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Chapter 6. How to make apprenticeships work for youth at risk?

This chapter focuses on youth at risk: young people who are unemployed (often called
NEET or not in education employment or training) or at risk of such an outcome. It
identifies some of the common additional barriers facing such youth, including: weaker
literacy, numeracy and general education; lack of work experience; and lack of relevant
social networks and soft skills. The chapter critically reviews a number of policy
interventions that might serve to increase the likelihood of employers offering
apprenticeships to youth at risk, including financial subsidies, apprenticeship duration,
preparatory programmes, and personalised support over the programme of training.

The statistical data for Israel are supplied by and under the responsibility of the relevant Israeli authorities.
The use of such data by the OECD is without prejudice to the status of the Golan Heights, East Jerusalem and
Israeli settlements in the West Bank under the terms of international law.
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Issues and challenges

Apprenticeships can improve the job and life prospects of youth at risk

Apprenticeships have attracted increasing attention as a tool to support effective school-
to-work transition, and can help to tackle youth unemployment and inactivity. The
benefits of apprenticeships are especially significant for youth at risk, who are most likely
to struggle to complete school or find good jobs. In this chapter, youth at risk are defined
as youth not in employment, education or training (NEET), and those at risk of becoming
NEET. International evidence suggests that apprenticeships may help school-to-work
transition: OECD countries with a high share of youth in apprenticeships have lower rates
of youth struggling to transition to employment (Quintini and Martin, 2014;)). In the
United States, a review of programme evaluations showed that combining vocational
training with work placements can improve labour market outcomes for young people
(Sattar, 2010p;). The benefits of such programmes are sometimes not job-related:
programmes involving work placements can help by keeping young people out of trouble
and by reducing arrest, incarceration and mortality rates (Gelber, Isen and Kessler,
2014[3]; Sattar, 2010[2]).

Youth at risk are likely to face more challenges to find a placement

For youth at risk, however, finding a good apprenticeship can be difficult. Those living in
underprivileged areas often have fewer job opportunities, and family and friends may be
jobless or in low skill jobs, limiting the scope for informal connections to employers and
recruiters. Even if contacts could be built with employers taking apprentices, one major
hurdle remains: ensuring that employers actually offer apprenticeship placements to
youth at risk.

The potential of apprenticeships will be realised only if they align with business
interests

Some firms may take on young people at risk as apprentices through a desire to help or
foster social cohesion in the community. However, employers also need to run a business
and make a profit, and few can afford to hire an apprentice if that would generate losses
for their enterprise. If the potential of apprenticeships for youth at risk is to be fully
realised, programmes must not only provide an opportunity for employers to show social
responsibility, but must also be well aligned with their business objectives. This requires
a good understanding of the financial implications for employers of taking on youth at
risk as apprentices.

One challenge is that youth at risk tend to have weaker skills than their peers

Youth at risk usually have relatively weak skills, which is one reason why employers may
be reluctant to take them on as apprentices. Some of these weaknesses will be academic:
NEETs tend to have weaker literacy and numeracy skills than young people in education,
employment or training (Figure 6.1) Sometimes, the weakness concerns soft skills and
personality attributes: studies have found that high school dropouts in the United States,
and those who dropped out but completed high school through a second chance
programme, had weaker non-cognitive or soft skills in some areas (e.g. persistence and
conscientiousness) than those who never dropped out (Heckman and Rubinstein, 2001 4;
Heckman, Stixrud and Urzua, 2006(5)). Such differences between the typical profile of
youth at risk and their peers are important for employers, because the skills of apprentices
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will affect how they perform at work and whether they will be able to successfully
complete their training.

Figure 6.1. NEETsS face more difficulties with basic skills

Percentage of adults aged 16-29 with weak literacy or numeracy skills
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Note: Weak literacy or numeracy skills are defined as below Level 2.
Source: OECD (20155), OECD Survey of Adult Skills (PIAAC) (Database 2012, 2015),
www.oecd.org/site/piaac/publicdataandanalysis.htm.

StatLink Sz http://dx.doi.org/10.1787/888933828505

Taking on a young person at risk as an apprentice is costlier for employers

Weaker basic skills make apprentices less productive at work — an apprentice in car
mechatronics will contribute less to business in a garage if they struggle to browse the
vehicle manufacturer’s technical portal. Gaps in soft skills have a similar effect — some
apprentices may struggle to arrive on time or handle conflicts with colleagues. Filling
those gaps is one of the objectives of an apprenticeship, but it requires time and support,
and some will need to catch up with initial weaknesses and may progress more slowly
than average. This means that many youth at risk in apprenticeships will need more help
to develop the required skills. The implication for firms is fewer benefits through
productive work and higher costs in terms of instruction time.

