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1 | Introduction: The Importance of two-stage industry 

competence centres of vocational education and training 

1.1 | Why vocational education and training? 

SMEs represent 99% of all entrepreneurs, provide approximately 70% of all jobs 

and create around 80% of all new jobs. The further development of SMEs is severely 

limited by a large, growing shortage of entrepreneurs, managers and skilled workforce. 

By 2030, the number of younger workers will decrease by as much as 25% in most 

member states. In addition to the quantitative problems, there are increasingly qualita-

tive bottlenecks due to increasing, dynamically changing qualification requirements.1  

In Germany, the dual vocational education proved itself to be of high value. In the 

participating countries Poland, Lithuania, Latvia and Estonia, vocational education 

takes mostly place with complementary internships in companies. The participation in 

vocational education is very low, the qualifications achieved are insufficient and the 

unemployment rate is very high. Particularly in these countries with a predominantly 

school-based vocational education, the relevant skills and competencies must be sig-

nificantly improved and high-quality must be achieved. According to a survey 96% of 

companies in Lithuania demand better practical and 74% better theoretical skills and 

abilities.  

In all the participating project countries, the participation in further training as well 

as the skills and competences conveyed therewith must strongly improve. According 

to EU's objectives, at least 15% of adults should participate in lifelong learning each 

year. This ratio was significantly exceeded by up to 29% in Scandinavian countries in 

2016, compared with only 3.7% (PL) to 8.4% (DE) in the project countries.2  

 
1 Caputo, A., & Pellegrini, M. M. (Eds.). (2019). The Anatomy of Entrepreneurial Decisions: Past, Present and 
Future Research Directions. Springer. 
2 https://ec.europa.eu/eurostat/web/education-and-training/eu-benchmarks 
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While there are solid vocational and inter-company training capacities in Germany, 

there is inadequate capacity in vocational education and training in the other participat-

ing countries.  Vocational schools and companies have no or little experience with dual 

vocational education, as well as with inter-company training or work-based learning.   

Against this backdrop, the project pursues the ambitious objectives of further devel-

oping future vocational education systems, improving qualifications, enhancing the at-

tractiveness of vocational education and training, and reducing the growing deficits of 

qualified skilled workers.  

The project is carried out by 7 partners from Germany, Poland, Lithuania, Latvia 

and Estonia. The internationally active Lead Partner is particularly experienced in the 

training and support of SMEs as well as in the implementation of complex educational 

projects. Partners are three experienced vocational education centres and three cham-

bers, which are responsible for vocational education and operate own inter-company 

training centres.  

1.2 | Objectives and Outputs 

An improvement in competences is only possible if the educational institutions and 

the teachers working there have a specialisation and deep knowledge of the sector and 

its required training. Such specialisation with comprehensive, up-to-date sector 

knowledge is also a decisive prerequisite for being an interesting partner for the training 

partners SMEs and for realizing an intensive and successful cooperation in initial and 

continuing vocational education and training. For this reason, a sector competence 

centre will be developed and implemented in the project using the example of one 

sector. This work and the results have the objective of serving as a blueprint for devel-

oping further competence centres for other sectors at a later date. Within the frame-

work of the dual education system, these sector-specific competence centres realise 

comprehensive cooperation with the training partners SMEs and their representatives, 
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the chambers of commerce and industry, which act as the responsible body and pro-

moter of vocational education and training, so that work-based learning receives opti-

mum long-term support. 

Specifically, the following are the objectives of the project:  

• Development, implementation and evaluation of an industry-specific compe-

tence centre for vocational education and training in Poland, as well as proper 

preparation of subsequent implementations in Lithuania and Estonia. 

• Drafting, implementation and evaluation of advanced trainings for vocational 

school teachers.  

• Development of a dual vocational education for a specific profession; its imple-

mentation and evaluation in a country with so far school-based vocational edu-

cation, as well as proper preparation of implementations in further countries.  

• Implementation and evaluation of training programmes for trainers in SME. 

• Development, implementation and evaluation of two-year dual advanced train-

ing courses to become a technician. 

• Drafting, coordinating and implementation preparation of concepts for future 

development of dual Bachelor courses, in cooperation with universities. 

Output 1 Blueprints for the implementation of two-tier industry competence 

centres and dual vocational training with curricula 

As part of this output the concept for the establishment of two-stage sector compe-

tence centres for vocational training was created. Then the centre for the construction 

or the metal sector were set up and brought into operation. Adapted framework cur-

ricula and training regulations for dual vocational training in a construction or metal-

working occupation were developed and the dual training system and the sector com-

petence centre tested and evaluated. Also, instructions and notes on the transfer and 
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implementation of dual vocational training in countries with school-based vocational 

training were forged.  

This product includes a realisation concept for the establishment of two-stage sector 

competence centres for vocational training and includes setting up and putting into 

operation the centre for the construction or metal sector. Also adapted framework cur-

ricula and training regulations for dual vocational training in a construction or metal-

working occupation were created and a testing and evaluation of the dual training sys-

tem and the sector competence centre took place. Instructions and notes on the trans-

fer and implementation of dual vocational training in countries with school-based vo-

cational training were developed as well.  

These blueprints are innovative in particular regarding the realisation of dual voca-

tional training in countries where school-based training has been provided to date. Also 

the development and establishment of sector competence centres that implement vo-

cational training and further training in the dual system and have all the competences 

of vocational training is a ground-breaking innovation for Poland and Lithuania and 

leads to the achievement of synergies and new cooperation between vocational schools, 

SMEs, chambers and universities. 

The effects and the impact of this output leads into the realisation of job-related 

learning, increase of competences and skills as well as the relevance of vocational train-

ing. Further effects are the reduction of unemployment, especially among young peo-

ple, ther eduction of the shortage of skilled labour, the increase in attractiveness of 

vocational training and the provision of one-stop-shop training (including organisa-

tional and legal issues) and promoting growth in SMEs. 

Output 2 Two curricula for further training of teachers 

Output 2 includes the Curriculum for a further training of vocational school teachers 

to conduct dual vocational training and the curriculum for a training of vocational 

school teachers and other lecturers to carry out a two-year training (further training) to 
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become a technician in the dual system. The output is rounded off with instructions 

for use, materials etc. for future use. 

The innovative character concerns in particular the imparting of competences and 

skills for the realisation of dual vocational education and training by teachers who have 

so far conducted school-based vocational training. 

Effects are among others, the qualification and provision of teaching staff for the 

implementation of dual vocational education and training, the improvement of the 

quality of initial and continuing vocational education and training and the creation of 

fruitful cooperation between vocational schools and companies. 

Output 3 Curriculum for the training of SME trainers 

In this output a specific curriculum for the training of trainers in SMEs in countries 

where school education is currently provided and instructions for use, materials etc. for 

future use were developed.  

This output includes innovative components, as it is targeting the specific needs of 

SMEs in countries where schooling has been the norm up to now. It also makes use of 

international experience with different curricula, approaches and examination proce-

dures and therefore creates added value in companies through training and the acqui-

sition of SMEs to participate in dual vocational training.  

