertaken within VET, it is the Swedish National
Agency for Education (Skolverket)®? and the Swedish School Inspectorate
(Skolinspektionen)?* under the Ministry of Education and Research which are responsible for
both VET and the quality monitoring of traineeships. At both national and local levels
councils for each vocational programme have been set up tasked with, inter alia, ensuring
their quality. These councils also identify emerging skills needs and assist the National
Agency for Education in its policy development.?** The actual quality assurance for
traineeships at upper secondary school (APU) is carried out by schools and employers.
Schools are responsible for arranging traineeships and verifying their quality, e.g. they have
to vet and select suitable training environments where trainees are not exposed to any risks
and provide the employer with a detailed profile of the trainee, including his/her knowledge
and skills.

On the other hand, the employer is directly responsible for the trainee in terms of ensuring
that: i) the traineeship is carried out according to the agreed specifications; ii) trainees
receive proper work-related orientation and guidance; iii) trainees are working under the
direction, supervision and support of a suitably trained person; iv) supervisors are
adequately trained for their trainee-related assignments and have enough time to fulfill the
related tasks; and v) incidents or accidents involving the trainees are reported to the
school.?**2% In APU-traineeships, the host organization’s working hours also apply to the
trainee, unless the school principal decides otherwise.

In a number of countries (e.g. BG, CZ, DK, LU, NL, SE, etc.) the quality of the traineeships
is monitored and assured through specific training-related accreditation mechanisms which
are in place. These often involve the social partners and educational institutions (at both
secondary and tertiary education levels). In Bulgaria, for example, the social partners are

231 http://www.eva.dk/

232 http://www.skolverket.se/

http://www.skolinspektionen.se/

234 EACEA, (2010). New Skills for New Jobs - Policy Initiatives in the Field of Education: Short Overview of the current
Situation in Europe, November,

http://eacea.ec.europa.eu/education/eurydice/documents/thematic reports/125EN.pdf

Arbetsmiljoverket ‘Arbetsmiljon for elever pd praktik’

Arbetarskyddsstyrelsens forfattningssamling, Mindredriga. AFS 1996:1
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actively involved in the quality assurance of traineeships at different levels. The most
important tripartite bodies dealing with continuous vocational training (CVT) include the
Managing Board of the National Agency for Vocational Education and Training (NAVET)%’
which has 16 expert occupation-specific Commissions and the National Advisory Council for
Vocational Qualification (NCVQ). The former is directly responsible for the accreditation and
licensing procedures of different occupations, thus affecting the quality of CVT provision,
including traineeships.

In Luxembourg, there has been a concerted effort to ensure the quality of traineeships,
with the direct involvement of social partners. The 2008 Loi sur la Réforme de la Formation
Professionnelle has sought to promote the quality of traineeships in a variety of ways. For
example, it makes the production of an evaluation report compulsory for all education-
related traineeships. Trainee tutors are expected to make sure that the traineeship matches
the educational content set out in the traineeship agreement. Trainees are encouraged to
report any traineeship which does not include a learning dimension, either to the union
representative at the workplace, or to their training provider. In the case of CIE-EP or CAE
traineeships, union representatives are in charge of verifying that traineeships do not
replace regular employment contracts.

There is also evidence of well-structured quality mechanisms for traineeships which form
part of ALMPs for unemployed young people. For example, in Greece, the new Work
Experience Programme for New Labour Market Entrants, the successor to the old STAGE
programme, launched in 2010, outlines in some detail quality assurance procedures
applicable to its placements. OAED, the Greek PES which is the programme’s Intermediary
Management Agency and Co-ordinating body, is responsible for the quality assurance of the
programme, including the vetting of the participating private sector companies and the
regular in situ inspection for the duration of the placement. Indeed, in order to follow the
way traineeships are implemented by companies, OAED staff must compile a dossier for
each of the participating companies where, inter alia, they should file the regular in situ
reports prepared by the OAED inspectors.

Similar robust quality assurance mechanisms are in place for a number of other
government-sponsored traineeship programmes, e.g. Portugal’s Programa Estagios
Profissionais, Cyprus’s Scheme for the Job Placement and Training of Tertiary-Education
Graduates, etc. However, it is also worth noting that, as mentioned earlier, in the UK, the
Work Experience programme for the young unemployed has very little in the way of quality
assurance because it is felt that excessive monitoring would put employers off. That said,
employers do have to ensure that Work Experience placements do not displace regular staff.

The UK experience is particularly interesting for the typically voluntaristic quality assurance
approach adopted in the case of traineeships in the open market. This type of
traineeship has been subject to no or the least regulation and little by way of formal quality
assurance processes. Instead, it is characterised by a proliferation of voluntary quality
charters and frameworks aimed at providing good practice guidelines to organisations which
take on trainees. Two have had a particularly high profile. Specifically, in 2009 the UK'’s
Chartered Institute for Personnel and Development (CIPD) produced an Internship Charter
aimed at promoting quality traineeships.®® More recently, on 18 July 2011, a consortium of
60 professional associations launched, with the support of the UK Government, a voluntary
Code of Best Practice for Quality Internships as a way of addressing concerns about such
schemes, including those associated with mandatory professional training (see Box below).

237 http://www.navet.government.bg
238 http://www.cipd.co.uk/publicpolicy/ promoting-productive-internships-internship-charter.htm
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Code of Best Practice for Quality Internships (UK)
m Preparation - Firms need to think beforehand about the effective use of the trainee

m Recruitment - Recruitment practices for trainees should be the same as those for
regular employees. Traineeship adverts should clearly state the trainee’s roles and
responsibilities as well as pay, duration and working hours

m Induction - All trainees should have a formal induction to the company

m Treatment - Trainees should be treated the same as regular employees, integrated
into the organisation and given meaningful work

m Supervision and mentoring - There should be a supervisor with ring-fenced time in
their schedule to work with the trainee. The supervisor should establish performance
and learning objectives, conduct performance reviews and provide feedback

m Certification, reference and feedback - Trainees should receive a
certificate/reference letter and have opportunity to feedback to the organisation on
their experience

Source: http://www.bis.gov.uk/assets/BISCore/higher-education/docs/C/11-1068-
common-best-practice-code-for-quality-internships. pdf

Although the Code of Best Practice for Quality Internships touches on trainee remuneration,
it does not include it as part of its best practice principles. Instead, it exhorts employers to
comply with the law whereby trainees, unless classified as volunteers, are entitled to NMW,
and mentions that higher pay might attract higher calibre candidates to traineeships. It
should be noted that both the Internship Charter and the more recent Code are entirely
voluntary and have no legal force. It is still unclear what impact voluntary quality assurance
schemes have had on the quality of open market traineeships.

8.1 Transnational Traineeships

Transnational traineeships, especially those promoted through the main EU mobility
programmes such as LdV and Erasmus have particularly well-developed quality frameworks.
For example, the quality assurance of LdV transnational training placements is quite robust.
Indeed, the programme places a strong emphasis on the quality of the placement, including
pedagogical, linguistic and cultural preparation and arrangements for the Leonardo trainee’s
stay abroad with a view to optimising the impact of the mobility experience. For example,
participating organisations have to follow the ten principles set out in the European Quality
Charter for Mobility which covers all aspects of transnational learning mobility, from proper
preparation prior to the placement and clear delineation of roles and responsibilities of all
parties involved (the sending, host and intermediary organisations as well as the
participant) through to the production of a learning plan aimed at ensuring the relevance of
the placement’'s learning scope and content as well as recognition (e.g. through
Europass).?*

Significantly, the LdV programme has also developed its own charter for vocational training
related mobility, i.e. the Leonardo da Vinci Mobility Quality Commitment.?*® The recipient of

239 Recommendation (EC) No 2006/961 of the European Parliament and of the Council of 18 December 2006 on
transnational mobility within the Community for education and training purposes: European Quality Charter for Mobility
[OJ L 394 of 30.12.2006]). The ten principles/guidelines of this Charter are: (i) information and guidance; (ii) learning
plan; (iii) personalization; (iv) general preparation; (v) linguistic aspects; (vi) logistical support; (vii) mentoring; (viii)
recognition; (ix) reintegration and evaluation; and (x) commitments and responsibilities.

240 Eyropean Commission, (2009c). Green Paper - Promoting the Learning Mobility of Young People, COM(2009) 329 final,
Brussels, 8.7.2009, http://ec.europa.eu/education/leonardo-da-vinci/doc/quality en.pdf
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the LdV project grant, e.g. the co-ordinating institution, is responsible for ensuring that all
participating organisations, including where appropriate intermediary organisations, abide
by the principles contained in the Quality Commitment (see Box below).

Principles of the Leonardo da Vinci Mobility Quality Commitment

m Clear description of objectives, needs, expected learning outcomes, content and
duration of the training period abroad

m The placement is an integral part of the vocational training course

m Clear match between the training needs of the individual beneficiary, his training
curriculum, the qualification to be achieved and the content of the placement
(traineeship)

m Individual, linguistic and cultural preparation of the individual beneficiaries is ensured

m Pedagogical monitoring of the individual beneficiaries is ensured (tutoring and
mentoring in cooperation between sending and host organisation, follow-up of learning
agreement)

m Validation of the competences and learning outcomes acquired by the individual
beneficiary and assessment of the general outcome within the specific vocational
training field (use of Europass Mobility on request, use of ECVET, when applicable)

m Logistic support to individual beneficiary (travel, accommodation, host organisation)

m Dissemination activities are foreseen

Source: http://ec.europa.eu/education/leonardo-da-vinci/doc/quality _en.pdf

All parties involved in LdV learning mobility, including the participant, the sending and the
receiving/host organisations have to sign the LdV Training Agreement and Quality
Commitment and confirm that they will abide by the principles of the Quality
Commitment.?** The training agreement, inter alia, specifies in detail the roles and
involvement of all actors at the different stages of the learning mobility process. Special
effort is also directed at ensuring the suitability and quality of all participating organisations,
while particular attention is paid to the quality of intermediary organisations. Their quality
can be assessed on the basis of past performance and the satisfaction of both the co-
ordinating body and participants in previous projects.

As is the case for LdV, Erasmus-related learning mobility, including student mobility for
work placements, is subject to robust quality assurance procedures. First, the participating
HEIs must as a minimum hold an Extended Erasmus University Charter.?*> This Charter,
which is awarded by the European Commission following a call for proposals, provides a
general framework for HEIs’ Erasmus-related European co-operation activities.?** As such, it
outlines the fundamental principles and the minimum requirements with which HEIs must
comply when involved in Erasmus transnational student mobility for placements.?*** To this
end, it requires participating HEIs to ensure the highest quality in the organisation of

241 http://www.pro-mobility.net/pdf/toolkit/de/pmtp 33 4.pdf

242 http://ec.europa.eu/education/erasmus/doc/eucplacement_en.pdf

Significantly, as part of the application process HEIs have to include information on the following issues: (i) specific
measures aimed at ensuring high quality in student placements, including the quality of arrangements for support of
mobility, eg recognition of the period of work placement, language preparation, information, accommodation facilities,
etc.; (ii) details on how the work programme and the placement agreements are prepared and implemented; and (iii)
practical arrangements agreed between parties involved in the placement. In addition HEIs should specify the
monitoring and evaluation of the placement(s) period as well as its recognition in the curriculum,
http://eacea.ec.europa.eu/llp/funding/2012/documents/call _euc/euc guidelines 2012 en.pdf

The receiving enterprise or organisation does not have to have signed such a Charter.
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student placements as well as to promote the full recognition of completed student activities
specified in the compulsory Placement Agreement. This grant agreement covers the mobility
period and is signed between the student and his/her home HEI.