Apprenticeship schemes need to be designed in ways that address the needs of youth
at risk, while remaining attractive to employers

To realise the full potential of apprenticeships for youth at risk, it is important to ensure
that the prospect of taking on a young person at risk aligns with the business interests of
enterprises. This requires shifting the balance of costs and benefits to employers to make
it more attractive for them to offer opportunities to this group. International evidence
suggests that this is best done through non-financial measures.
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Changing the parameters of apprenticeship schemes (e.g. apprentice wages, duration and
how apprentices’ time is spent) can help make apprenticeships for youth at risk more
attractive to employers. This may be implemented by:

o C(Creating a targeted apprenticeship scheme with a modified design that is suitable
to the specific needs of youth at risk and is attractive to employers, such as a
shorter programme.

e Putting in place preparatory programmes (pre-apprenticeships) and support
measures for youth at risk enrolled on regular apprenticeship schemes.

Policy argument 1: Policy tools are likely to be most effective if they focus on
system design and support

Several countries use financial incentives to encourage apprenticeships for youth
at risk

Several countries use subsidies or tax breaks to encourage firms to offer apprenticeships
to young people who struggle to find a placement. In Austria, firms taking on young
people in “integrative apprenticeships” (IBA) receive higher subsidies than other firms,
and public resources cover some of the additional training needed by apprentices and
trainers in the firm (Wirtschaftskammer Osterreich (WKO), 20167). Australia offers a
subsidy to those engaging an apprentice from specific groups, such as indigenous
Australians and job seekers with severe barriers to employment (Australian Government,
2017s)). France offers a higher tax break to firms that take on disadvantaged apprentices,
including young people without a qualification and youth who have signed a “voluntary
integration contract”, which targets those most disconnected from employment (Service-
Public-Pro, 2016y9)).

Effectively targeting youth at risk is challenging

As set out in Chapter 2, international evidence offers limited support in favour of
financial incentives as a means of encouraging apprenticeship provision. The arguments
against subsidies to support youth at risk in apprenticeships are similar. Typically, there
are sectors of the economy with labour shortages where employers are very happy to take
on youth at risk as apprentices. Such sectors are likely to take advantage of any subsidy
available, but it will mostly be deadweight with few additional apprentices being taken
on. The evaluation of such a targeted subsidy by Germany illustrates this point. Germany
launched a bonus scheme in 2008 that rewarded firms offering an apprenticeship to youth
who had failed to find a placement or possessed only lower secondary schooling or less.
Despite efforts to reward only additional placements (e.g. the bonus was offered only if
the firm offered more placements than they had over the preceding three years), the
evaluation of the scheme found that it made a difference to only one in ten cases — the
other apprentices would have been hired anyway (Bonin, 2013(,o;). The scheme was
scrapped in 2010. The amount offered seemed too low to make a difference, and even
with the bonus firms faced net costs by the end of the apprenticeship, even more so as
disadvantaged participants needed more instruction time. This meant that firms ended up
offering placements to young people they intended to hire upon completion, and who, —
but in the vast majority of cases, would have been offered a place even without the
subsidy (Miihlemann, 2016y;;).

SEVEN QUESTIONS ABOUT APPRENTICESHIPS © OECD 2018



6. HOW TO MAKE APPRENTICESHIPS WORK FOR YOUTH AT RISK? | 111

Policy efforts are best focused on measures that do not involve financial
incentives

International experience suggests that it is better to focus on tools that make offering
apprenticeships to youth at risk attractive to employers, but without giving them money
directly. For example, the evaluation of the German bonus scheme found that firms
thought that strengthening basic skills among applicants and offering more support to
weaker apprentices during training would have been more helpful than a subsidy
(Wenzelmann, 2016y,;). Research from Switzerland (Miihlemann, Braendli and Wolter,
2013;5)) suggests that firms are willing to invest extra instruction time in apprentices with
poor school grades, at least in occupations where they expect to reap net benefits during
the course of the apprenticeship. This suggests that designing programmes in a way that
allows firms to at least break even by the end of the training period is important to ensure
access to apprenticeships among youth at risk.