This results in qualifying trainers in SMEs and improving the quality of training, at-

tracting SMEs as training partners in the dual system and promoting SMEs by gener-

ating added value within the company.  

Output 4 Curriculum for the training of SME trainers 

In output 4 a curricula for a two-year training course for technicians in the construc-

tion or metal sector in the dual system for persons who have successfully completed 

initial vocational training is included. This, combined with the technician training, 
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results in obtaining the entitlement to study at a university of applied sciences. Also 

instructions for use, materials etc. for future use are encompassed.  

The implementation of the dual system also in continuing vocational training is a 

innovative feature of this output, as well as the intensification of continuing vocational 

training with a job-related increase in competences, skills and knowledge, promoting 

permeability between vocational education and training and higher education and at-

tracting SMEs for comprehensive continuing vocational training. 

The effects include a sustained increase in the competences, skills and knowledge of 

skilled workers and increased relevance to their occupational activities, the promotion 

of productivity, innovation and growth in SMEs and the promotion of permeability 

between vocational and higher education. It also leads to an increase in the proportion 

of students with vocational training and practical experience and enhances the attrac-

tiveness of vocational education and training. 

Output 5 Blueprints for the implementation of dual Bachelor's programs 

through three-tiered industry competence centres 

In this output coordinated, country-specific implementation concepts for dual Bach-

elor's degree programmes in cooperation between SMEs, universities, vocational 

schools and chambers of commerce with alternative implementation models are cre-

ated. Also application notes and FAQ for the realization are included.  

The creation of three-tiered sectoral competence centres for vocational training and 

innovation promotion, operated jointly by vocational schools, universities and cham-

bers of commerce are the core of the innovative character of this output, as well as the 

holistic system of education and promotion of innovation from vocational training 

through continuing education and training to higher education. Leading in the provi-

sion of complete training and innovation promotion services for SMEs from a single 

source. 
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Effects are among others the sustainable increases in competences, skills and 

knowledge and a significant increase in the relevance of the qualifications and compe-

tences of university graduates for the labour market and in particular for activities in 

SMEs. This output also promotes the permeability between vocational training, con-

tinuing training and higher education and leads to an increase in the proportion of 

graduates with specific qualifications for SMEs, meaning effective SME promotion. 

Output 6 Manual with all project results, application notes and FAQ 

This manual with all results, concepts, curricula, module manuals, evaluation results 

and instructions for use and implementation is the sixth output. By distributing the 

book in bookstores and on the internet, a wide dissemination of the project results is 

achieved and all documents, materials, curricula and application notes are made availa-

ble for the implementation and other uses in a comprehensive form. 

1.3 | Project Implementation 

The realisation of these ambitious project objectives and the extensive development 

and implementation work is possible in the project partner countries with school-based 

vocational education and training because: 

1) A comprehensive education policy reform programme came into force in Poland 

in 2017, focusing on the introduction of dual vocational training and the creation 

of "sector schools", which, in addition to the 3-year dual vocational training with 

a skilled worker qualification, will pursue 2-year dual further training with a tech-

nician qualification and entitlement to study at a university of applied sciences. 

2) In Lithuania, the National Ministry of Education has already granted permission 

to Vilniaus statybininku rengimo to implement the educational measures of the 

project as a pilot project in Lithuania before the application is submitted. 



14 

 

In order to implement a sector competence centre, an existing vocational school is 

developed, expanded and permanently operated in accordance with Polish law into a 

sector competence centre. Special emphasis is placed on institutionalised cooperation 

with companies and their representatives "Chambers of Commerce" and with col-

leges/universities. For this purpose, various models of involvement in support and 

management structures are being developed. All analyses and framework provisions 

are available for initial vocational training. For an occupation in the construction or 

metalworking sector, German framework curricula and training regulations will be 

adapted to the specific needs and national conditions in the dual system, transferred 

and tested in Poland, a country that has hitherto provided school-based vocational 

training. The test is evaluated and on this basis the teaching and learning materials are 

revised, completed and implemented. Examinations are taken in accordance with na-

tional law. 

For the development and implementation of further training for vocational school 

teachers, The focus is on so-called learner- or participant-centred methods. When de-

veloping curricula, expert interviews, online analysis, literature analysis, evaluation of 

existing studies, etc. are carried out. The drafts are developed as a curriculum for a 

comprehensive qualification for the implementation of dual vocational training, for 

coordination and cooperation with companies and as a curriculum for a train the trainer 

course for the dual implementation of the training as a technician. The drafts were 

tested and evaluated in more than one country with vocational school teachers from 

different countries. On this basis, the curricula was revised and finalised, teaching ma-

terials and application notes were developed and implementations carried out. 

The development and implementation of a further training to become a technician, 

drafts for concepts and curriculum for a two-year training to become a technician in 

the construction or metal sector were developed. The training takes place in the dual 

system in vocational schools (competence centres) and in companies and consists of 

classroom teaching, self-studies, case studies, as well as working and learning in the 

company. The designs were tested and evaluated in at least one country with people 
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who have already successfully completed initial vocational training.  On this basis, the 

curricula was revised and finalised, teaching materials and application notes developed 

and implementations carried out. 

1.4 | Participating project countries and partners 

The partner countries were initially selected on the basis of the need to represent 

countries with different experiences and development needs. With Germany, a 

country is involved which has extensive experience, numerous documents, training 

plans etc. on dual vocational training and the operation of training centres. With 

Poland and the three Baltic States, countries with predominantly school-based vo-

cational education and training and very great development needs are involved. In 

these four countries the legal and political conditions for implementing the project 

are also in place. 

By the participation of very different countries with different national conditions, 

experiences and willingness to implement, the transfer and implementation of the 

project results in a larger number of different countries will be strongly supported. 

The partners from the 5 countries Germany, Poland, Lithuania, Latvia and Esto-

nia have been selected in such a way that all experiences and competences required 

for the implementation of the project, both in vocational education and training and 

in the operation of training centres, are covered in the board of trustees and com-

prehensive transfer capacities are included. 

1. For Germany, the Lead Partner Baltic Sea Academy is represented, which has 

extensive preparatory work and experience in vocational training in the interna-

tional field and in the implementation of complex international projects. In ad-

dition, this partner brings in 68 chambers as well as universities from 13 coun-

tries as associated partners, which participate in the entire project implementa-

tion as transfer recipients and implementation partners. 
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2. From Germany, the Education and Technology Centre of the Schwerin Cham-

ber of Crafts is also represented, which has many years of experience and all the 

documentation of dual vocational training and the operation of training centres. 

After more than twenty years of successful operation, the Chamber of Crafts 

and Small Businesses intends to realign its centre in accordance with the objec-

tives of the project, to greatly intensify further training and to establish compre-

hensive cooperation with vocational schools and universities. Through the Ger-

man Confederation of Skilled Crafts it can achieve optimal dissemination in Ger-

many. 