Second, in addition to the above, prior to starting the placement abroad, a Training
Agreement must be signed by the home institution, the host organisation and the student.
This provides a detailed description of the work programme for the placement period,
including the main duties/responsibilities of the student and the knowledge, skills and
competences to be acquired through the placement. The agreement also includes
information about the monitoring and evaluation plan which should accompany the
placement. Crucially, it also spells out clearly the terms and conditions associated with the
placement such as duration, working hours, holiday entitlement, dress code, and financial
compensation/contribution (€ per month, amount received for food
/transport/accommodation, etc.).?* The Training Agreement must also include the Erasmus
Quality Commitment which replicates the principles of the European Quality Charter for
Mobility. The Erasmus Quality Commitment is the standard document which outlines the
roles and responsibilities of all parties involved (see Box below).

ERASMUS QUALITY COMMITMENT
THE SENDING HIGHER EDUCATION INSTITUTION, UNDERTAKES TO:

m Define the learning outcomes of the placement in terms of the knowledge, skills and
competencies to be acquired

m Assist the student in choosing the appropriate host organisation, project duration and
placement content to achieve these learning outcomes

m Select students on the basis of clearly defined and transparent criteria and procedures
and sign a placement contract with the selected students

m Prepare the students regarding general health and safety aspects, give the student the
opportunity to feed back to the university any problems they experience with regard
to health and safety and give the host institution the opportunity to feed back to the
University any concerns regarding the student or placement arrangements.

m Prepare students for the practical, professional and cultural life of the host country, in
particular through language training tailored to meet their occupational needs

m Provide logistical support to students concerning travel arrangements, Vvisa,
accommodation, residence or work permits and social security cover and insurance

m Give full recognition to the student for satisfactory completed activities specified in the
Training Agreement

m Evaluate with each student the personal and professional development achieved
through participation in the Erasmus programme

THE SENDING INSTITUTION AND HOST ORGANISATION JOINTLY UNDERTAKE
TO:

m Negotiate and agree this tailor-made Training Agreement (including the programme of
the placement and the recognition arrangements) for each student and the adequate
mentoring arrangements

m Monitor the progress of the placement and take appropriate action if required

245 sStudents may be awarded an Erasmus grant to help cover the travel and subsistence costs (including insurance and
visa costs) incurred in connection with their placement period abroad. Students may get a financial contribution or a
contribution in kind by the host enterprise/organisation.
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THE HOST ORGANISATION UNDERTAKES TO:

m Assign to students tasks and responsibilities (as stipulated in the Training Agreement)
to match their knowledge, skills, competencies and training objectives and ensure that
appropriate equipment and support is available

m Draw a contract or equivalent document for the placement in accordance with the
requirements of the national legislation

m Appoint a mentor to advise students, help them with their integration in the host
environment and monitor their training progress

m Provide practical support if required, check appropriate insurance cover and facilitate
understanding of the culture of the host country

m With regard to health & safety, the student is to be treated as an employee of the host
organisation who will take charge of the primary duty of care and consequent liabilities
by

m Providing the student with an induction in the workplace health and safety
arrangements, including fire precautions, specific hazards and health and safety
precautions

m Including the student in your risk assessment programme as it affects activities
undertaken by them

m Providing appropriate instruction and training in your working practices and in the
particular control measures identified in your risk assessments

m Providing ongoing supervision and training for the student in the performance of their
duties

m Having a system of recording and investigating accidents and incidents. Notify the
University of Bristol of any accidents and incidents involving the student.

THE STUDENT UNDERTAKES TO:

m Comply with all arrangements negotiated for his/her placement and to do his/her best
to make the placement a success

m Abide by the rules and regulations of the host organisation, its normal working hours,
code of conduct and rules of confidentiality. Not to do anything that puts themselves
or other people’s health and safety at risk.

m Follow all health and safety instructions, information and training. Bring any health
and safety concerns to the attention of the host institution immediately

m Communicate with the sending institution about any problem or changes regarding the
placement

m Submit a report in the specified format and any required supporting documents at the
end of the placement

Source: http://www.ec.europa.eu/education/erasmus/documents/studentagree_en.doc

Finally, prior to taking up an Erasmus work placement abroad, each participating student is
issued by his/her home HEI with the Erasmus Student Charter.**® This sets out the student’s
rights and obligations as well as their basic entitlements (e.g. full recognition of placement

246 http://ec.europa.eu/education/erasmus/doc1057 en.htm
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abroad; transcript of record of work undertaken at the end of placement, etc.). The Charter
provides the students with a clear and concise idea of both what they are entitled to and
what is expected of them during the placement abroad.

The Table overleaf summarises information about the traineeship-related quality assurance
mechanisms in MS.
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Table 8.1: Quality Assurance of Traineeships

Topic

AT

BG

CcYy

cz

DE

DK

EL

ES

FI

FR

HU

IE

IT

LT

LU

LV

MT

NL

PL

PT

RO

SE

SI

SK

UK

Whether there is a quality
framework/formal
practices/regulations for quality
assurance of traineeships

Whether there are
informal/common/voluntary
practices for quality assurance of
traineeships

Whether there is a body
organisation in charge of quality
assurance of traineeships

Whether the quality of traineeships
is source of concern

Whether Government/social partners
are taking actions to
improve/implement quality
assurance procedures

Whether other organisations are
taking actions to improve/implement
quality assurance procedures

Key: (v) Yes (X) No (?) Unavailable/Unclear
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9. Overall Assessment of Traineeships

In this section we discuss the public perceptions of traineeships (in their various forms) and
their (perceived and/or real) benefits and drawbacks (as identified in both the national
reports and case studies completed for this project). In addition, we present a short
discussion on the overall assessment and impact of traineeships.

The theoretical assumptions behind the positive impact of traineeships and their benefits
are based on the principle that work experience improves the employability of trainees and,
as a result, can make school-to-work transitions faster and smoother. Traineeships enable
trainees to acquire a first work-related experience and, thus, gain a valuable insight into
and hands-on knowledge of an actual work environment. Trainees learn how to apply their
theoretical knowledge in practical tasks and activities in a work context and develop more
subject-specific skills. In addition, trainees enhance their employability by developing skills,
including soft skills, which are relevant to employer requirements. Crucially, traineeships
which provide work-related experience to young people can also be a gateway into the
labour market. They offer trainees the opportunity to show their competences, skills,
knowledge and attitudes to a potential employer, while at the same time, allow them to
build good professional networks which can help them in their future career. However, as
discussed in the following sub-sections, the benefits and effectiveness of traineeships vary
considerably between the different types of traineeships.

9.1 Benefits/Advantages of Traineeships

In the sections below we discuss briefly the benefits of traineeships for trainees, employers
and educational institutions.

9.1.1 Benefits to Trainees

One of the main benefits identified by the existing literature and confirmed by this study’s
findings is the opportunity for trainees to learn specific technical skills in their chosen
field and in line with actual employer needs. Trainees can thus acquire skills, competences
and knowledge which match exactly, or as closely as possible, employer requirements. In
addition, young people have the opportunity to develop a more in-depth understanding
of and gain a valuable insight into the work environment in which they will be working
in the future.

Well-organised traineeships which maintain high standards are an effective way to gain
practical, work-related experience, the lack of which is a key barrier to young people’s
labour market entry. For example, the great majority of students in Germany regard the
quality of education-related traineeships as excellent (as opposed to the ones in the open
market). Students believe that relevant tasks, high learning content and good mentoring
helped them in their professional development and career orientation in the labour
market. Traineeships are also considered very useful in helping them acquire job-related
information, practical skills and work-related experience deemed relevant to
employer needs and thus valued by them.

There is an extensive literature and evidence base about the benefits of traineeships and
work placement more generally. For example, Ball, Collier, Mok, and Wilson summarised the
benefits of traineeships identified by Harvey?’ et al. as providing young people with the

247 Harvey, L., Geall, V., and Moon, S., (1998). Work Experience: Expanding Opportunities for Undergraduates, Centre for
Research into Quality, University of Central England in Birmingham.
http://www.uce.ac.uk/crg/publications/we/wecon.html
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opportunity to: (i) put theory into practice in a way which helps them align their knowledge
and skills to actual employer requirements; (ii) develop an awareness of workplace culture,
norms and routines; (iii) understand and learn to respond effectively to rapidly changing
work environments; (iv) develop a range of practical, work-related ‘soft’ skills such as time
management, confidence, adaptability, team-working, interpersonal and communication
skills; etc. Additional traineeship-related benefits identified by the authors are: (v) short-
term financial benefits for trainees who can support their studies with additional income
(where compensation is available); (vi) enhanced employment prospects and potential
future wages; (vii) assistance in developing career strategies; and (viii) (in some cases) the
opportunity to work in a multicultural environment and learn other languages.*

There is evidence that traineeships do indeed ease the entry of young people into the
labour market. This is an important outcome in a nhumber of MS (e.g. AT, BG, CY, CZ, DE,
EL, FI, FR, LU, MT, NL, PL, PT, SI, SK, UK, etc.). Similarly, in most countries traineeships
associated with mandatory professional training are a major entry route into certain
professions, e.g. medicine, law, education/teaching, architecture, engineering, etc. (e.g.
AT, BE, CY, DE, EE, EL, ES, FR, HU, IT, MT, PL, RO, SI, UK, etc.). In some countries
traineeships are also explicitly seen as an opportunity for personal development, in terms
of helping a young person acquire or enhance his/her ‘soft’, transversal, and even active
citizenship skills (e.g. DK, EE, FI, LU, SE, UK, etc.).

Another advantage of traineeships are the networking opportunities they provide young
people. The latter can, in this way, start building their professional networks which can help
them with their career (e.g. DK, EL, IE, IT, PL, PT, RO, UK, etc.). For example, in
Denmark, the opportunity to meet new people, test different employers and start
developing professional networks through traineeships was identified as one of the main
benefits. On the other hand, in countries where word-of-mouth and informal networks are
among the main recruitment methods, such networking is deemed crucial in helping a
young person get a foothold into the labour market (e.g. EL, ES, IT, PT, etc.).

9.1.2 Benefits to Employers

Employers also benefit in a number of ways from traineeships. Most obviously, traineeships
give firms access to a growing number of skilled and experienced young workers, leading to
improved productivity and quality as well as safer working practices.?*?*® Crucially,
employers who offer traineeships can reap immediate benefits from the new ideas and fresh
thinking that young people bring to their organisation, while at the same time can help build
a talent pool for their specific company and/or sector.?! In this way, they can help increase
the number of skilled and experienced graduates/labour market entrants, thus having a
positive long-term effect on the workforce skills development. This is very important also in
the face of current demographic trends, notably the EU’s ageing population, which may
result in a more intense war for talent in the future. For example, some evidence from the
UK suggests that during the recent recession companies did not lay off young trainees and
apprentices (as they did in previous recessions) because, inter alia, of such considerations.