Policy argument 2: Programmes can be designed to work for both employers
and youth at risk

1t is possible to design a programme for youth at risk that also works for
employers and apprentices

Research evidence shows that by carefully adjusting the parameters of apprenticeship
schemes (e.g. duration, apprentice wage, balance of time spent with the firms vs. at
school or college), it is possible to design schemes that work for both youth at risk and
employers. Employers need to break even by the end of the apprenticeship, while youth at
risk need to develop targeted skills. For example, in Switzerland, firms that offer two-
year apprenticeships designed with youth at risk explicitly in mind break even, on
average, by the end of the training period. This is achieved while delivering good
training: nearly half of completers proceed to higher level apprenticeships, and three-
quarters of the remaining half find a job upon completion (Fuhrer and Schweri, 2010(4)).
The programme includes various support tools (see Box 6.2).

Shorter programmes with flexible duration may work better for youth at risk

Offering apprenticeships in occupations for which a relatively short duration is suitable
may help achieve higher completion rates. In Switzerland, two-year apprenticeships were
created for youth at risk (most apprenticeships last three or four years). Austria has a
special “integrative apprenticeship” in which apprentices may obtain a partial
qualification or take longer to complete than an average apprentice (BMWFW, 2016;5)).
As for any apprenticeship, programmes must not become dead ends: upon completion,
apprentices should have the possibility to progress to higher levels of training.

Some occupations may fit youth at risk better than others

Employers may be more ready to go the extra mile and help struggling apprentices when
they need those apprentices to contribute to production, rather than be left with training
costs and few productive benefits. Research has found that in occupations where Swiss
firms expected to break even by the end of apprenticeship, more attention was given to
apprentices with poor school grades to help them catch up. The opposite occurred in
occupations where firms hired apprentices to recruit the best upon completion. In these
cases it was the highest performers who received extra training (Miihlemann, Braendli
and Wolter, 2013,3;), which is not surprising, as if the key benefit for the firm comes
from recruiting the best, they will focus on making the best apprentices even better. The
implication is that occupations where firms can obtain benefits during the training period
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may work better for youth who need extra support. When employers hire apprentices with
a view to reap benefits from productive work, rather than the prospect of recruiting them,
it is particularly important to ensure that apprentices also learn useful occupational skills
and are not exploited as cheap labour — Chapter 5 focuses on this issue.

Box 6.1. Apprenticeship schemes designed to serve youth at risk

Two-year apprenticeships (EBA) in Switzerland

These programmes target young people aged 15 and above who have
completed lower secondary education, are at risk of dropping out from
education and training, or who struggle to find a three or four-year
apprenticeship. They are offered in around 60 occupations, such as
retail sales assistant, healthcare assistant and hairdresser (SDBB,
2016;16). Their structure is similar to longer apprenticeships and they
combine firm-based and school-based components. EBA apprentices
benefit from support measures, such as individual tutoring, remedial
courses and support from in-company supervisors (SBFL, 2014,7)).

Those who complete may progress to three or four-year
apprenticeships, typically joining the second year of the programme —
41% do so within two years of completion. Among those who do not
pursue further training, 75% find employment within six months of
completion (SBFI, 2014;7).

Source: Fuhrer, M., and J. Schweri (2010;,4;) “Two-year apprenticeships for young
people with learning difficulties: a cost-benefit analysis for training firms”, Empirical
Research in Vocational Education and Training, Vol. 2/22, www.skbf-csre.ch; SBFI
(201417)), Zweijdhrige Berufliche Grundbildung mit Eidgendssischem Berufsattest,
Staatssekretariat fiir Bildung, Forschung und Innovation,
www.sbfi.admin.ch/berufsbildung; SDBB (2016y,4)), Career guidance website “EBA-
Beruf — 2-jéhrige Lehre”, www.berufsberatung.ch.

Integrative apprenticeships (IBA) in Austria

Integrative apprenticeships were introduced in 2003 and accounted for
6% of apprentices in 2014 (Dornmayr, 20125). They target learners
with special needs, people with disabilities, and those without a basic
school-leaving certificate (BMWFW, 2016;5)). Participants can take
longer to complete by one or two years, or may obtain a partial
qualification. They receive support both during work placement and at
school. The school-based component is adapted to the needs of IBA
apprentices: teachers can attend targeted training courses, additional
assistance is available to support teaching, and class sizes are reduced.
Those in the partial qualification pathway follow individualised
curricula and attend smaller classes.