3. For Poland, a public vocational school financed by national funds is a partner. 

It has modern equipment and is particularly innovative, has intensive contacts 

to companies in the region and aims to implement dual vocational training. In 

accordance with the new Polish law, the vocational school wants to develop a 

centre of competence for brownfields within the framework of the project, to 

carry out all educational measures of the project on a permanent basis and to 

cooperate in this context with the regional Chamber of Crafts and a Technical 

University from Pomerania. 

4. The partners in Lithuania are a vocational school with a focus on the construc-

tion industry and a chamber of commerce. The vocational school, which is fi-

nanced by public funds, has already gained initial experience in dual vocational 

training and now wants to consistently implement dual vocational training within 

the framework of the project and increasingly use its modern capacities for fur-

ther vocational training. Corresponding basic approvals have already been ob-

tained from the national Ministry of Education. The training centre is cooperat-

ing with the Panevezys Chamber of Commerce, Industry and Crafts and will 

establish a cooperation with the Vilnius Gediminas Technical University. Both 

partners are also very interested in realizing dual Bachelor's degree programs 

with the university. Due to their excellent networks, both partners can 
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intensively disseminate information in Lithuania to vocational schools, cham-

bers and companies. 

5. For Latvia, the Latvian Chamber of Crafts with responsibility for the entire 

country is a partner. Within the framework of another project, the chamber has 

successfully established a master school, which will now also carry out the fur-

ther training courses developed in the present project. For this purpose, the ex-

isting cooperation with the university and regional vocational schools will be 

expanded. In addition, the Chamber wants to promote dual vocational training 

in Latvia and in this context also provide training for trainers for SMEs. As a 

national institution with regional branches, the partner can optimally manage 

dissemination in Latvia. 

6. For Estonia, a state vocational college is a partner, which will now reorient itself 

within the framework of current educational reforms in Estonia. Within the 

framework of the project, the college will concentrate on the implementation of 

dual vocational training and comprehensive further vocational training. Bache-

lor's courses of study cannot be carried out by the college itself, but dual courses 

of study are to be carried out in future in cooperation with a university. 

All partners have extensive project experience in the field of vocational training. 

The following list clearly presents the participating institutions and its representa-

tives within this project: 

Baltic Sea Academy 

Dr. Jürgen Hogeforster 
Kamila Keinke 
Christian Wildt 

Vocational Training and Technology Centre of the Schwerin Chamber of 
Skilled Crafts 

Andreas Düsing 
Jens Dettmann 

Laura-Marleen Feldt 
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Kathrin Fügel 
Katharina Vagt 
Diana Warnk 

Tadeusz Tanski Mechanical and Logistics School Complex 

Dorota Piegat Hedeszynska 
Przemysław Jakubowski 

Anna Szymanska 
Mateusz Weiland 

Barbara Zakrzewska 

Vilnius Builders Training Center 

Daiva Atmanaviciene 
Danielius Burokas 

Renata Černeckienė 
Vytautas Nekrošius 

Natalija Palubinskiene 

Panevezys Chamber of Commerce Industry and Crafts 

Česlovas Bartkus 
Kristina Buikaite 
Ginta Ceseviciene 
Diana Lipinskiene 
Aiste Masilioniene 

Visvaldas Matkevicius 
Angelija Zokaitiene 

Latvijas Amatniecibas kamera 

Diāna Karaša 
Alvars Baldiņš 
Nellija Livčāne 
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Võru County Vocational Training Centre 

Terje Kruusalu 
Kaili Leino 

Siret Lillemäe 
Henn Tarro 

Viibeke Turba 
Ene Väär 

Merle Vilson 
Elin Võro 
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2 | Implementation of two-stage industry competence cen-

tres 

Small and medium enterprises (SMEs) are the backbone of the economy as well as 

the stabilizer of the social development. In the Baltic Sea Region, they represent 99% 

of all companies and provide about 70% of all jobs, they are essential for vocational 

education and secure by far the biggest part of the state income. In the Baltic Sea Re-

gion efficient medium-sector business provides outstanding potential for strengthening 

of the economy and for success in the international competition. This region thus has 

the best chances to develop itself into an innovative and economically strong region of 

international standing.   

SMEs have potential to succeed in national as well as international competition only 

if they demonstrate the strongest innovation capacity of the highest quality. This re-

quires outstanding qualifications. Already today there is a considerable lack of qualified 

employees, which will only considerably increase in future and thus will dramatically 

limit growth and innovations. Improvement of the qualifications in the general educa-

tion, strengthening of quality and attractiveness of vocational education as well as cor-

responding further development of the system of vocational education and further 

training are therefore the main agenda points and the most important tasks for SMEs 

in the Baltic Sea region.  
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2.1 | Concept for the construction of an industry competence centre  

2.1.1 | The vocational education system in Poland3 

“The vocational education system is not effective in Poland” – states a Report from 

2016 of the Highest Chamber of Control in Poland.4 Although the market lacks pro-

fessionals, the graduates of vocational schools are not in employment. The unemploy-

ment rate in this group is as high as 41 percent. The main reason for this situation is 

the mismatch between the offer of vocational schools and the needs of the labour 

market, as well as insufficient conditions for vocational education, which affects the 

quality of the staff educated in vocational schools. Meanwhile, Report notes that the 

reform of vocational education from 2012 may not bring the desired results, because 

introducing numerous system changes have not changed the method of education fi-

nancing.  

The collapse of vocational education dates back to the early nineties of the twentieth 

century. The political transformation has caused the collapse of many companies that 

financed vocational schools and provided jobs. Graduates trained by the old methods 

had problems adjusting to the new requirements of the labour market. That reduced 

the attractiveness of vocational schools for students. Additionally, the educational re-

form carried out in the late nineties resulted in a reduction of prestige and importance 

of vocational schools in education in favour of the general schools with cheaper fi-

nancing. Unfavourable trends further deepened the economic crisis.  

The effects of the collapse of the vocational education are felt to this day. The num-

ber of schools teaching profession is steadily declining: in 2005 there were 5009 and in 

2015 only 4026 of them. At the same time the labour market lacks more and more 

workers with practical skills related to the exercise of specific professions. Employers 

pay attention to the unsatisfactory quality of vocational education. Schools deprived of 

 
3 Prepared by Hanzeatyki Instytut Wspiernaia Malych i Srednich Przedsiebiorstw. Gdansk 
4
 Information about the results of the audit. THE SYSTEM OF VOCATIONAL EDUCATION 2016. 

Highest Chamber of Control (Najwyższa Izba Kontroli-NIK) KNO.410.007.00.2015. Nr ewid. 
15/2016/P/15/029/KNO, Warsaw, Poland, 1 July 2016  
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facilities in the workplace to conduct practical classes and badly-equipped schools are 

not able to develop marketable specialists. This range of schools does not always cor-

respond to the market demand. As a result, 41 percent of graduates of vocational 

schools cannot find work.  

Opinions of entrepreneurs from EMPLOYERS OF POLAND:5  

According to the diagnosis of the Human Capital study conducted by the Polish 

Agency for Enterprise Development 75% of entrepreneurs declare trouble in finding 

candidates for jobs that match their needs. A separate issue is the social competence, 

which the majority of vocational schools, even the best ones, do not included in the 

curriculum, and that entrepreneurs treat them on a par with professional competence. 