Traineeships can also help firms improve the effectiveness and reduce the costs of
their recruitment. They provide employers with the opportunity to assess the quality of
potential applicants over a significant period of time with a limited risk. For example, in the
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US, 83 per cent of employers use traineeships to identify new recruits.?s> Our study did
indeed found that across the EU traineeships are seen as a valuable recruitment channel
which gives employers the opportunity to screen and select the most talented trainees
(e.g. AT, BE, BG, CY, DE, EE, FR, HU, IE, LT, LU, LV, PL, PT, SI, UK, etc). That said, in few
MS traineeships are not viewed by employers as a recruitment tool. For example, in
Romania employers appear reluctant to take on trainees, even when traineeship schemes
are financed by the ESF. Conversely, in Cyprus, the traineeship-related benefits for
employers include the opportunity to (i) attract high calibre graduates at initially reduced
costs; (ii) allocate tasks more effectively amongst employees, including senior
management, so that they can focus on more strategic aspects of the company; and (iii)
provide graduates with more structured practical training which is closely aligned to their
business needs.

Traineeships can also help change the training culture in companies, by developing the
willingness of employers to invest in training.?? Significantly, a company’s involvement in a
traineeship programme can also be seen as a mark of business quality and corporate social
responsibility (CSR).>* Indeed, in some countries the provision of quality traineeships is
seen as an integral part of an organisation’s CSR and employer brand (e.g. AT, DE,
IE, NL, SI, UK, etc.).” For example, in the recently launched UK’'s Common Best Practice
Code for High-Quality Internships it is stated that greater access to high-quality traineeships
can help an organisation meet its CSR objectives by promoting social mobility and diversity
in the professions.?*® In a similar vein, in both the Netherlands and Slovenia, the AIESEC
traineeship programme also explicitly links the offer of quality traineeships with the
promotion of a positive and strong employer brand and CSR which, in turn, can enhance an
organisation’s attractiveness to the best talent.?” It is worth noting here that the link of
quality traineeships with a company’s CSR has also been more widely argued by academics
and researchers.?®

Finally, traineeships embedded in educational programmes promote both the forging of
closer links and the two-way communication and exchange of information between
education and industry. This enables, inter alia, the incorporation of new and emerging
labour market trends and requirements into study curricula, so that these are more
relevant and responsive to the skills and knowledge requirements of employers.

There is a major difference between large and small businesses in how they approach the
issue of traineeships. Not surprisingly, large organisations adopt a long-term approach
linked to their talent management and integrate traineeships in their recruitment methods.
In this case, traineeships form part of a systematic strategy aimed at ensuring that they
attract and retain the most talented trainees (e.g. AT, BG, CY, CZ, EE, FR, IE, HU, LT, NL,
PL, SE, SI, SK, UK, etc.). In contrast, SMEs tend to adopt a more short-term approach and
use trainees on an ad hoc basis. In some cases, the trainee might eventually be hired, but
this is not a common outcome in SMEs.

The above discussion notwithstanding, these benefits to firms need to be balanced with
concerns about the quality of the traineeships and the trainee’s terms and conditions
discussed in previous sections of this report.
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9.1.3 Benefits to Educational Institutions

Where traineeships are part of an educational course, there are also clear benefits for the
institution involved. For example, traineeships allow for a labour market ‘relevance
check’ of the study curriculum.?® Trainees have the opportunity to test their theoretical
knowledge in genuine work settings. This information can, in turn, inform the study
curricula of educational institutions in order to ensure that these remain relevant to
employer requirements, thus enhancing the employability of their students.

As mentioned earlier, traineeships can also help forge close ties with employers.
These links can evolve into other forms of collaboration such as education-business
partnerships, the undertaking of joint projects, further funding opportunities, etc. For
example, in Greece one of the explicit aims of traineeships associated with higher
education courses is the forging of close links with companies for research purposes.

The benefits cited above are more or less common to all types of traineeships, including
those which form part of ALMPs for unemployed young people and those offered in the open
market (provided they meet certain quality standards). That said, on the basis of this
study’s findings, the study has singled out two types of traineeships which have
additional/distinctive benefits for trainees.

9.1.4 Traineeships as Compulsory or Optional Part of Academic and/or Vocational
Study Curricula (i.e. Traineeships during Education)

There is ample, long-standing and consistent evidence that educational systems which
combine theoretical study with practical, work-related training are more effective
in easing young people’s school-to-work transition. Within this context, the benefits of
educational traineeships which were identified in the course of this study include the
following: (i) the acquisition of a first work-related experience linked to one’s study subject
and/or one’s integration into the work environment; (ii) the more meaningful and
comprehensive in-depth understanding of the scientific/technical knowledge acquired as
part of the studies through its practical application in a work context; (iii) the development
of a wide range of work-related ‘softer’ skills such as team-working, autonomy, creativity,
initiative, communications skills, etc.; (iv) the opportunity for the trainee to show his/her
abilities, knowledge and competences to a potential employer as well as to develop a proper
sense of professionalism; (v) the smoother transition of students from the world of
education to that of work through both their early familiarisation with the demands, norms
and routines of the work environment and their exposure to employment relations, working
conditions and earnings levels; (vi) the opportunity to forge closer links between the
educational institutions and industry with a view to developing study curricula which are
more responsive to employer needs; etc. Overall, such traineeships allow young people to
develop links with the labour market and acquire work experience which is strongly related
to their studies.

According to Bullock, Gould and Hejmadi, students do benefit from time spent on
traineeships since these ‘have enhanced their understanding of their own life choices,
enabled the acquisition of transferable skills and provided a tangible link between theory
and application’.*® For example, in Romania, a survey on trainees at the Bucharest
Polytechnic University reveals that they consider work experience (usually acquired through
a traineeship) as the most influential factor in enhancing their employability. The survey
identified high levels of satisfaction amongst trainees with almost 90 per cent stating that
the practical learning content of the traineeship was good or very good. In particular,
students appreciated the fact that traineeships gave them the opportunity to apply the
theoretical knowledge acquired during their studies in genuine work settings. Interestingly,
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for some trainees the learning content of the traineeship itself was better than the
theoretical course. Similarly, in Finland analysis of the OPALA feedback from polytechnics’
students shows that in 2010 over 88 per cent of the respondents believed that the tasks
performed during the traineeship contributed to their learning, while over 81 per cent felt
that the counselling and support during the traineeship was sufficient.

Traineeships embedded in the educational system or parts of university courses are a
valuable tool to strengthen the links between educational institutions and the
labour market, promoting more active involvement of employers in the education
system. This is deemed particularly important in countries with traditionally weak links
between education and labour market such as Greece, Italy, Spain and Portugal (so-
called ‘Southern Europe Model’). The need to strengthen the links between educational
establishments and employers was also identified in former communist countries (e.g. BG,
CZ, EE, HU, LT, LV, PL, RO, SI, SK, etc.). Interestingly, in this case this need is associated
with the fact that, with the fall of communism, the once strong links between the worlds of
education and employment weakened due to the disappearance of large state-owned
companies which tended to absorb most new labour market entrants.

Moreover, in an increasing number of countries educational institutions also seek to
enhance their understanding of employer skill needs by working in partnership
directly with employers through, inter alia, the promotion of traineeships as part of their
study curricula (e.g. AT, BE, BG, CY, CZ, DK, EE, EL, ES, FI, FR, HU, IE, IT, LT, LV, MT, NL,
PL, RO, SI, SK, UK, etc.). As mentioned earlier, the aim is the incorporation of new and
emerging skills and knowledge into study curricula, so that these are more closely aligned
to actual employer requirements. For example, in Italy, with remarkable variations
between regions, this collaboration is deemed crucial in allowing educational institutions to
assess their courses and programmes against labour market requirements. Similarly, in
both Greece and Cyprus educational traineeships are seen as an excellent mechanism for
creating a two-way interaction and exchange of knowledge between education and
business. Likewise, in Lithuania, one of the main traineeship-related benefits identified by
universities was the feedback received from employers on the design, content and
implementation of their study programmes.

9.1.5 Transnational Traineeships

The main benefits of these traineeships as reported by trainees in the 2011 Eurobarometer
survey are the improvement of the young people’s language skills and their inter-cultural
awareness and understanding.! Trainees also felt that these traineeships definitely
improved their ‘soft’ skills and employability. In particular, the main benefits reported were
the opportunity to (i) improve their foreign language skills (57 per cent); (ii) enhance inter-
cultural awareness (40 per cent); (iii) become able to adapt to new situations (22 per cent);
(iv) acquire new professional skills (18 per cent); (v) develop better interpersonal skills (17
per cent); (vi) have better opportunities for future employment (16 per cent); and (vii)
acquire academic knowledge (12 per cent).

The benefits of transnational traineeships are being increasingly recognised by both the EU
and MS, most of which are actively promoting youth-related learning and work mobility
through EU mobility programmes such as Erasmus and LdV; other international
programmes such as AIESEC and IAESTE; and national programmes (e.g. AT, BE, CY, CZ,
DE, EE, EL, ES, FI, FR, IE, IT, LT, LV, MT, NL, PL, PT, RO, SE, SK, UK, etc.) (see also
Sections 3.4 and 5.5).
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9.2 Drawbacks of Traineeships

Across most countries the lack of or low compensation associated with traineeships has
been identified as one of their main drawbacks (e.g. AT, BE, BG, CZ, DE, EE, EL, ES, FR, IE,
IT, LT, LU, LV, MT, PL, PT, SI, UK, etc.). This is the most common theme and starkest
message which emerges in public debates, available literature, including ‘grey’ material and
social media, information provided by trainees and their associations (either at national
and/or EU levels), and this study’s findings. That said, whether traineeships should be paid
or not is a contentious issue in many countries. On one hand, employers argue that trainees
gain work-related experience which will improve their employability, while taking on board a
trainee can be time-consuming and resource intensive for the host organisation.

On the other hand, trainees who are not or insufficiently compensated have to rely on other
sources of financial support, including own and/or family resources. This, in turn, raises
concerns about equity of access, since those from less privileged backgrounds may not be
able to draw on such resources in order to undertake traineeships to gain work-related
experience and enhance their employability. Even more disturbingly, trainees are in many
cases asked to carry out tasks usually performed by regular, fully-paid staff for which they
receive no or low compensation. Overall, the issue of no or low trainee compensation
(associated as it is more generally with poor trainee-related terms and conditions such as
lack of social security coverage) has become critical, not least because a significant segment
of young people may have to undertake a series of traineeships before securing stable
employment. This can, in turn, seriously impede their ability to become financially self-
sufficient and lead an independent and autonomous life.

Moreover, there are concerns about employers using traineeships as a form of unpaid
employment, with ‘cheaper’ trainees being used for entry level jobs and/or other job
vacancies instead of regular staff. Indeed, in a number of countries since the outburst of the
economic crisis and despite a drop in overall employment levels, there has been an increase
in traineeships, especially those which are unpaid (e.g. BE, EE, ES, IE, IT, LU, LV, MT, UK,
etc.). For example, in Luxembourg, since the beginning of the economic crisis, in the
banking sector an increasing number of open positions are solely for, mostly unpaid,
traineeships. Similarly, there has been a growth in traineeships in the UK since the start of
the recession.2¢?

The potential for trainee exploitation is the second most common issue of concern. In
many cases, there is a real risk for trainees, especially those on traineeships in the open
market and, to some extent, on those associated with mandatory professional training, to
be used as cheap or free labour by employers (e.g. AT, BE, BG, DE, DK, EE, EL, ES, FR, HU,
IE, IT, LT, LV, MT, PL, PT, RO, UK, etc.). At the same time, there are increased reports of
heavy workloads and long working hours imposed on trainees, not least because high levels
of youth unemployment can make it easy for some employers to deploy questionable
practices and take advantage of trainees.