Source: BMWFW  (2016ys)), Lehrausbildung in verlingerter Lehrzeit und in
Teilqualifikation, www.bmwfw.gv.at/Berufsausbildung; Dornmayr, H. (2012,
Berufseinmiindung  von  Absolventlnnen  der Integrativen  Berufsausbildung,
Institut fir Bildungsforschung der Wirtschaft, www.bmwfw.gv.at/Berufsausbildung/Le
hrlingsUndBerufsausbildung.
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Youth at risk often need preparatory programmes to get them ready for
apprenticeships

When apprentices are well prepared — for example, they have caught up with any gaps in
literacy or numeracy, have carefully chosen their target occupation, and are ready to
operate and learn in a real work environment — they will be more attractive in the eyes of
potential employers and have better chances of completing their training. Many countries
pursue extensive pre-apprenticeship programmes to this end.

e Pre-apprenticeship programmes encourage and offer financial resources to
prepare youth at risk for apprenticeships.

e Given the diversity of approaches in this area, and the limited evidence base, new
initiatives should be piloted and evaluated with the most effective programmes
rolled out.

Policy argument 1: Pre-apprenticeship programmes can help transition youth at
risk into apprenticeships

Pre-apprenticeships can help prepare youth at risk for an apprenticeship
programme

Given the many challenges of encouraging employers to offer apprenticeships to young
people who are inadequately prepared, an alternative approach is to tackle weaknesses in
the skillset of youth at risk before the apprenticeship starts. The objective is to help young
people at risk with some of their foundation skills in such a way as to improve their
chances of finding a good apprenticeship placement. Such pre-apprenticeships can
address weaknesses in literacy or numeracy, develop initial vocational skills, and improve
key soft and employability skills. Employers will find better prepared potential
apprentices a more worthwhile investment as they will contribute more easily to
production, learn faster, need less support to remedy initial weaknesses, and will be less
likely to drop out.

Their role is particularly important when an apprenticeship is a pathway within
upper secondary vocational education and training (VET)

Pre-apprenticeship programmes, which build a bridge to apprenticeships, are found in
many OECD countries (see Table 6.1). In addition to developing academic, vocational
and soft skills, programmes often aim to help match participants to available placements
by offering career guidance, work placements and job search training. In countries where
upper secondary VET is usually delivered through youth apprenticeships (e.g. several
countries in continental Europe), failure to find a placement may lead to disconnection
from the labour market and learning opportunities. In these countries, pre-apprenticeships
act as a bridge between lower secondary and upper secondary education. Sometimes,
programmes target youth at risk without links to formal pre-apprenticeship frameworks.
For example, in the United States, many programmes are developed by public and private
stakeholders, which creates both a rich field of innovation and a challenge for sustaining
and upscaling approaches that work.
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Table 6.1. Pre-apprenticeship programmes in selected OECD countries

Country Programme Target group Typical duration Content
Australia Pre-apprenticeship 6-12 months Generallemploygtlnhty Isk|||s,
occupation-specific skills.
England :S:Ithr‘]ieadggglcl\?v-lzezt/el 3 Work experience placement,
(United Traineeship with little work 6 weeks-6 months mggé’rzﬁrﬁf&gg‘;‘g’ if
Kingdom) experience and not in nee deYj
employment ’
Introductory training Youth aged 16-25 6-12 months Work-based learning, optional
(EQ) school-based component.
12 months General subjects at vocational
G Preparatory VET Youth aged below 18 (extension up to school. !EprO(atlon (.)f thrge
ermany year 18 months) occupational fields (including
work placements).
Basic vocational Vocational theory and practice
ear 12 months in a selected field. Work
Y placement.
Scotland . Off-the-job training targeting
(United g:g:ﬂﬁzts"'s"f Work™ 16.24 year-olds 10-12 weeks employability skils.
Kingdom) Work experience.
S MES 1-2 days a week at a vocational
SEMO Youth aged less than 25 (extension up to schooly
Switzerland 9.5 months) .
Literacy, mathematics,
Bridging measures 12 months motivation and career
guidance.
United States Pre-apprenticeship LIt IEERTENES, T

readiness training.

Note: Additionally, pre-apprenticeship programmes are in the process of being introduced in Canada.
Source: Kis, V. (2016y,9)), “Work-based learning for youth at risk: Getting employers on board”, OECD
Education Working Papers, No. 150, http://dx.doi.org/10.1787/5e¢122a91-en.