Since 2012 the Ministry of Education began to implement changes in the system of 

vocational education. These included, among others, reorganization of the structure of 

vocational education, in order to modify the classification of occupations, the imple-

mentation of the modernized core curriculum of vocational education and uniform 

system of examinations confirming vocational qualifications. The Minister also 

amended the regulation on apprenticeship introducing, in September 2015, the as-

sumptions on dual system of vocational education, which implies that the theoretical 

training takes place at school, while the practical skills are acquired by students in em-

ployers’ companies.  

The report notes that the overall assessment of the effects of changes in the voca-

tional education system will be possible only after the completion of the cycle of voca-

tional education, implemented by the new core curriculum.  

The problem are the financial resources needed to implement the planned changes. 

The system of education in vocational and technical schools was rebuilt, not adapting 

to changing their financing model. In the opinion of Highest Chamber of Control the 

way of financing of vocational education from the state budget does not include the 

 
5
 Opinions of entrepreneurs from „Employers of Poland” (Pracodawcy Rzeczpospolitej) 
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actual cost of education for individual occupations. Because of the algorithm division 

of the educational subsidy for bodies carrying out vocational schools a uniform weight 

was adopted – independent of the profession, the cost of education and the require-

ments of the curriculum.  

This may hamper the local government authorities to take a decision on the launch 

of new or more costly direction, and thus adversely affect the adaptation of vocational 

education to the needs of the labour market. This situation perpetuates a model of 

vocational education in the fields of education, in which directions of education do not 

determine the needs of students and the labour market, but mainly owned infrastruc-

ture resources and personnel. In 2012-2014, vocational education costs amounted to 

an average of 7.4 billion zlotys per year and almost entirely (96 percent) were paid from 

the state budget. According to the estimates by the Ministry in 2015 means of educa-

tional subsidies were to cover 94 percent of expenditures on vocational education in 

districts. Support for bodies providing vocational education was also provided by the 

European Social Fund, however, they allowed only periodically raise the quality of 

teaching.  

Total training costs incurred in all types of vocational schools run by local govern-

ments, calculated per student per year ranged from 6400 zlotys to 7000 zlotys and were 

significantly lower than the corresponding costs in schools, e.g. forestry or agriculture, 

for which the founding bodies were ministers (from 18.500. to 24.400 zlotys per stu-

dent). The results of the control indicate that 40 percent of district governments had 

difficulty ensuring appropriate conditions and infrastructure for vocational education. 

In almost all visited schools (11 out of 12 inspected) the irregularities were found in 

the organization of education, housing conditions and equipment. This applied in par-

ticular to adaptation of technological - teaching base to the requirements of the new 

core curriculum. More than one-third (37 percent) of school directors surveyed by 

Highest Chamber of Control considered that the equipment of educational base 

schools is outdated and inadequate for the implementation of the curriculum. This 
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significantly affects the quality of education and opportunities of graduates in the la-

bour market.  

Another problem is the mismatch between the schools offer and the labour market 

needs for specialists. The report notes that there is no comprehensive system for fore-

casting demand to work in a few years' perspective. Analysis uses a limited amount of 

data, or these are even not the leading ones e.g. market research and analysis of labour 

market carried out by the Ministry of Labour and Social Policy in 2012-2014 did not 

provide full information about the needs of employers, as adopting by the Minister of 

the methodology to collect data on scarce occupations was based mainly on infor-

mation recorded by the district and provincial labour offices regarding unemployed. 

Since 2015 minister introduced a new information-gathering tools, using online analysis 

of jobs and the results of questionnaire filled in by the entrepreneurs.  

Local authorities and directors themselves are responsible for appropriate planning 

of vocational education and adapting it to the needs of the local market. Meanwhile, 

the investigation showed that some of the new directions of education, reported to be 

run by school principals, were accepted by the boards of counties without a fair dis-

cernment of the market needs, and sometimes even in spite of the negative opinion of 

employment councils.  

Report also noted cases in which local authorities agreed to open a school that did 

not have a qualified teaching staff and appropriate teaching base for teaching a partic-

ular profession. It all points to the lack of market analysis and integrated actions, which 

at the same time defined business plans and structure of vocational education. Only 

one in five controlled districts have adopted local development strategy, taking into 

account the need for education on vocational education. In addition, every second con-

trolled district did not have even the current plan of own network of secondary schools. 

Controlled schools did not have the reliable analyses of the needs of the labour market, 

and even in case of their preparation they did not always translate into the actual deci-

sions regarding selection of the profile of education in schools. Therefore, the directors 

were often guided by the available techno-teaching database and available teaching 
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staff. This justified the lack of any additional costs related to the launch of a new direc-

tion.  

Opinions of entrepreneurs from EMPLOYERS OF POLAND6  

According to the employer’s main factor impeding finding the right workers gradu-

ated vocational school is still a mismatch between education and labour market needs. 

With the rapid changes in the economy, education is not keeping pace with the intro-

duction of new directions and customizing training programs. The answer of education 

to the market needs is too slow in relation to technological change. These delays will 

be even more pronounced in the era of the ongoing process of innovation in the econ-

omy.  

Employers asked about demands from the point of view of changes in the system 

of vocational education, among others, indicated the need to increase the number of 

hours of practical education to be completed under actual working conditions. Mean-

while, according to surveyed counties, 21 percent conducted schools struggling to pro-

vide students with a sufficient number of places for professional apprenticeship. These 

problems can be solved by the Ministry through introducing the dual system of voca-

tional education, in which students gain practical skills with the employers.  

Opinion of employers from LEWIATAN CONFEDERATION7  

For employers an extremely important factor in assessing the suitability of an em-

ployee to work is the experience in the profession. In the case of young people it is 

difficult to acquire experience during the period of study, so it is important to spread, 

especially in vocational schools but also at the universities in the fields of the so-called 

practical system called dual education, which consists in the fact that part of the time 

is spent on learning theory in school, and more on apprenticeship in the workplace.  

 
6 Opinions of entrepreneurs from „Employers of Poland” (Pracodawcy Rzeczpospolitej)  
7 Opinions of entrepreneurs from „Conferedation Lewiatan” (Konfeder-
acja Lewiatan)  
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To develop the dual system it is necessary to better link education with local entre-

preneurs. It should create mechanisms of cooperation between companies, local gov-

ernment and the Ministry of National Education.  

Opinion of entrepreneurs from LEWIATAN CONFEDERATION6  

What is needed is the introduction of mechanisms to bring vocational schools to the 

development of education in the dual system through the mechanism of financing of 

vocational schools that would be beneficial for schools providing classes in the dual 

system. It is indispensable to attract and encourage employers to engage in dual educa-

tion. This requires the reimbursement of employers for their contribution to the dual 

system of vocational education and trainings of guardians of students under the com-

ponent of practical training and reduction of the bureaucratic burden for the settlement 

of the refund.  

Introducing a dual system Poland benefits from the German experience, where the 

practical part of the apprenticeship offered by the employers has been operating for 

many years. Associations of entrepreneurs and employers note, however, that the Ger-

man system cannot be directly translated into the Polish market.  