Trainee exploitation is more common where the aims and objectives of the traineeship are
not clearly spelled out and agreed at the outset; the practical content, including tasks and
activities of the traineeship, is not specified; there is a lack of supervision, mentoring and
guidance of the trainee in situ; there is no ‘third party’ overseeing and monitoring the
traineeship; etc. Having a clear regulatory and/or quality framework setting some minimum
standards can contribute to the better protection of trainees; however, as described in other
parts of this report, a lot depends on how such a framework is implemented and monitored.

In addition, in some countries the study identified a traineeship-related gender pay gap
with a larger proportion of women in unpaid or low paid placements. However, this could be
related to sectoral labour market segregation rather than to direct discrimination, since it
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may be that more women can be found in poorly paid sectors, or sectors known for low
quality traineeships. For example, in Germany, sectors with high proportion of unpaid
trainees include the creative industries and media/journalism, while in Austria poor quality
traineeships are more common in the health and social care sector, media, NGOs and the
culture sector. In the UK, unpaid traineeships are prevalent in certain sectors, notably
creative industries, media, journalism, public relations and the third sector (including
NGOs).

It is worth adding that in Germany an on-going debate centres around the fact that low
paid traineeships, which do not provide sufficient compensation to cover one’s living
expenses, add cost to the welfare system, thus transferring costs from businesses to the
society as a whole. Moreover, in Slovenia, traineeships as a tool for hiring young graduates
at lower pay are seen as likely to both increase the risk of a downward wage competition
and worsen the employment conditions of young people in the labour market.

Apart from no or low trainee compensation, a common criticism of traineeships is that these
are, in many cases, associated with poor terms and conditions for trainees, including lack
of social security and/or health/medical insurance coverage, no entitlement to holidays, no
sick or holiday pay, etc. Not surprisingly, it appears that the economic crisis and the need
for greater labour flexibility has exacerbated the situation as regards the terms and
conditions of trainees in many MS, especially those undertaking traineeships in the open
market (e.g. AT, BE, BG, CZ, DE, DK, EE, EL, ES, FR, IE, IT, LU, LV, MT, PL, PT, SI, UK,
etc.).

The poor quality or even lack of relevant learning content is another issue raised in
many countries and across all types of traineeships (e.g. AT, DE, EE, EL, ES, FR, HU, IT, LT,
LU, LV, PL, PT, UK, etc.). There are concerns about the fact that trainees are asked to
perform tasks which are either irrelevant to their learning needs or mundane, e.g.
photocopying. For example, in Poland there are reports of both poor terms and conditions
such as low trainee remuneration and questionable employer practices, such as exploitation
(i.e. traineeships in the open market seen as a source of cheap or free labour), poor
learning content, or even total absence of actual learning content, etc.

Crucially, another criticism levelled at traineeships, or at least at certain types of
traineeships, is that in many cases that fail to help trainees secure quality employment,
either with host or another organisation. This creates, in turn, the risk of young people
being trapped in endless series of traineeships without getting a firm foothold in the labour
market (e.g. AT, BE, DE, EL, ES, FR, IT, UK, etc.).

Although concerns such as those discussed above have been raised for various types of
traineeships, the ones offered in the open market have attracted most criticism, not least
because these are the least regulated and most often associated with questionable
employer practices. The drawbacks of specific types of traineeships are discussed below.

9.2.1 Traineeships in the Open Market - After Graduation/ Completion of Studies

A key criticism here relates to reports and some evidence that trainees are increasingly
utilised as substitute for regular employees, since these traineeships are largely
unregulated and lack robust quality assurance and monitoring mechanisms (like the ones
which apply to educational traineeships) (e.g. AT, BE, BG, DE, EE, EL, ES, FR, HU, IE, IT,
LT, LU, LV, MT, PL, PT, RO, SK, UK, etc.). For example, in Germany in a recent survey 81
per cent of trainees stated that they were assigned tasks normally performed by regular
staff. In the UK, there is growing concern that employers are using trainees, including
graduates, to fill entry level jobs or ‘basic/routine’ occupations on low or no pay, while in
some cases there is also a real risk of trainee exploitation. In France, despite the high
degree of regulation, there are also serious concerns that traineeships may be used as a
source of cheap or free labour by employers. It is reported that, in many cases, traineeships
fail to provide the first step towards decent and stable work, while they often trap young

Study on a comprehensive overview on traineeship arrangements in Member States 117



people in precarious employment and insecurity.?®* Similar concerns have been expressed in
a number of other countries, e.g. Austria, Greece, Italy, Latvia, Poland, Portugal,
Spain, etc.

This debate is much more intense, and even, acrimonious, in MS with high unemployment
and/or unfavourable labour market conditions for young people (e.g. EL, ES, IT, PT, etc.),
where trainees are often used as cheap or free labour. For example, in Greece, under the
old STAGE programme, trainees were used as ‘cheap’ substitutes for regular staff in the
public and municipal sectors, especially when the latter could not recruit due to budget
constraints and a recruitment freeze. Such stagiaires were employed with low pay, no social
security coverage, no holiday/sickness pay, etc.?** Similarly, in Portugal there are reports
that the exploitation of trainees as a source of cheap or free labour and the use of
traineeships as substitute for regular employment is a common phenomenon. There is also
a growing number of reports about employers using traineeship contracts to avoid offering
social security and health/medical insurance coverage to trainees. Other countries like
Spain and Italy have also reported similar examples of questionable employer practices in
private, public and third sectors.

For example, in Spain, as mentioned earlier, the unilateral traineeships (Becas no-
convenidas) have attracted a lot of criticism. It is common for most graduates to undertake
one or more traineeships in order to acquire work-related experience while in search for
more permanent employment. However, there is growing concern about questionable
employer practices associated with these becas, including trainee exploitation, poor terms
and conditions such no or low compensation and using trainees to replace regular staff.
Crucially, although in Spain traineeships are a common form of employing young people,
such placements seldom lead to employment contracts. In addition, as is usually the case
across the EU, young people are mostly employed on flexible, including temporary,
contracts. This situation has arguably led to a dual youth labour market, with a large
proportion of young people being caught in an endless series of traineeships and precarious
jobs. Indeed, both recent literature and international studies as well as this study confirm
that the trap of temporary and/or precarious employment affects a growing proportion of
young Spaniards.?* The same youth labour market issues apply to other countries, notably
Italy.

Similarly, in Luxembourg, trade unions have expressed concerns that the increased use of
traineeships and flexible work arrangements for young workers may lead to a polarisation in
the labour market where young people are at risk of remaining trapped in precarious and
unprotected employment. In a same vein, there is great concern in Belgium that extensive
use of traineeships may aggravate the already highly vulnerable position of young people in
the labour market.

Against the above discussion, it worth juxtaposing the traineeship-related debate in
countries with a tradition of good youth-related employment practices such as Finland.
Here the public debate focuses on the unfairness of low or unpaid traineeships and on
whether it is fair to ask young people to accept poorly paid work experience placements
before entering the labour market, especially after completion of their studies. In contrast,
traineeships linked to Finnish educational programmes have long been promoted and seen
as an effective way of connecting young people with the world of work while studying (but
crucially not after completion of studies).
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Not surprisingly, it seems that the condition of the labour market is a crucial factor in
determining the extent of use and potential abuse of traineeships as well as the trainee’s
terms and conditions. In countries with deteriorating labour markets and high youth
unemployment levels, young people are more likely to be subjected to questionable
employer practices, including possible exploitation. Significantly, the provision of less
favourable terms and conditions to trainees are sometimes justified by governments and
the public as the best alternative, or least painful option to youth unemployment and/or
inactivity. That said, the practice of using traineeships and voluntary work as free labour is
allegedly a growing phenomenon even in countries with traditionally better functioning
labour markets such as Germany and Austria. This, in turn, means that the boundaries
between voluntary work and traineeships are sometimes unclear and blurred. This, in turn,
risks exposing young volunteers to exploitation and lack of basic protection, which they
would, in some cases, have received as trainees (e.g. AT, BE, EE, ES, LT, LV, IT, PL, SK,
UK, etc.).

9.2.2 Traineeships as Compulsory or Optional Part of Academic and/or Vocational
Study Curricula (i.e. Traineeships during Education)

Although this type of traineeships attracts the least criticism in most MS, few concerns have
been raised in relation to some aspects of such placements. For example, in Finland, there
are complaints about unrealistic expectations of employers about trainees’ skills. There
are also some concerns that, despite being commonly accompanied by structured quality
assurance and monitoring systems, these traineeships may in some cases not provide
adequate protections to trainees. In general, exploitation of trainees is mitigated in
traineeships linked to academic curricula, where educational institutions (i) play a strong
supervision, monitoring and quality assurance role; (ii) specify clear learning objectives with
the employer; and, crucially, (iii) oversee the trainee during the traineeship. However, in
some MS there are concerns about how well such a role is performed by the educational
institution as regards both the proper assignment of trainees to companies in a way that
best matches their learning needs and the close supervision and monitoring of the trainee in
situ so as to safeguard the quality of the traineeship (e.g. AT, DK, EE, EL, ES, FR, IT, LT,
RO, UK, etc.).

A shortage of available placements seems to be one of the main obstacles for students
wishing to undertake a traineeship (e.g. BG, CZ, DE, DK, EE, EL, ES, HU, IE, IT, LT, LV, PT,
RO, SI, SK, UK, etc.). This is usually associated with the existence of weak links between
the educational system and the labour market (e.g. CZ, EE, EL, HU, LV, RO, SK, UK, etc.);
the type of industry, especially if it is dominated by SMEs which find it difficult to mobilise
internal resources to manage and mentor trainees (e.g. CY, EE, EL, IE, IT, MT, PT, UK,
etc.); the impact of the economic downturn (e.g. DE, DK, EE, EL, ES, HU, IE, IT, LT, LV, PT,
UK, etc.); etc. Moreover, in former communist countries (e.g. BG, CZ, EE, HU, LT, LV, PL,
RO, SI, SK, etc.) the disappearance of large state-owned companies resulted in a significant
decrease of available traineeships as small businesses are less likely to provide as many
opportunities for traineeships. Additionally, the availability of traineeships depends on the
tradition of a specific sector, i.e. whether it is expected that one undertakes a traineeship
before starting one’s career, e.g. journalism/media, creative industries, etc.

There are also persistent employer complaints about a mismatch between the skills
and knowledge acquired through the formal educational system and those
required in the labour market (e.g. BG, EL, ES, FR, IT, LT, LV, PT, RO, UK, etc.). For
example, in Lithuania, employers regard the educational institutions as passive towards
their (employer) needs and have expressed concerns over the perceived lack of interest
from universities in promoting work experience schemes for their students. This alleged lack
of attention towards traineeships combined with the lack of co-operation between
educational institutions and employers has a negative impact on the availability and quality
of traineeships and education-business partnerships. On the other hand, Lithuanian
universities reported the lack of financial resources as the main obstacle in organising
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traineeships for students, while the second issue identified was the difficulty to convince
employers to link up with educational institutions.