Policy argument 2: Programmes that allow learners to start apprenticeships
outside firms should focus on transition into the regular system

Some countries have programmes that allow young people to start an
apprenticeship outside firms

A different approach is to allow young people to start a form of “shadow” apprenticeship
without a work placement, and then help them transition into a regular apprenticeship.
For example, Austria established special courses (called iiberbetriebliche Ausbildung
[UBA]) for young people who cannot find a placement, which provide a shadow
apprenticeship based in a workshop that simulates the employer. Around a quarter of
participants transition into regular apprenticeships, the remainder obtain the same
qualification as apprentices but through a school-based programme (Hofbauer, Kugi-
Mazza and Sinowatz, 2014,;). In Germany, similar programmes (Berufsausbildung in
aufserbetrieblichen Einrichtungen [BaE]) are offered in several occupations and target
disadvantaged youth and those with learning difficulties. After the first year, participants
are encouraged to find a regular apprentice position, and those who do not succeed may
continue within the programme and obtain a qualification (Bonin et al., 2010p).
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However, such programmes miss some important benefits of apprenticeships

Such programmes have advantages for young people who cannot immediately find a
regular apprenticeship placement as they can start earning a wage and obtain a
qualification. However, these programmes lack some of the benefits of regular
apprenticeships, for example, participants do not have the same opportunities to develop
soft skills as regular apprentices (e.g. they do not interact with real bosses and
colleagues). Also, the supply of apprenticeship positions in firms sends a signal about
their needs — in these programmes those signals are missed.

Policy argument 3: Given the wide range of approaches in this area, more
evaluation evidence would be desirable

Evaluations are essential to identify what works

Pre-apprenticeship programmes tend to be costly, so identifying which approaches work
best is essential. If a pre-apprenticeship programme does not develop useful skills it risks
becoming stigmatising for participants rather than a pathway to good jobs. Evaluation
evidence can help to identify whether a programme works so that successful initiatives
can be expanded and unsuccessful ones discontinued.

Obtaining solid evidence is difficult

Even within individual countries, programmes offered often vary in terms of content,
duration and funding, so average results may be a poor indicator of the quality of
individual programmes. In addition, identifying what would have happened to
participants had they not pursued the programme is a challenge. In most countries, all
eligible youth willing to enter are provided with access, so a comparison of those offered
the programmes and those not offered the programme is not possible. Pre-apprenticeship
participants tend to be more disadvantaged and have weaker skills than those who choose
other pathways or jobs at the same age (Autorengruppe Bildungsberichterstattung,
2016;; Karmel and Oliver, 2011;)). This means that higher dropout rates from
apprenticeships among those who pursued a pre-apprenticeship (as found in Germany)
may reflect weaker skills at the outset, rather than the poor quality of pre-apprenticeship
programmes. In Australia, evaluations found that the link between pre-apprenticeship
participation and apprenticeship completion varied across trades (Karmel and Oliver,
201 1[23]).

Youth at risk often require additional support over the duration of the
apprenticeship

Youth at risk are more likely to struggle to complete their apprenticeship than an average
apprentice, and dropout commonly leads to weak labour market outcomes. It is also
costly for employers, who will have invested in finding and training the apprentice and,
following a dropout, are left with costs and no chance of benefitting from apprentices’
contributions to productive work.
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The difficulties faced by youth at risk during apprenticeships may concern academic
coursework, conflict with the training company, or may be of personal nature. To
increase the chances of successful completion and help apprentices participate in the
training firm’s activities:

e Youth at risk who undertake apprenticeships should be provided with additional
support. This may include remedial courses (e.g. in literacy and numeracy),
mentoring and coaching.

o Employers should be helped to build their capacity to provide apprenticeships to
youth at risk. For example, support with how to handle difficulties that may arise
with apprentices, and how to deliver training effectively on-the-job (e.g. training
for supervisors, online forum for supervisors).

Policy argument 1: Supporting youth at risk during apprentices can benefit
both employers and apprentices

Once access to apprenticeship is secured, support is needed to avoid dropout

Many young people at risk find completing an apprenticeship challenging. Data from
England (United Kingdom), Germany and Switzerland show that apprentices with a
minority background, weak school results and learning difficulties, have higher dropout
rates. Soft skills and apprentice motivation are also important, with employers reporting a
lack of effort as a common cause for dropout (Gambin and Hogarth, 20164
Autorengruppe Bildungsberichterstattung, 2016p,,;; Stalder and Schmid, 2006,s).
Supporting apprentices during their training can help them achieve a qualification, while
also benefitting their employers.