A good example of vocational education may be the idea of creating so-called edu-

cational clusters, which bring together employers, vocational schools and local author-

ities, as well as other entities such as chambers of crafts and local educational authori-

ties.  

They are supposed to support the development of vocational education tailored to 

the needs of local labour markets and companies and enterprises present on the market. 

The idea is to increase the involvement of employers in apprenticeship by sharing their 

practices and professional internships. Such educational clusters are formed around 

special economic zones (SEZ) and become increasingly popular. According to esti-

mates by the Ministry in the school year 2015/2016 based on the cooperation of eco-

nomic zones with vocational schools 160 companies operating in the zones will adopt 

for practice approx. 4.000 students. In addition, zone companies that often create 



27 

 

classes under their patronage; co-create school workshops providing equipment and 

training materials, and award prizes for the best students. In many cases the coopera-

tion of vocational schools with specific companies boils down to preparation of new 

employees for the needs of these enterprises.  

Opinion of entrepreneurs from LEWIATAN CONFEDERATION6 

Analysing the number and structure of business entities registered in Poland and the 

traditions of the German association one can come to the conclusion that introducing 

a dual system of education that is a copy of the German system will achieve only par-

tially successful. In Germany, we have about 23 times more medium-sized enterprises 

and 6 times more large companies than in Poland, and employer associations self-or-

ganize vocational education and fully fund it. Due to the high volatility of the economic 

situation of Polish micro and small businesses they are not able to diagnose the needs 

in terms of employment and have troubles deciding to invest in human capital.  

This example shows that a vocational education well-tailored to the needs of the 

market, ensuring employment for graduates, can become an alternative to general edu-

cation, which is also in crisis. Data from Social Diagnosis 2015 show that in the past 

few years, the wages of physical workers increased, and they earn not much less than 

government officials. The possibility of emigration for professionals to European Un-

ion countries also increased. 

In the opinion of Highest Chamber of Control under-funded vocational education 

and the perception of schools as institutions of inferior choice poses a risk of ineffec-

tive spending of public funds. Students educated in these conditions do not meet the 

needs of the labour market and do not meet the expectations of the employers. Ulti-

mately, this could exacerbate a situation in which the demand for educated graduates 

will not be compatible with the vocational schools not only in terms of number of 

employees, but also the quality of their qualifications and competences.  
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Dual vocational education in the context of new educational reform from the 

1st of September 2017  

The foundation of changes introduced in the new reform is to strengthen the posi-

tion of entrepreneurs in the education industry model. In connection with the intro-

duction of educational reforms, from the 1st of September 2017 in the education sys-

tem in professions the following schools will lead to:8:  

 4-year technical school for young people, and since September 2019 - 5-year tech-

nical school. 

 3-year industry school I degree for young people (in place of the existing voca-

tional school). 

 2-year industry school II degree (for graduates of industry school I degree -Sep-

tember 2020). 

 post-secondary school.  

Instead of the current system - six years primary school, three years of lower sec-

ondary school and three years of general secondary school or four years of technical 

school, the Ministry of Education will introduce education structure similar to the pre-

1999. The existing primary school will be converted to 8-class public school. Lower 

secondary schools will be abolished. Consequently, the general secondary school will 

take four years and technical school five years. A new element in the system is that 

primary education will be extended to four classes. By this time the child will be work-

ing with one teacher, and in the last class, thanks to a new lesson - propaedeutic will 

start to stage a gradual implementation of subjects such as mathematics or history. It 

will also create a two-stage, five-year industry school, which will replace the so-called 

vocational schools. 

 
8 http://reformaedukacji.men.gov.pl/, 28.02.2017  
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The differences between the old and the new system have been explained in the 

following graphics.  

 

Old and new education system in Poland - a comparison 

Students who are in the process of lower secondary school education or start it in 

September 2016 will complete education under the old system. As a result, in the school 

year 2019/2020 the general secondary schools, technical schools and industry schools 

will be attended by the graduates of the VIII class of the new system and graduates of 

class III of the lower secondary schools based on the old system. The buildings will 

have to accommodate a double year student. This situation will also fierce competition 

for a place at the selected general secondary school. The Ministry of Education is still 

discussing the possible introduction of entrance exams. No details have been an-

nounced by the Ministry yet. 
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The Minister of Education also announced that the transitional period from the old 

to the new system will last three years. At that time, a local government will decide 

whether class VI to VIII will be housed in the buildings of primary and lower secondary 

school buildings. 

Changes also concern the curriculum. As noted by the Minister of Education, the 

new system completely departs from the integrated teaching. The following subjects 

will disappear from timetable, e.g.: nature, which will be replaced by the traditional 

biology, chemistry, geography and physics. There will also appear more hours of history 

and Polish language. Ministry of Education is going to develop the curriculum for ed-

ucational hours, the topics of which were selected until now by the teachers at their 

own discretion.  

As pointed out by the Ministry of Education, in the face of a catastrophic demo-

graphic decline the main aim of the reform is "to save potential of Polish education." 

The detailed program and plan of its implementation does not exist yet. The Ministry 

does not provide how much it will cost to introduce the new system.  

One of the important element of educational reform is to change the formula for 

the operation of vocational schools. The reform of the education system assumes op-

eration of the two-steps industry school (3-year industry school first degree and 2-year 

industry school second degree). From the system of education, the basic vocational 

schools will disappear - which will be gradually extinguished. 

From the 1st September 2017 basic vocational school will change to an industry 

school first degree. The transformation occurs by operation of law, while the body of 

the local government unit shall be obliged until the 30th November 2017 to adopt the 

resolution, in which it finds to transform basic vocational school into the industry 

school first degree. The introduction of industry school second degree has been 

planned for graduates of industry school first degree for the school year 2020/2021.  

In the industry school first degree the training in one qualification will be imple-

mented. After graduating industry school first degree and passing the examination 
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covering gained qualifications, a graduate receives a diploma certifying professional 

qualifications, as well as basic industry education.  

Graduates of industry school first degree educated in professions, who do not decide 

to study at the industry school second degree, will be able to work or choose a general 

secondary school for adults ranging from class II and decide on qualifying vocational 

courses.  

The introduction of a 2-year industry school second degree provides continuation 

of vocational education in the school system. The establishment of industry school 

second degree for graduates of the industry school first degree will enable, without 

interrupting the learning process, preparation for the abitur. This school will enable 

graduates of industry school first degree to continue their education in the school sys-

tem. This means that it will be possible to obtain a diploma confirming vocational 

qualifications in the profession taught at the technical level and obtain abitur. II level 

industry school will operate in professions that have continuation on the technical level. 

After graduating from second degree industry school and after passing an examination 

covering the second qualification, a graduate obtains secondary industry education and 

a diploma of technician. At least 50% of classes in the industry school will be dedicated 

to practical training. In the proposed structure, technical schools will be operating un-

der the existing rules, with the final exams at the basic or advanced level of abitur and 

diploma confirming vocational qualifications.   