Issues reported by students in Romania mainly related to weak links between the
educational system and employers. Specifically, almost one fourth (24 per cent) of
university students stated that the time allocated to practical training as part of their course
was used entirely as planned as opposed to just over half (51 per cent) for whom it was not
used entirely as planned. Although the national curriculum makes such training mandatory,
only 43 per cent of the students completed their practical training outside the university. In
addition, there was a shortage of traineeships which adequately met the study curricula
requirements, while employers complained that the educational system was unable to meet
their skills needs.

9.2.3 Traineeships which form Part of Mandatory Professional Training

As mentioned earlier, despite the high degree of regulation of such traineeships, in a
number of countries there is growing (anecdotal) evidence of questionable employer
practices and possible trainee exploitation (e.g. BE, EE, EL, ES, IT, HU, LV, RO, UK, etc.).
There are reports that young people in traineeships which form part of mandatory
professional training are, in many cases, used as replacement of regular staff and/or cheap
or even free labour. Moreover, such traineeships are often characterised by poor working
conditions such as heavy workload and long working hours. They are also, in many
instances, associated with poor trainee-related terms and conditions, including no or low
compensation, lack of social security and/or health/medical coverage, no leave entitlement.
Significantly, in some cases, their learning content is relatively poor or not very relevant to
the trainee’s professional development needs. For example, in Greece there is a lot of
anecdotal evidence of exploitation of trainees undertaking traineeships linked to mandatory
professional training, e.g. law. Similarly, trainee doctors in a number of countries such as
the UK and Belgium have consistently reported poor working conditions, including long
working hours.

9.2.4 Transnational Traineeships

Although there is a general positive attitude towards transnational traineeships across most
MS, in Denmark the public opinion seems to disagree. Specifically, a survey carried out in
2009 amongst Danish university students showed that international experience was not
considered to be of particular value, despite the fact that practical training had a significant
role in the national study curricula. This was mainly because students believed that the
trouble of sourcing, organising and completing a traineeship abroad outweighed its benefits.
Only a minority of 4 per cent considered experience abroad as the most important factor
when seeking a job. However, there were differences between academic fields; students of
technical subjects were more likely to believe that international experience would lead to
better career opportunities. The view that international experience does not necessarily
improve one’s employability in the Danish labour market was supported by another 2009
survey conducted amongst 26 public and private sector companies. According to this
survey, international experience had less or no importance in the recruitment process
(unless the company was a multinational).

This ambivalence toward youth-related transnational work and/or learning mobility is
reflected in a 2011 Eurobarometer survey which found that only 9 per cent of young Danes
choose to go abroad as part of their higher education studies as opposed to an EU average
of 26 per cent.*®

265 Eyrobarometer, (2011). Op. cit.
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9.3 Effectiveness of Traineeships

As mentioned earlier, across the EU there is a growing awareness of the benefits of
traineeships in terms of facilitating the school-to-work transition. However, as far as the
effectiveness of traineeships is concerned there is an uneven and rather patchy body of
evaluation literature across the EU, especially in the face of the great diversity of these
schemes. Some forms of traineeships, notably those associated with educational
programmes and ALMPs have been the subject of more systematic evaluation as opposed to
others, especially those undertaken in the open market on an ad hoc basis by a growing
number of young people. This section presents evidence collected as regards the impact and
effectiveness of the various types of traineeships under study.

9.3.1 Traineeships as Part of Active Labour Market Policies for the Young
Unemployed

It seems that those schemes with strongest links with the labour market and direct
involvement of employers such as the Contrats de Professionalisation in France, the FAS
traineeships in Ireland and the Portuguese Programa Estagios Profissionais yield more
positive employment outcomes. For example, 76 per cent of companies which offer
traineeships under the latter retain their trainees upon completion of the placement. In a
similar vein, the high completion rate of the Job Experience Scheme in Malta is attributed
to the active promotion of this scheme among employers.

A well-structured approach combined with close and active stakeholder, including employer,
engagement appear to be the key success factor of youth-related programmes in
Luxembourg. After nine months on the scheme Contract d’appui a I'emploi (CAE), 55 per
cent of trainees were offered an employment contract, against 35 per cent of those not on
the programme. This scheme involves a contract between PES and the trainee, the
reimbursement of part of the trainee compensation and social security contributions, and a
lump sum paid to the employer if the trainee is hired at the end of the traineeship.

Even more successful seems to be the Contrat d’Initiation a I’'Emploi - Expérience Pratique
(CIE-EP). 1In this case, for 86 per cent of participants the traineeship led to a job within six
months, as opposed to 57 per cent not on this type of contract. Significantly, this scheme
was designed on the basis of a proposal and with the active co-operation of L'Union des
Entreprises Luxembourgeoises (UEL) and the Chamber of Commerce of Luxembourg, i.e. is
characterised by strong employer involvement. It specifically requires a traineeship contract
and a minimum trainee remuneration, while it also offers a lump sum to the employer if the
trainee is employed on an open-ended contract after the traineeship. Interestingly, former
trainees have priority if, upon completion of the traineeship, there is a job vacancy in the
host organisation.?”’

As mentioned earlier, in a growing number of countries there are concerted efforts to
address aspects of traineeships which have given rise to serious concerns through the
introduction of traineeship-related legislation and/or quality frameworks, which have also
had bearing on traineeships associated with ALMPs. The aims of such policy interventions
were to (i) achieve a certain ‘regularisation’ of traineeships and the provide minimum
protection to trainees; (ii) introduce or build on robust quality assurance mechanisms in an
attempt to address deadweight, substitution and displacement effects as well ensure the
quality to the traineeship; (iii) offer financial incentives to employers, including wage and
social security contribution subsidies both during traineeship and, crucially after, if the
trainee is employed at the end of the placement; etc. Such measures have been identified
as key success factors for improved traineeship-related effectiveness (e.g. AT, BE, BG, CY,
DE, DK, EL, ES, FI, FR, IE, IT, LU, NL, PL, PT, RO, UK, etc.).

267 zanardelli, M. and Brosius, J., (2010). Evaluation de I’Efficacité des Mesures en faveur de I’'Emploi instaurées par la Loi
5611, Rapport rédigé pour le compte du Ministére du travail et de I'emploi, CEPS/INSTEAD, janvier
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Although it is rather early to properly assess the impact of these policy interventions, the
study found that, in few instances, such attempts have had a rather adverse effect in the
supply of traineeships. For example, in Greece the introduction of more stringent rules for
its new Work Experience Programme for New Labour Market Entrants, resulted in low take-
up by employers. Apart from the impact of the unprecedented economic crisis on the
companies’ capacity of taking on trainees, this low take-up is also explained by the fact that
the subsidisation of trainees does not constitute a strong incentive for employers in a
country where there is a high degree of undeclared or ‘unsecured’ labour. In addition,
because this programme involves quarterly in situ inspections by OAED inspectors,
employers seem to wish to eschew such quality assurance and control procedures.

On the other hand, in Cyprus, the Scheme for the Job Placement and Training of Tertiary-
Education Graduates has been very successful in enhancing the employability of graduates
and helping them in securing their first job. An ex-post independent evaluation of the
scheme for the 2009-2010 period found that the overwhelming majority (93.5 per cent) of
young participants were gainfully employed, with 84.1 per cent being taken on by their host
organisation. Significantly, for 82.7 per cent of participants the contribution of the scheme
to their employment was ‘good to very good’. As far as participating companies are
concerned, 76.7 per cent hired the graduates to whom they had offered the placement,
while 95.3 per cent found useful the time they invested in the scheme.?®

The success of this programme has led to its inclusion as an ALMP in the Special Prevention
Action Plan for combating youth unemployment. Several factors contributed to the
effectiveness of the programme. These included: (i) the combination of ‘real’ work
experience with training; (ii) the provision of well-structured company placements, with a
clear focus on the trainee’s learning and professional development needs; (iii) the effective
combination of different policy interventions (e.g. training with wage subsidies); (iv) the
sharing of costs by all parties involved which, in turn, guarantees a greater employer
commitment; etc. The simplicity and flexibility of the scheme were also deemed as key
factors in enabling it to cover a wide range of sectors, company sizes and occupations.

In 2009, the Latvian State Employment Agency (SEA) promoted vocational and training
measures as part of ALMPs. Of those participating to these programmes 8.4 per cent were
employed within six months, while for two out of three trainees the company-based
traineeship was a decisive factor in helping them secure a job. In Lithuania, research on
traineeships targeted at the unemployed has also revealed some positive employment
outcomes. However, it also showed that there is scope for improvement because the quality
monitoring system does not involve collaboration between educational institutions,
employers and labour market institutions.

In a similar vein, there is evidence that in Denmark on-the-job training is the most
effective ALMP-related measure in terms of employment outcomes and earnings. Indeed,
the remarkably high number of VET traineeships every year demonstrates both how
practical, work-related experience is regarded as both an essential part of study curricula
and a critical element in improving one’s employment prospects. As was stated, this shows,
in turn, the importance of practical work experience to Danish employers.

In Slovakia, ALMPs aimed at helping young people enter the labour market have played a
crucial role during the economic crisis. For example, Graduate Practice is an ALMP measure
which allows registered young job seekers aged up to 25 to gain specific work-related skills
and competences through a work placement/traineeship. Although due to the economic
crisis Slovakia experienced a dramatic decrease in the supply of traineeships, the number of
unemployed young people on Graduate Practice increased by 194 per cent. Crucially, this
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increased take-up was accompanied with much improved implementation which resulted in
better employment outcomes. Specifically, although in 2009, almost 38 per cent of young
people who had successfully completed their graduate practice were subsequently
employed, in 2010 this proportion increased to 60 per cent.?®®

9.3.2 Traineeships as Compulsory or Optional Part of Academic and/or Vocational
Study Curricula (i.e. Traineeships during Education)

Traineeships which are part of academic or vocational study courses seem to have the best
outcomes in terms of effectiveness, quality, learning content, trainee experience, including
terms and conditions and, crucially, labour market transitions (e.g. BG, CY, DE, EL, FI, FR,
HU, IE, LV, MT, NL, PL, RO, SI, UK, etc.). For example, OECD’s estimates based on data
from the EU-wide REFLEX survey of graduates suggest that study-related work experience
increases a graduate's likelihood of finding a job immediately upon graduation by 44 per
cent; lessens the probability of over-qualification by 15 per cent; and reduces the
occurrence of skills mismatch by 26 per cent.?®

Such findings are confirmed by national-level data. For example, in Greece, students who
completed a traineeship as part of their undergraduate studies and were active five to sever
years after graduation were 44.5 per cent more likely to be employed than their
counterparts who did not do so.?”* Similarly, the Netherlands reports high labour market
entry rates for UAS graduates which offer compulsory traineeships as part of their
Bachelor’s curriculum. Specifically, research by the Netherlands Association of Universities
of Applied Sciences (HBO-raad) conducted in 2008 shows that, 18 months after graduation,
85 per cent of the 2006/2007 graduate cohort were employed at a job at the ‘right’ level
(Bachelor’s), while 83 per cent were working in the professional field for which they were
trained.??