Support during apprenticeships benefits employers, which encourages them to
offer placements

Youth at risk tend to need more instruction time (creating higher costs for employers),
will develop skills more slowly (generating fewer benefits for the firm), and are more
likely to drop out. Offering extra support helps apprentices to learn faster and overcome
any difficulties, get on better with their employer and school, and have better chances of
completion. As a result, employers benefit from better performing apprentices and can
reduce the risks of costly dropout. The availability of additional support can encourage
employers to hire youth at risk as apprentices. For example, a master carpenter may be
reluctant to take on a young person who struggled at school as they may worry about the
apprentice not being able to cope with the mathematics needed to work out the rise and
run for a staircase. If extra support is available, this may reassure the master carpenter
that the apprentice will fit in with the firm.

Schools and mentors can help overcome learning and personal problems

Apprentices may receive help with academic or technical coursework (e.g. remedial
courses) or with preparing for exams. Mentors or coaches may help apprentices with
everyday problems and act as mediators if problems arise between the apprentice and
their firm or school.
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Box 6.2. State-funded apprenticeship assistance
Australia

The Apprenticeship Support Network aims to help employers to recruit,
train and retain apprentices, and to help apprentices to succeed. Eleven
regional networks provide advice and support services for employers
and apprentices through universal services for all employers and
apprentices, administrative support, payment processing and regular
contact, as well as targeted services for those needing additional
support. Where there is a risk of non-completion, additional services
(e.g. mentoring) will help apprentices and employers to work through
difficulties. Those who may be unsuited to an apprenticeship will
receive help to find alternative training pathways. Services provided by
the Network are funded by the Australian Government and delivered by
private providers.

Austria

Training assistants, funded by public resources, work extensively with
youth in integrative apprenticeships, which target youth with special
needs, disabilities and dropouts from basic schooling. They take care of
administrative tasks and prepare the firm for the arrival of the
apprentice. During the training period they provide tutorial support and
act as mediators if difficulties arise. Most training assistants are trained
in special education and have work experience with disadvantaged
youth.

Germany

Apprenticeship assistance, funded by government, is offered free of
charge to apprentices or dropouts to help them find a way back into
apprenticeships. Assistance includes remedial education and help with
homework, mentoring to help with everyday problems, and mediation
in case of conflict with the school or company. A support plan is
established with the apprentice, which typically involves three hours of
individual assistance per week, as well as some group sessions.

Switzerland

Apprentices in two-year programmes are entitled to publicly funded
individual coaching. Around half of those entitled take up the
opportunity, mostly to tackle weak language skills, learning difficulties
or psychological problems. Most coaches are former teachers, learning
therapists or social workers, and receive targeted training in preparation
for their job (e.g. 300-hour training in Zurich).

Source: Kis, V. (2016y,9), “Work-based learning for youth at risk: Getting employers
on board”, OECD Education Working Papers, No. 150,
http://dx.doi.org/10.1787/5e122a91-en; Australian Government (2018y), Australian
Apprenticeship Support Network, www.australianapprenticeships.gov.au/australian-
apprenticeship-support-network.
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International evidence suggests support during apprenticeships can work

Evaluating initiatives in this field is difficult because all those who seek support typically
receive support. However, there is a great deal of variation within countries as to how
initiatives are implemented. Available studies suggest that support for struggling
apprentices can help promote successful completion. Studies of Australian apprentices
found that the lack of support is a common cause of dropout. Having a credible third
party that is available to apprentices facing personal problems or arguments in the
workplace can reduce dropout (Snell and Hart, 2008,7;; Deloitte Access Economics,
20145)). Support directed to employers can also be very constructive. This may involve
improving management capacity within firms so that employers are better able to deal
with the challenges of integrating an apprentice into daily activities, training them and
handling problems that arise. In Germany, the temporary suspension of mandatory
training for apprentice supervisors led to an increase in dropout rates (BIBB, 2009 ,)),
which led to the re-introduction of the training requirement after a six-year suspension.

Conclusion

The question addressed in this chapter is how apprenticeships can be made to work for
youth at risk of poor outcomes, being either out of education and employment or at risk of
such a status. There is a solid basis to believe that apprenticeships can help make school-
to-work transitions easier for such youth. While many countries offer employer subsidies
to take on apprentices with weak academic profiles or from disadvantaged backgrounds,
evidence of the efficacy of such financial incentives is unpersuasive. More effective are
interventions designed to increase the speed with which a youth at risk apprentice can be
expected to become a skilled, productive worker to cover the costs incurred by employers
in their training. These include changes to the standard duration of an apprenticeship
(either shorter or longer than is normally the case), preparatory programmes to help make
a young person more attractive to an apprentice recruiter, or personalised support to
tackle problems encountered by an apprentice whilst undertaking the apprenticeship.
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