Graduates of industry school second degree will be able to join the abitur, and after 

obtaining a secondary school diploma can continue their education in higher education 

system. Both students of industry schools first degree and industry schools second de-

gree will be covered by educational activities. Adults can continue their education in 

schools for adults, on qualifying vocational courses or may confirm the level of educa-

tion and professional qualifications through external examinations.  

The aim of the changes in vocational education is to reconcile the dual system of 

education with the needs of the economy. An important element is cooperation with 

the companies constituting the economic environment of the school. One form of 
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such cooperation should be organizing real work for students with employers - in order 

to learn the profession in the actual working conditions, using modern technology, i.e. 

within the framework of dual education.  

Dual training is a solution that allows to organize the mid-school activities, half of 

which to be performed in the workplace. In Poland, it affects about 100 thousand 

young people. Although, there is lack of regulations on dual education in Poland, in 

practice, this type of learning exists. What distinguishes studying in this system, is to 

have two kinds of legal status:  

 “a juvenile employee” and “student”. This applies to situations where young 

worker is trained in basic vocational school. In this case, the provisions of the 

Labour Code apply including its implementing regulations, along with the Educa-

tion Act and its implementing regulations.  

 “just a juvenile employee” - this applies to a situation in which theoretical training 

is carried out in non-school system. In this case, only the provisions of the Labour 

Code apply along with its regulations. This formula is much less popular, and in 

case of craft businesses applies to ca. 9% of juveniles.  

Dual education has also been introduced by the universities as a form of employ-

ment of young workers. Unfortunately, in the current legal status, there is no possibility 

of conducting dual education at technical schools. In new education reform there is no 

new regulation regarding introduction of dual system of education on other levels of 

education.  

The Ministry of Education has already taken action in order to better prepare stu-

dents for informed and responsible choice of educational paths. These solutions in-

clude the introduction of classes implementing professional consulting, as one of the 

activities of teaching-educational school. Elements related to consultancy work will be 

carried out in the last years of primary and secondary schools. In addition, among the 

activities carried out by the Ministry in the field of vocational education one can men-

tion the inclusion of employers in the process of creating a core curriculum, including 
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the development of new grounds for 54 professions. The most important is especially 

working with representatives of the social partners, including employers for adapting 

vocational education to the needs of the labour market (the project “Partnership for 

vocational education from 2016 to 2018”). Draft of regulations on the classification of 

professions and core curriculum of vocational education are currently at the stage of 

external arrangements.  

Quick response to the needs of the labour market in terms of new professions in 

cooperation with other ministries is also possible through the operation of "branch 

line" (direct contact of experts from various ministries on the education industry). Pri-

ority for the Ministry in the area of vocational education is the active involvement of 

employers in the process of training and examination. In the current economic struc-

ture of the country, it is necessary to introduce a model of education, where an im-

portant role is played by a well-equipped Practical Education Centres with close coop-

eration with employers and school workshops9. It is important to create conducive 

conditions, so that each student could pursue a part of vocational education with the 

employer.   

The Ministry of Education intends to intensify co-operation at the system level with 

employers' organizations, professional associations and economic self-government. 

The head of the Ministry of Education announced the gradual introduction of a dual 

system of education, involving employers in the process of training and examinations, 

creation of two-gradual industry schools and the creation of the Corps of Experts and 

a special Fund for the Development of Vocational Education.10 

The premise of the proposed changes is that in every county there operated one 

centre of practical training. Its task would be to coordinate vocational education, coun-

selling and organizing and conducting professional examinations. In the process of re-

alization of adult education, centres will conduct training for the labour market 

 
9 Polish original language Centrum Kształcenia Praktycznego  
10 Polish orginal language: Korpus Fachowców i specjalny Fundusz Rozwoju Edukacji Zawodowej  
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corresponding to the needs of employers in various industries. They also act as a certi-

fication centre based on the Act on the Integrated Framework of Qualifications.  

The current model of vocational education in the education system does not fulfil 

its function. Educational requirements in relation to a large group of students from 

technical schools are too high. This is confirmed by available data: 1 to 10 students of 

technical schools will not proceed to final exams, every 2 students does not pass abitur, 

1 in 4 students of technical schools does not accede to it at all, and every 3 student of 

technical school does not pass the professional examination.  

Priority for the Ministry in the area of vocational education is the active involvement 

of employers in the process of training and examination. Such actions will be possible 

thanks to: creation of new jobs and the core curricula; curriculum development for the 

profession (in cooperation with entrepreneurs), taking into account the skills of gradu-

ates to meet the needs of the local and regional labour market; implementation of the 

process of practical training for students (in cooperation with the school and the centre 

of practical training); retrofitted schools / centres of practical training in modern base 

techno-teaching; personal support for schools and involvement of employees of the 

companies in the practical training of students.  

The statistical data shows a high demand for graduates of vocational schools, while 

there is an oversupply of graduates of general secondary schools and higher education, 

who often reclassify immediately after graduation. This situation is due to, inter alia, 

ineffective professional counselling. Therefore, the Ministry proposes solutions such 

as:  

 The introduction of the framework programs of professional consulting. 

 Taking into account the advice issues on the curriculum at every stage of educa-

tion. 

 Obligation to examine the professional aptitude of students before choosing the 

path of education in the psychological and pedagogical centre.  
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In connection with the need to adapt vocational education to labour market needs 

in specific industries the Ministry proposes to issue a revised opinion in time for the 

district and provincial councils in the labour market. The opinion will address the in-

troduction and continuation of vocational education in profession. Provincial Labour 

Offices will issue it on the basis of investigation and reliable diagnoses in terms of 

demand for workers in specific occupations.  

One of the barriers to adapt education to the labour market is the lack of a system 

of training teachers for vocational education, which resulted in the generation gap. 

Therefore, the Ministry of Education proposes the creation of a "Corps of Experts" - 

highly qualified specialists acquired from the companies. It will also create an educa-

tional and professional portal at the regional level, which will provide information on 

the needs and opportunities for practical training with employers to both the school 

and the employer.  

As part of the changes in the vocational education Ministry proposes the creation of 

a special Fund for the Development of Vocational Education, aimed at funding: retro-

fitting schools; centre of practical training in modern base techno-teaching; expansion 

of the network of centres of practical training; costs of conducting practical training at 

the employer; organizing internships for vocational education teachers to update 

knowledge and skills; incentive payments for vocational education teachers employed 

at the school, in the centre of practical training; additional industry allowances for stu-

dents of vocational schools; counselling. The source of financing of the Fund could be 

funds coming from the Labour Fund, state companies, the contribution from associ-

ated companies. 
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2.1.2 | Challenges, reorientation and recommendations 

Every person is unique and has a right to a unique education and life path. A straight 

and fast training course does not have to be the best choice for everyone. More com-

plex paths encourage the local knowledge and make diverse learning for life possible.  

Education has to relate to all senses, and where this does not happen, no real learning 

can take place. A growing number of young people fail in a strictly standardized, one-

way education environment which lacks individual learning goals and teaching because 

the kind of learning does not suit them, and they don’t meet the generalized criteria. 