UK employers also put a premium on young people, including graduates, having acquired
some work experience either through traineeships and/or work placements linked to
sandwich courses (i.e. university courses which combine academic studies with one-year
work placements). For example, a 2007 report highlighted that many employers preferred
graduates from sandwich degrees, because they have gained practical experience and were,
thus, familiar with the world of work, its routines, norms and requirements.?”* According to a
more recent 2011 report almost half of those who had taken up an undergraduate
traineeship managed to secure long-term employment as a result of such a placement.
Specifically, 28 per cent of graduates secured long-term employment with their host
organisation, with a further 18 per cent securing employment with another employer.?*

The positive effect of educational traineeships is also borne out by data from individual
educational institutions. For example, data released by the University of Plymouth shows
that 60 per cent of those who had completed a traineeship through the Plymouth Graduate
Internship Programme (PGIP) were retained in full-time employment by the host
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organisation.?”® Similarly, evidence from business graduates indicates that a traineeship can
reduce the time between graduating and securing their first position by 54 per cent.?”s

Evidence from other countries also points to positive employment outcomes in relation to
traineeships. For example, in Germany 50 per cent of trainees found a job within 12
months of graduation. Although this is indeed a positive employment outcome, it should
also be noted that the other 50 per cent were either unemployed or in some form of
precarious and/or less stable employment. It is worth adding here that in Germany the
most effective placements seem to be those in sectors with a long tradition of traineeships
and those with a clear regulatory framework such as traineeships associated with
mandatory professional training, e.g. lawyers, doctors, etc. German statistics also show that
graduates from its dual VET system are less likely to take up traineeships upon completion
of their training. This may, in turn, suggest that, by already combining theoretical
knowledge with practical work experience, such graduates are better prepared for
immediate labour market entry as opposed to students with exclusively school-based
education and training.

In Italy, the employment rate of young graduates who undertook a post-graduate
traineeship was 65 per cent against 58 per cent of those who did not. This difference is even
greater when looking only at those who were not already employed at the end of their
studies. In this case, 60 per cent of young graduates who had completed a post-graduate
traineeship found a job against 44 per cent of those who had not done so0.?”” In a similar
vein, a 2011 survey of Romanian upper secondary school pupils found that for the majority
of them (78 per cent) a VET traineeship facilitates their entry into the labour market and
helps them secure stable employment.

A 2011 study in Spain concludes that in order to improve the employability of graduates, it
is necessary to strengthen the links between the Spanish educational system and
employers, e.g. by introducing compulsory traineeships in order to provide students with
valuable work-related skills and experience. The study also highlights the need for
employers to play a greater role in the design of study curricula and the financing of
traineeships.?’®

In Austria, the effectiveness of traineeships in easing the entry into labour market depends
on the sector in which they take place. It is very likely that a well organised traineeship
completed before graduation leads to a job offer from the same employer after graduation.
However, this is mainly true in technical and business sectors, while traineeships in media
and cultural services are not so successful in securing employment.

Significantly, robust evidence in the US, produced in July 2011, demonstrates the links
between paid work experience and its positive impact on employability. According to this
survey, 61 per cent of students who completed a paid traineeship in the for-profit sector
were offered a job at the time of graduation, against 38 per cent of students who undertook
an unpaid traineeship and one third of students who did not have any type of work
experience.?”®

The above discussion notwithstanding, there is also some evidence of less successful
traineeship programmes in education, such as the Graduate - Activate Yourself and Get the
Job! in Slovenia. This programme, launched in 2009, was especially designed to help
young graduates secure employment after completing a traineeship with an employer, while
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still being a university student. The latter was given a grant if they offered full-time
employment to trainees. However, according to available data, in 2009-2010 only 44
graduates took part in this programme against an initial target of 600 for the period 2009-
2011,

9.3.3 Traineeships in the Open Market after Graduation/Completion of Studies

Across the EU employers put a premium on young people having acquired work-related
experience through traineeships. According to UK employers, traineeships outside formal
education represent an effective mechanism for equipping graduates with such skills. As the
CIPD research found, almost eight in ten employers (78 per cent) consider that traineeships
are beneficial to trainees in the long run. In addition, for 76 per cent such placements allow
them to screen potential new staff, while for 69 per cent traineeships are a good way to
develop new talent in an industry sector. Finally, about half believe that they are a cost-
effective resource (52 per cent), and that they can help develop management and
leadership skills among existing staff (50 per cent).®!

Such findings were confirmed by a national survey on graduate employment. In addition, it
found that traineeships in the UK are seen as an effective way of introducing graduates in
new professional areas which they may otherwise not have chosen. They provide them not
only with the chance to apply their knowledge and skills in a real world environment and
become familiar with its norms, routines and requirements, but also with important
networking opportunities which can be useful for their future employment and career
prospects.2s?

9.3.4 Transnational Traineeships

Across the EU employers appreciate the fact that young people with work experience abroad
have acquired broader international knowledge and better inter-cultural understanding
which, in turn, makes them globally mobile professionals. In addition, transnational trainees
have the opportunity to develop soft skills such as ability to work and interact with people
from different cultures, flexibility, self-confidence, etc., along with specific technical and
language skills. Significantly, transnational trainees also become familiar with and adapt to
the requirements of the EU-wide labour market.

Indeed, there is growing evidence that transnational traineeships have a positive effect on
the employability of trainees. For example, a study on the impact of LdV trainee experience
shows a strong impact on the personal, linguistic, social and professional development.
Specifically, according to respondents undertaking a LdV placement improved (i) self-
confidence (70 per cent); (ii) adaptability (73 per cent); (iii) teamworking (62 per cent);
(iv) language skills (66 per cent); (v) ability to manage unexpected situations (65 per
cent); (vi) ability to interact with people (72 per cent); and (vii) ability to handle new
challenges (71 per cent). Crucially, 58 per cent of unemployed young people received a job
offer after their training abroad, while 32 per cent of employed people found a workplace in
another country. Moreover, for 27 per cent the transnational experience improved the
quality of their jobs and 34 per cent secured jobs with greater responsibility.?®* A more
recent evaluation of the Lifelong Learning Programme also indicates that the mobility
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experience is very positive for one’s employability. For example, 85 per cent of participants
in LAV mobility found their training placements abroad beneficial for their career.?®*

The above discussion highlights the fact that, although it is difficult to accurately measure
the causal link between undertaking a traineeship and securing employment, there is
consistent evidence showing that, provided they meet certain quality standards,
traineeships do improve the employability of trainees. Given the great diversity of
traineeships, the robust and rigorous assessment of the precise magnitude of the impact of
all forms of traineeships in facilitating smooth labour market transitions can be a challenge,
especially when one seeks to collect comparative data from 27 MS. That said, the 2011
YFJ's first EU-wide trainee survey results pointed to relatively good employment outcomes.
Specifically, as a result of their traineeship 16 per cent of respondents were offered a job by
the host organisation at the end of their placement, while another 18 per cent found a job
with a different employer. This means that undertaking a traineeship has helped just over
one third of the survey respondents make a successful labour market transition. Moreover,
about 30 per cent of survey respondents expected that doing a traineeship would help them
find work with another employer.?®

However, it should also be borne in mind that, if labour market conditions are not
favourable and questionable employer practices towards young people are widespread,
‘activation measures [such as those involving traineeships] can simply postpone
unemployment, since a job placement or a training opportunity does not guarantee that an
individual will subsequently attain work’.?®

The above discussion notwithstanding, there is also criticism about the low, in some cases,
effectiveness of traineeships. For example, in Italy, the Tirocini per I'Inserimento Lavorativo
(TIL) under the FIxO programme were not particularly effective, since only 10 per cent of
young graduates were employed on various contract types at the end of the traineeship.
Similarly, there is evidence that in Spain traineeships are used by some employers to
reduce the cost of employment (e.g. wages, social security and health/medical insurance
contributions, etc.).®’

In general, the precise impact of certain types of traineeships, notably those in the open
market, on young people’s long-term employment prospects and quality of employment
remains rather unclear, not least because of a dearth of robust EU-wide evaluation studies.
The rather questionable impact of some traineeships has also been recently confirmed by
the 2011 YFJ trainee survey mentioned above. Although the concept of traineeship is
designed to, inter alia, offer a first stepping stone into the labour market by creating a
bridge between the worlds of education and employment, the survey results paint a mixed
picture. Crucially, trainees are, very often, on their second or third traineeship. Indeed, 63
per cent of survey respondents have completed one or two traineeships, while the
remaining 37 per cent had undertaken three or more traineeships.?®®

Similar findings have emerged in specific MS. For example, a small-scale survey of former
trainees conducted by Interns Anonymous in the UK showed that for the vast majority (82
per cent) the traineeship did not lead to employment with host organisation nor did their
employer help them with their job search (83 per cent). Where the traineeship did not lead
to a job in their preferred sector, over 40 per cent were now unemployed, and over 23 per

284 pyblic Policy and Management Institute, (2010). Interim Evaluation of the Lifelong Learning Programme (2007-2013),

Report prepared for DG EAC, February,
http://ec.europa.eu/dgs/education culture/evalreports/education/2011/lIpreport en.pdf
285 European Youth Forum, (2011). Op.Cit.
28 simdes, N. and Naumann, R., (2010). Anticipating and Managing Restructuring Portugal,
International Training Centre, ILO
Robberecht A-M., (2010). Young People facing a Dead End? More and Better Jobs in Europe!, Study prepared for the
ETUC Conference, September 2010,
http://www.etuc.org/IMG/pdf/Les jeunes dans l-impasse En with tablel.pdf
288 Eyropean Youth Forum, (2011). Op.Cit.

287

Study on a comprehensive overview on traineeship arrangements in Member States 126



cent working in another sector. Moreover, at least 37 per cent of respondents had
undertaken three or more traineeships.?®®

Overall, traineeships which form optional or compulsory part of academic and/or vocational
study curricula with strong employer links appear to be the most effective in terms of
learning content, traineeship quality and experience, terms and conditions and labour
market entry rates (e.g. AT, DE, DK, EL, FI, FR, IE, IT, LV, NL, RO, UK, etc.). In the same
vein, well-structured traineeship programmes linked to ALMPs have, in some instances,
yielded positive employment outcomes. Transnational traineeships, notably those supported
by EU mobility programmes such as Erasmus and LdV have also been shown to improve
youth employability. The box below presents some examples of effective traineeship
programmes.

Effectiveness of Traineeships

m Portugal: 76 per cent of host organisations participating in the long-standing
Programa Estagios Profissionais retain the trainee at the end of the placement.

m The Netherlands: 85 per cent of the 2006/2007 UAS graduate cohort (who had
completed a compulsory traineeship as part of their studies) were employed at the
‘right’ level in line with their qualification and 83 per cent were working in chosen
professional field within 18 months after graduation.

m Cyprus: 84.1 per cent of graduates on the Scheme for the Job Placement and
Training of Tertiary-Education Graduates were taken on by host organisation at the
end of the placement.

m Luxemburg: for 86 per cent of participants in the Contrat d’Initiation a I'Emploi -
Expérience Pratique (CIE-EP) the traineeship led to a job within six months, as
opposed to 57 per cent not taking part in the scheme.

» Ireland: the labour market entry rate of FAS traineeships is about 70 per cent.

m Italy: 60 per cent of young graduates who had completed a post-graduate traineeship
found a job compared to 44 per cent of those who had not done so.

m Greece: students who participate in traineeships which form part of their
undergraduate studies were 44.5 per cent more likely to be employed than their
counterparts who did not do so.

m UK: 28 per cent of recent graduates which completed a traineeship (as part of the
HEFCE's Scheme) secured employment with host organisation and 18 per cent with
other employers. About a third of participants of the Graduate Talent Pool secured
employment after completing a traineeship in the open market.

m Germany: 50 per cent of trainees found a job within 12 months of graduation; for 15
per cent the traineeship was directly linked to positive employment outcomes.