During their whole education path, they only collect failures and then become quickly 

disqualified from the job market. For example, in some of the Baltic Sea Region coun-

tries 15% to 20% of school graduates are considered not qualified enough and capable 

to complete vocational education. However, without vocational education they often 

lose every chance in life and become dependent on state allowances from the cradle to 

the grave. At the same time every person has at least one strength. When this strength 

is recognized and encouraged, this person is able to make a valuable contribution to 

society. 

Every person deserves a second chance. When someone fails in a system, this does 

not mean that this person is a failure. A good education can be achieved also through 

other paths, which at the beginning might seem longer, but lead to a goal. This is im-

portant in particular in vocational education in the field of craftsmanship. ‘I wouldn’t 

know any other institution in our society, which succeeds to encourage young people 

in so many ways. This is only possible, because craftsmanship more than any other field 

encourages the whole person, the head as well as the hands, the sense of humour as 

well as imagination, practical skills as well as theoretical knowledge, wisdom as well as 

common sense.“11 Overestimation of purely intellectual education has to be matched 

against the comprehensive nature of such craftsmanship education, e.g. the balanced 

 
11 Prof. Dr. Joist Grolle: Vom Geist des Handwerks. Werkstattbericht Nr. 4, Zukunftswerkstatt, Ham-
burg 1987  
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and equal development of all intellectual and physical skills should become a standard. 

Comprehensive education involving encouragement of individual talents is also ur-

gently needed for the stronger learners. Strong elite education is not supported enough 

in some countries and should not be a taboo topic any longer. Systematic support of 

strong learners without dismissing the weaker learners is a decisive prerequisite for in-

tegration of all.   

Education should address all age groups and make life-learning learning a norm. 

Very young children (under 6 years of age) and older people (over 50) have to be con-

sidered as one of the focal points of education policy more strongly.   

What is necessary is an education system which opens up different paths, allows for 

deviations and offers high permeability with diverse and equal entry requirements as 

well as numerous possibilities for change and recognition, from pre-school to high 

school. This kind of system, which opens up a possibility of development of individual 

learning paths, has to pursue individual pedagogy and support of both stronger and 

weaker learners.  

Such further development of education policy is the central key to building up a 

fulfilled life and for social integration of each and every young person. However, these 

kinds of improvements are also in the interest of the economy, which faces a com-

pletely changed market situation. The qualification requirements of the companies are 

high and grow further, while the education level of the school graduates is falling. 

Alongside confident mastering of fundamental cultural technologies and knowledge of 

facts, personal and social competencies play an ever-bigger role. Already now there is 

a significant deficit in all fields. Education thus becomes the biggest obstacle for further 

development of the economy and at the same time the most meaningful field of 

growth. Corresponding to that education is one of the key goals of the EU Strategy 

„Europe 2020“.   

The qualitative problems are intensified by the quantitative bottlenecks. For demo-

graphic reasons the number of people who are leaving the job market for reasons of 

age is much higher than the number of young people entering it. 
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With the exception of Sweden and Norway the number of young people who are 

part of the labour force will drop by up to 25% by 2030. Since at the same time the 

demand for employees grows, this results in a strong competition for qualified young 

professionals. This poses a significant danger especially for medium companies in that 

they might not win enough qualified staff and at the same time be driven into a lower 

qualification level. 

In principal SMEs of the Baltic Sea Region have the best chances for growth. How-

ever, to use these chances they need qualified personnel on a sufficient scale, which 

already today is more and more difficult to achieve in the situation of increasing lack 

of qualified staff. These obstacles are especially significant, since the increasing im-

portance of knowledge-intensive services and industries is accompanied by a growing 

demand for qualified employees. In the field of knowledge economy, the Baltic Sea 

Region has good structures in place and a considerable potential for development. 

’Knowledge’ is thus the decisive resource of the future. 

In order to overcome the significant obstacles and to grasp the clear chances, the 

local labour potential in the Baltic Sea Countries needs to be used better. For example, 

compared to the employment rate of women in Sweden, in some of the countries of 

the Baltic Sea Region the representation of women at the labour market can be signif-

icantly increased. The creation of jobs which enable good work and life balance is the 

key prerequisite for that. Equally there is a large potential for higher employment rate 

for older people. Strict retirement age regulations will give way to flexible work arrange-

ments. The necessity to retire will lose its edge and become replaced by flexible transi-

tions even after the 70th year of age. In the long term the retirement age will get higher 

and will approach 70. Possibly the biggest potential lies with regard to the weaker learn-

ers and people with weaker social skills, who until now have been pushed aside tempo-

rarily or long-term, and who will have the opportunity for integration through targeted 

qualifications. 

Although these measures alone are important, they will not suffice on their own. 

Additionally, a targeted immigration policy is necessary in order to attract qualified 



39 

 

employees outside of the Baltic Sea Region. Since the labour market situation is similar 

in almost all of the European countries, the competition for qualified migrants amongst 

the nations will increase. The Baltic Sea Region can only win in this competition 

through a correspondingly higher level of attractiveness. This implies in particular out-

standing opportunities for education and diverse labour markets. The societies of the 

Baltic Sea Region will have to open up to the multicultural challenges. 

Education is the main key not only to overcoming the qualitative deficit, but also to 

the activation of the local potential and to attracting qualified migrants. Qualification 

determines the competitiveness of people, companies and regions. Securing the next 

generation of entrepreneurs, skilled workers and executives is the crucial question of 

survival and the most important supporting task which makes the further development 

and improvement of the education policy the most meaningful task of the future. In 

that process it is important that the education policy agreed across the Baltic Sea Region 

strengthens the individual countries as well as the entire region.   

Quantitative and qualitative bottlenecks  

As a result of the decline of the birth rate the yearly number of the school graduates 

has already significantly decreased. It’s clear that in the future the number of graduates 

will decrease even further. If SMEs manage to maintain the current proportion of 

young people beginning training with them with regards to the total number of gradu-

ates, the number of apprentices will drop by half, and so will the number of the skilled 

workers of the next generation. However, the maintenance of such “constant share of 

apprentices” is already extremely optimistic, if not completely unrealistic. In the situa-

tion of such drastic decline in the number of the school graduates the SMEs find them-

selves competing for their next generation of employees with industry, commerce, ser-

vices, colleges, universities and full-time study courses. Professions in the field of 

craftsmanship are in a very bad position in this intense competition because of their 

relatively low attractiveness. Already today many of the craftsmanship professions face 
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the situation where some of the open apprenticeship positions cannot be filled and the 

next generation cannot be secured. 

This already dramatic situation is aggravated through a number of different factors:  

 Already today over 30% of the apprentices move into the metropolitan regions 

from the countryside areas. However, also there due to demographical reasons the 

number of the school graduates is falling, which means that there is also regional 

competition for the next generation. Irrespective of this, securing the next gener-

ation in metropolitan regions cannot be based long-term on attracting qualified 

young people from the rural areas. 

 In the situation of inevitably low numbers of apprentices in the whole economy 

the competition at the apprenticeship market amongst the skilled workers will 

continue. Other fields of economy, in particular industry, will increasingly recruit 

young specialists from SMEs. The rate of employment of former apprentices by 

the SMEs after the completion of their final examinations is thus under a lot of 

pressure and is likely to decline.  