9.4 Main Success Factors for Traineeships

Overall, it seems that educational traineeships (as part of either vocational or academic
study curricula) are, in most cases, particularly effective in facilitating school-to-work
transitions. The main factors which make these traineeships successful are shown in the
Box below.

289 | ow Pay Commission, (2011). Op.Cit.
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Main Success Factors for Effective Traineeships

m Traineeships are secured in close co-operation with employers and thus promote a
two-way interaction and exchange of knowledge between the educational system and
industry, especially in relation to employer skills requirements.

m Close and on-going dialogue between employers and educational institution generates
study curricula which are more relevant for and responsive to the skills and
knowledge requirements of employers.

m Students have the opportunity to gain a first work-related experience linked to
one’s study subject and thus develop an in-depth understanding of the scientific
knowledge acquired as part of the studies through its practical application in a work
context.

m Student trainees are able to demonstrate their abilities, knowledge and
competences to potential employers.

m By allowing students to become familiar with the demands, norms and routines of the
work environment and their exposure to real working conditions traineeships allow
smoother school-to work transitions.

m A well-structured approach to organising traineeships, including close
monitoring and rigorous quality assurance procedures by both the sending
(educational institutions) and host (employer) organisations. These can, to some
extent, guarantee the quality and learning content of the placement.

m These structured quality assurance procedures allow educational institutions to build
strong links with employers who are motivated to provide high quality
traineeships.

m Such traineeships are typically accompanied by a written traineeship agreement
which, inter alia, specifies the focus, scope and content of the traineeship, including
duration and the tasks and activities expected to be carried out by the trainee;
delineates clearly the roles and responsibilities of all parties involved; and sets
out in detail the trainee’s terms and conditions.

The Table overleaf presents first, a comparative summary of the above discussion and
second, relevant country-specific information in greater detail.
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Table 9.1: Benefits and Drawbacks of Traineeships

AT

BG

CcY

cz

DE

DK

EL

ES

FI

FR

HU

IE

IT

LT

LU

Lv

MT

NL

PL

PT

RO

SE

SI

SK

UK

Whether
there are
drawbacks
linked to
traineeships

Whether
there are
advantages
linked to
traineeships

Whether
there are
available
evaluations
on
traineeships
programmes

Key: (v) Yes (X) No (?) Unavailable/Unclear
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10. Conclusions and Recommendations

This chapter summarises the study’s main findings, conclusions and recommendations.

10.1 Key Findings and Conclusions

Here we present the main findings and conclusions of this study.

10.1.1 Increased Policy Focus on Traineeships as Mechanisms which facilitate Young
People’s Labour Market Entry

Young people have been disproportionately adversely affected by the Great Recession of the
late 2000s. The dramatic rise in youth unemployment and employment precariousness
combined with considerable skill mismatches have prompted governments across the EU to
increasingly focus on traineeships and practical work-based experience as effective
mechanisms which can help young people, including the young unemployed and graduates,
in their school-to-work transition (e.g. AT, BE, BG, CY, CZ, DK, EE, EL, ES, FI, FR, HU, IE,
IT, LT, LU, LV, MT, NL, PL, PT, RO, SE, SK, UK, etc.).

As a result, traineeships in a variety of forms feature prominently in national programmes
aimed at tackling youth, including graduate, unemployment. For example, they form part of
ALMPs in a growing number of countries. Similarly, in an effort to forge closer links between
education and industry with a view to improving the labour market relevance of the
curriculum and enhancing student and graduate employability, traineeships are increasingly
a voluntary or compulsory part of both secondary and higher vocational and academic study
curricula. Recognising the benefits of learning mobility, transnational traineeships (as part
of either EU or other international programmes as well as national programmes) are also
actively promoted across the EU. Finally, in view of the proliferation of traineeships
undertaken by young people in the open market, a growing number of MS have also either
introduced programmes promoting such traineeships and/or regulations or voluntary quality
charters aimed at providing some protection to trainees.

Although due to lack of aggregate and comparable numerical data it is difficult to measure
the exact magnitude of the phenomenon, there is in almost all MS a definite upward trend
in all forms of traineeships, including those in the open market.

10.1.2 Funding of Traineeships

Across MS the most common methods of financing the various types of traineeships include
European and national/regional funds; institutional assistance, for example, university
grants; personal financing; and company resources.

Where public funding is available, this commonly involves considerable support from
European funds, notably the ESF (e.g. BE, CY, CZ, EL, ES, IE, FI, IT, LT, LV, MT, PL, PT, RO,
SE, SI, etc.). Indeed, as part of its support for youth employment measures, the ESF has
enabled MS to promote traineeships (and workplace experience placements more generally)
as a way of facilitating school-to-work transitions. Moreover, considerable EU financial
support aimed at promoting learning mobility through, inter alia, transnational traineeships
is also available through the Erasmus and LdV programmes. There is also plenty of evidence
across MS of national funds aimed at increasing the supply of a wide range of traineeships
(e.g. AT, BE, CY, EL, ES, FI, IE, LU, LV, MT, NL, MT, PT, RO, SE, UK, etc.).

The practice of personally financing participation in traineeships was also common, at least
for some types of traineeships (e.g. BE, DE, EL, ES, IE, IT, LU, PL, RO, UK, etc.). Indeed, a
particular aspect of certain types of traineeships, notably those in the open market, relates
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to the fact that, in many cases, because trainees receive no or insufficient compensation,
they have to rely to other sources of financial support, including own savings and/or family
support. There is also evidence that companies are providing some compensation to their
trainees, although this is usually discretionary (e.g. AT, FI, FR, IE, NL, PL, SE, UK, etc.).

10.1.3 Plurality of Requlatory Frameworks for Traineeships

Across Europe there is a plurality and variety of legislation and regulations governing
traineeships. This legislative/regulatory diversity exists not only between MS, but also
between the different types of traineeships themselves which, in turn, reflects the fact that
the concept of traineeship itself is very diverse.

Traineeship-related legislation can be found in laws and regulations associated with either
education and training or employment policies, including ALMPs. It usually seeks to define
and regulate traineeships, the trainee status and associated terms and conditions. However,
there are also instances where no traineeship-related regulations exist, notably certain
traineeships in the open market.

Some MS seek to regulate directly traineeships-related issues (e.g. by Laws which explicitly
apply to traineeships (e.g. EE, ES, HU, IT, FI, FR, PL, PT, RO, SI, etc.). In that regard,
France stands out as a country which has, since 2006, adopted an explicit ‘regulated’
approach to traineeships through a raft of laws.

In most MS traineeship-related regulations either do not exist or are included in other
legislation, typically Education and Training Laws which relate to secondary, including
vocational, and tertiary education (e.g. AT, CY, CZ, DE, EL, IE, LU, MT, PL, PT, SK, UK,
etc.). Traineeships which form part of academic study curricula are typically regulated,
organised and overseen independently and autonomously by the educational institution
itself.

Although legal provisions vary substantially within the countries themselves depending on
the type of traineeship, in most MS there are legal provisions which regulate: (i) the written
traineeship contract setting out the formal obligations for the parties involved - for example,
the trainee, employer and/or educational institute (e.g. BE, EL, ES, FR, IE, IT, LV, NL, PL,
RO, SE, etc.); (ii) the length of a traineeship (e.g. BE, CZ, DK, EE, EL, ES, FI, FR, IT, LU,
MT, PT, RO, UK, etc.); and (iii) the trainee remuneration and/or social security coverage
(e.g. AT, DE, DK, EL, ES, IE, FR, LT, MT, PT, RO, SE, etc.).

In many MS there are labour market policies specifically aimed at supporting unemployed
young people, including graduates through traineeship schemes, which are often regulated
by specific legislation and regulations (e.g. BE, BG, CY, EE, EL, IE, FR, IT, LT, LU, MT, NL,
PL, PT, SK, etc.).

Significantly, in view of the rapid expansion of traineeships across the EU, individual
trainees and/or trainee associations/platforms, trade unions and youth organisations have
started testing the law. Indeed, there has been a steady rise in the number of cases where
trainees have successfully secured damages for unfair treatment and poor terms and
conditions (e.g. unpaid work, having a long period of traineeship recognised as
employment, etc.). This has, in turn, led to the emergence of a growing body of
traineeship-related case law and court rulings in some countries (e.g. BG, DE, DK, EL, MT,
UK, etc.).

The above discussion notwithstanding, the study found that legislative and regulatory
frameworks do not necessarily guarantee the quality of traineeships. Rather, it is
the implementation of regulations and the robust monitoring of the entire process
which play a key role in ensuring quality traineeships.

Another area of concern is the inadequacy of regulations and lack of quality assurance
mechanisms for traineeships in the open market which have, in many cases, been criticised
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for poor learning content and trainee terms and conditions, trainee exploitation, etc. A
number of countries stand out both the widespread use of such traineeships and for
government initiatives aimed at promoting their quality (e.g. AT, BE, DE, EL, ES, FR, IT, PL,
PT, UK, etc.). In general, the study identified a need of a certain degree of regulation
and/or quality assurance for traineeships in the open market. In some countries
quality assurance standards as another form of ‘soft’ regulation have also been introduced
through traineeship-related quality frameworks, charters, guidelines or codes of good
practice, etc.

10.1.4 Lack of a Common Definition of Traineeships and Trainees

There is a great discrepancy across the EU in the extent to which traineeships and/or
trainees are clearly defined. In relation to the definition of traineeships, in most MS there
is either a legal definition (e.g. AT, BE, BG, CZ, DE, DK, EE, ES, FI, FR, HU, IT, LV, MT, NL,
PL, RO, SE, SI, SK, etc.), or at least, a common national understanding of the concept of a
traineeship (e.g. AT, CZ, DE, EL, ES, FI, HU, IE, LU, MT, NL, PL, RO, UK, etc.).

There are clear differences between traineeships and apprenticeships. The latter are based
on an employment contract which regulates, inter alia, the apprentice’s terms and
conditions, while in most MS the traineeship is explicitly not an employment contract, and
as such, it is either partly or not at all regulated.

Trainee-related definitions also vary significantly across the EU. Typically, the trainee is a
pupil, student or trainee who is temporary working to acquire on-the-job experience which
is relevant to his/her studies. Significantly, in most MS the legal position of a trainee is not
equal to the legal position of a regular employee or apprentice.

In general, in almost all countries where a common definition of traineeship exists, there is
a strong link between education and work experience. Across the MS the common
defining characteristics of legal frameworks relating to traineeships are: (i) the
general educational purpose; (ii) the practical element of learning; and (iii) the
temporary character of the traineeship.

10.1.5 Great Diversity of Traineeships

Across and within MS the study identified a wide range of traineeships. However, as a result
of the scoping phase, it focused in the following five types of traineeships:

1. Traineeships as part of ALMPs aimed at facilitating School-to-Work Transitions

Traineeship programmes linked to ALMPs and seeking to increase the overall supply of
traineeships have been introduced or broadened across the majority of MS (e.g. AT, BE, BG,
CY, CZ, EE, EL, ES, FR, IE, LV, MT, PL, PT, SE, SI, SK, UK, etc.), due to the proven
effectiveness of schemes which combine education with work-based learning and practical
work experience in easing the labour market entry of young people. Traineeships linked to
ALMPs are commonly targeted at: (i) unemployed young people whose numbers are rising
due to the Great Recession (e.g. AT, BE, CY, DK, EE, EL, ES, IE, FI, FR, HU, LT, LU, LV, MT,
NL, PL, PT, SE, UK, etc.); (ii) early school leavers and low skilled or unqualified young
people who face considerable difficulties in entering the labour market (e.g. ES, FR, IE, LU,
MT, SE, etc); (iii) disadvantaged young people at risk of social exclusion (e.g. BE, CY, EE,
ES, FR, IE, LU, NL, MT, UK, etc.); etc.

Crucially, in the face of rising graduate unemployment a growing number of MS have
promoted traineeships in national programmes, including ALMPs, specifically targeted at
young graduates with the aim of facilitating their school-to-work transition (e.g. AT, BG, CY,
Cz, DK, EL, ES, FI, IE, IT, LU, PL, PT, RO, SE, SI, SK, UK, etc.).
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2. Traineeships as Compulsory or Optional Part of Academic and/or Vocational
Study Curricula (i.e. Traineeships during Education)

Across the EU it has become increasingly common for traineeships to be formally integrated
into curriculum requirements for both higher vocational and academic education
qualifications (e.g. AT, BE, BG, CY, CZ, DE, DK, EE, EL, FI, FR, HU, IE, IT, LT, LU, MT, NL,
RO, SE, SK, PL, UK, etc.). Indeed, in most MS, traineeships have become common elements
of study curriculums in upper secondary and higher (vocational and academic) education.
This is due to the fact that a considerable body of evidence has consistently shown that
educational systems which integrate theoretical knowledge with work-related practical
training - be it apprenticeships or other forms of alternance based-education - are more
effective than others in assisting the school-to-work transition.

The extent to which a traineeship forms a compulsory element of the curriculum, rather
than optional, depends on the type of education (vocational or academic). Traineeships
have always been a compulsory element of higher vocational education. The
Universities of Applied Sciences which have strong professional focus and put a special
emphasis on practical application of knowledge have always included compulsory
traineeships as part of their study curricula (e.g. AT, DE, EE, EL, FI, IT, NL, UK, etc.).
However, in the last few years traineeships are increasingly becoming an integral
part of all/most academic study curricula. Linked to this is the fact that there seems to
be a major policy push for traineeships to form (compulsory or optional) part of study
curricula, not least because these are seen as a effective tool in facilitating youth labour
market transitions.

Traineeships linked to educational programmes vary by type, focus and duration. Typically,
traineeships linked to education last between two and six to nine months and are
undertaken towards the end of studies.

The proportion of graduates undertaking traineeships or work placements as part of higher
education studies vary widely across the MS, with high take-up among graduates in the
Netherlands (87 per cent), France (84 per cent), Finland (80 per cent) and Germany (79 per
cent); rather modest in Spain (57 per cent) and Austria (45 per cent); and rather low in the
UK (32 per cent) and Italy (22 per cent).>°

3. Traineeships as Part of Mandatory Professional Training

Across MS there are certain professions where there is a legal requirement to undertake a
compulsory traineeship as part of mandatory professional training either in the final years of
undergraduate studies or just after graduation, e.g. medicine, law, education/teaching,
architecture/engineering; etc. Such traineeships are considered to be a critical element of
the final qualification and, in most cases, are a pre-requisite for licence to practice. They are
both well-defined and regulated in terms of learning content, duration, quality assurance,
etc., and are usually overseen by relevant professional associations and bodies in each MS.
Despite the high degree of regulation of mandatory professional traineeships, there are
growing concerns about the potential for abuse and exploitation of young people
undertaking such placements (e.g. BE, EE, EL, ES, IT, LV, RO, SI, UK, etc.).

4. Traineeships in the Open Market after Graduation/Completion of Studies

In the recent years there has been an expansion of traineeships which young people
undertake after graduation, not least because employers increasingly put a premium on
them having acquired work experience through such placements. This type of traineeship
has attracted most criticism since it tends to be unregulated and, in some cases, has been
associated with reports of trainee exploitation, the replacement of regular staff by trainees
who are used as cheap or even free labour, poor terms and conditions, including lack of
social security coverage, low or non-existent learning content, etc. Quite disturbingly, in

20 Brennan, J. Patel, K., and Tang, W., (2009). Op.Cit.
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some instances, traineeships fail to prove young people with a high quality learning
experience and be the first step towards an open employment contract. Indeed, in some
countries there are growing concerns that some traineeships are replacing entry level jobs
and/or trapping young people in an endless series of such placements, depriving them of
the possibility to secure decent work and become fully independent (e.g. AT, DE, EL, ES,
FR, IT, PT, UK, etc.).

For example, in both Italy and Spain young graduates feel increasingly obliged to
undertake one (or even a series of) traineeships in the open market while looking for
employment. Spanish graduates are increasingly offered by companies unilateral traineeship
contracts (Becas unitalerales de empresas privadas - Becas no convenidas) which are
unregulated, offer minimum social protection to trainees and may lead to potential trainee
exploitation.

In the face of widespread criticism of this type of traineeships, a number of countries are
actively seeking to either explicitly regulate or promote good practice through quality
frameworks.

5. Transnational Traineeships

Across all MS there is evidence of growing popularity of transnational work-related mobility.
Indeed, EU mobility programmes have increased the number of transnational work
placements across most MS, with the largest programmes being the LdV programme (e.g.
AT, BE, CY, CZ, DE, DK, EE, EL, ES, FI, FR, IE, IT, LT, LV, MT, NL, PT, RO, SE, SL, UK, etc.)
and Erasmus (e.g. AT, BE, CY,DE, DK, EE, EL, ES, FI, FR, IE, IT, LT, LV, MT, NL, PT, RO, SE,
SL, UK, etc.). Crucially, work placements in companies abroad are increasingly popular
among students, the main reason being the expressed desire by students to improve their
employment prospects through practical work.

A number of countries are actively promoting traineeships abroad, either through EU or
other international youth mobility programmes such as AIESEC and IAESTE (e.g. DE, DK,
EE, ES, FI, FR, IE, IT, MT, NL, PT, SE, UK, etc.) as well as national initiatives (e.g. DK, ES,
FI, MT, PT, NL, PT, etc.).

10.1.6 Sectors where Traineeships are more common

The type, range and profile of sectors where traineeships are more prevalent differ, to some
extent, according to the specific type of traineeships. In certain sectors such as medicine
and law traineeships are part of mandatory professional training. However, there are a
number of sectors where traineeships are increasingly common. These include (i) the
creative industries (e.g. culture, art and publishing); (ii) media/journalism and PR; (iii)
tourism and hospitality industry; (iv) business administration; (v) banking, finance and
accountancy; (vi) manufacturing (especially for VET traineeships); (vii) third sector/NGOs;
(viii) public sector; etc.

Some sectors have also been associated with questionable employer practices as regards
traineeships, notably (i) creative industries, media and journalism (e.g. AT, DE, DK, FR, IE,
IT, UK); (ii) the public sector (e.g. BE, BG, DE, EL, ES, FI, FR, IT, SI, PL, PT, etc.); (iii) the
third Sector/NGOs (e.g. AT, BE, ES, IT, PL, SK, UK); (iv) the legal sector (e.g. BE, EL, IT,
UK); (v) the medical sector (e.g. AT, BE, EL, IT, UK); etc.

In general, questionable employer practices in relation to traineeships can be found across
MS, with little variation as regards types of specific regulatory regime and institutional
framework. The main types of questionable practices identified include low or poor learning
content; poor working conditions; inadequate compensation; using trainees as substitutes
for regular staff; repeatedly renewing traineeship contracts without offering a permanent
position; etc. Low or no trainee compensation has been highlighted as a major issue of
concern in almost all MS.
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10.1.7 Great Variety of Trainee’s Terms and Conditions

The trainee’s rights, terms and conditions vary considerably both between different types of
traineeship and MS. For example, traineeships linked to study curricula and mandatory
professional training have more clearly defined terms and conditions usually set out in
written traineeship agreements between educational institutions, host organisations and
trainees. The trainee’s terms and conditions associated with mandatory professional training
are set by the specific regulations of the relevant professional bodies, or in some cases, by
law. Traineeships in the open market, which are less regulated, tend to have the least
favourable terms and conditions and, as such, have been criticised by trade unions, trainees
and trainee associations, youth organisations and the media.

Similarly, there is great variation between MS in relation to the trainee’s terms and
conditions associated with different forms of traineeships. For example, in France all
trainees undertaking any traineeship lasting for more than two months, should receive
minimum compensation in the form of a bonus which is defined by a sectoral or extended
inter-professional agreement. Similarly, in the UK those undertaking a traineeship in the
open market are entitled to national minimum wage.

In general, the extent to which trainees receive compensation depends on the type, purpose
and duration of traineeship; existing legislation; the trainee-related policies of the host
organisation; the precise form of remuneration (i.e. cash or in kind, and/or whether it only
covers trainee expenses.); etc. Where trainees do receive remuneration, this tends to be
linked to the NMW (e.g. BE, EL, ES, LU, LV, MT, NL, PT, RO, SI, SK, UK, etc.). In countries
without a NMW, trainee remuneration levels are determined through alternative methods
such as collective bargaining agreements (e.g. AT, CY, DE, DK, FI, IT, SE, etc.).

Crucially, there is no consensus on whether trainees in any form of traineeship should
receive compensation or on what constitutes ‘appropriate’ remuneration. One of the main
criticisms common to all types of traineeship across the MS is the lack of or low level of
compensation which raises concerns about equity of access; the risk of trainee exploitation;
and the ability of young people to lead an independent life (e.g. AT, BE, BG, DE, EE, EL, ES,
FR, IT, LU, LV, MT, PL, PT, SI, UK, etc.).

Indeed, the issue of the trainee’s terms and conditions has increasingly become the focus of
lively political debate across the EU (e.g. AT, BE, BG, DE, DK, EL, ES, FR, IT, LT, LV, PL, PT,
SI, UK, etc.). As a result, a number of MS with the aim of improving trainees’ terms and
conditions have introduced or are in the process of developing new legislative/regulatory
measures and/or quality frameworks (e.g. AT, BG, CY, CZ, DE, DK, EE, EL, ES, FI, FR, IE,
IT, LU, NL, PT, SE, UK, etc.).

Overall, the great variety of traineeship-related definitions, regulations, educational systems
etc. across the EU has resulted in a rather complex, confusing and diverse landscape of
trainees’ terms and conditions.

10.1.8 Growing Emphasis on Quality Assurance

In a number of MS and for certain types of traineeships the study identified widespread
concerns about the quality, learning content, working conditions, equality of access, less
formalised traineeships in companies, trainee’s terms and conditions, potential for trainee
exploitation and use of trainees as cheap or free labour, etc. In the face of the proliferation
of traineeships taken up by a growing number of young people across the EU, such
concerns have gone up the political agenda.

In response to such heightened concerns a number of countries have actively sought to
improve the quality of traineeships by strengthening quality assurance mechanisms. These
include traineeship-related legislation as well as specific quality frameworks either regulated
by public institutions (e.g. educational establishments, PES, etc.); or developed by the
social partners; or promoted on a voluntary basis by employer associations, professional
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bodies and even government (e.g. AT, BG, CZ, DE, DK, EL, FI, FR, IE, IT, LU, NL, SE, UK,
etc.).

In general, quality assurance standards may be compulsory or voluntary. Vol