 The number of school graduates with the certificate of completion of compulsory 

basic secondary education is declining disproportionately. However, until now the 

biggest share of apprentices of SMEs have come precisely from this group. Addi-

tionally, due to increasing requirements in almost all apprenticeship professions, 

a growing share of young people without or with a weak school certificate are no 

longer able to complete vocational education. At the same time in the situation of 

growing problems of securing next generation and under current conditions the 

needs of a growing number of young people remain ignored.  

Conclusion: Unless the current conditions change, SMEs will have to adjust to the 

fact that in the long term they will be able to secure less than 50% of the numbers of 

the apprentices and only about 40% of the numbers of the specialists which completed 

training with them, compared to the levels in the past. 
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At the other side of the age pyramid of the employed people the share of the older 

people is increasing. Nearly 40% of the SME employees are older than 50. In the future 

the number of older employees leaving the job market will be much bigger than the 

number of young people entering it. The result is a high and fast-growing deficit of 

qualified employees. 

The effects of the falling numbers of the school graduates will be especially evident 

in the long term. Currently much more important are the educational backgrounds of 

the young people, which have significantly changed. In Germany, the share of the grad-

uates with Abitur examinations has increased considerably; the nine-year school has 

become more and more of a rest school.12. However, SMEs recruit their next genera-

tion primarily from this ‘school for the rest’ and until now they have not been able to 

find any convincing ways of attracting stronger and more successful learners. The trend 

towards higher level of graduation certificates will continue, even though it does not 

automatically mean higher qualifications.  SMEs should do everything in their hands in 

order to attract young people with intermediate school certificates and especially abitur 

through corresponding education offers, thus securing the new generation of the elite. 

The extremely low share of the highly qualified is reduced even further due to the 

fact that many of the students with abitur certificates use craftsmanship education only 

as a transit or waiting station in order to start studies later, and do not return to SMEs. 

Serious quantitative obstacles become exacerbated when one takes into account the 

qualitative considerations. In the situation of falling numbers of school graduates, the 

trend continues to be towards the lower and lower qualification level of apprentices in 

the crafts sector. In connection with that there is a considerable decline in qualification 

 
12 Note: German secondary education includes the following main types of school. The Gymnasium is 
designed to prepare pupils for higher education and finishes with the final examination Abitur, after 
grade 12 or 13. The Realschule has a broader range of emphasis for intermediate pupils and finishes with 
the final examination Mittlere Reife, after grade 10; the Hauptschule prepares pupils for vocational educa-
tion and finishes with the final examination Hauptschulabschluss, after grade 9 and the Realschulabschluss after 
grade 10. 
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level of the skilled workers. The process has already reached alarming proportions in 

some of the branches of the crafts sector. 

The market developments require a forward-looking strategy, in particular strength-

ening of the innovation capacity, intensive use of the new technologies, securing a high 

quality level, high level of flexibility, outstanding readiness for communication and co-

operation etc. However, in the face of such challenges the crafts sector rather demon-

strates a backward-looking strategy with falling qualification level, limited performance 

levels, lower level of flexibility and low ability to adapt. 

This situation is especially dramatic, since considering the very high labour costs at 

their local market the SMEs can succeed only through providing the highest quality, 

productivity over the average level, as well as outstanding knowhow advancements. 

However, all of this requires first of all the highest level of qualification, which is ever 

more difficult to ensure.  

As employees of the older generations leave the job market, SMEs lose a lot of their 

experience and management knowledge. Highly qualified skilled workers and execu-

tives at the middle and top level are urgently required, for example as team leaders, 

supervisors etc.   

Even more obvious is the deficit at the level of the company owners, where over 

50% are over 50. Already today the number of jobs getting lost through company take-

overs which fail due to missing successors is higher than the number of jobs being 

created through newly established companies.  

Traditionally the crafts sector obtains their new generation of managers and owners 

through the master craftsman training. However, since the number of young journey-

men and – women is reaching only 40% of the original numbers and is thus falling by 

more than a half, the number of the new generation of master craftsmen will also in-

evitably fall at least on the same scale. Considering the circumstances, the decline in the 

number of master craftsmen is even more serious than the fall in the number of jour-

neymen.  
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 In the situation of the falling qualification levels of the journeymen the potential 

for the master craftsman training becomes lower  

 Due to the high shortage of skilled workers the economic incentive for the master 

craftsman training and establishing one’s own business is falling   

 The master craftsman training in its traditional form is losing its attractiveness 

among the young people   

 The age structure of the currently employed master craftsmen is even more unfa-

vourable, meaning that long-term it’s likely that only less than 40% of the new 

generation of the master craftsman will be secured through this form of training 

specific for the crafts sector.  

Conclusion: SMEs in general and the crafts sector in particular should not become 

the sole experts of training and integration of weaker learners and people with weaker 

social skills. While fulfilling this socially important task, SMEs should at the same time 

turn towards the best ones in the society and recruit strong learners on a much larger 

scale. The quantitative problems as well as the loss of qualification concern not only 

the first level of vocational education and the journeyman level; they reveal themselves 

even more intensely at the level of management and entrepreneurs.   

Attracting entrepreneurs and executives from amongst graduates of universities and 

universities of applied sciences will have to become increasing important. However, 

also in this case there are significant limitations. On the one hand, there is an increasing 

competition between all branches of the economy to attract these graduates. On the 

other side, these study subjects are mostly very theoretical and scientifically oriented. 

Thus, the graduates are not exactly over-qualified for the management tasks in a SME, 

but rather incorrectly qualified. First and foremost, they are missing the practical skills, 

the professional knowledge as well as the ability to connect practice and theory. In 

many ways they are too specialized, for example in the technical or business fields. As 

opposed to that, executives of SMEs need to be system specialists, combining technical 
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and professional skills with the business knowledge and ability to take care of all of the 

management tasks.  

Reorientation in vocational education  

It is necessary that already at the later stages of the school education, including the 

graduating class, comprehensive information is provided as to the opportunities for 

vocational education, individual professions, requirements and perspectives for the fu-

ture. A close contact with companies and economic chambers, presentations by entre-

preneurs, master craftsmen and trainers encourage information exchange and the de-

cision-making process. Repeated company internships and practical training dates in 

companies must be mandatory for all pupils.   

Vocational counselling needs to be considerably intensified. It needs to embrace not 

only formal conditions and entry requirements such as graduation certificate and 

grades. Much more important is the development of a profession-specific competence 

profile, which is then matched against the carefully identified individual competencies 

of individual young people. Careful counselling and preparation for vocational educa-

tion should also contribute towards considerable reduction of change and drop-out 

rates in vocational education which are partly too high.   

For each individual occupation, different performance and suitability criteria should 

be determined uniformly across the entire Baltic Sea Region in accordance with the 

actual requirements as a basis for individual competence assessment and potential anal-

ysis. These criteria will help trainers as well as apprentices; the companies get employees 

which are able to grasp the task, and the young people gain their experiences of success 

which positively affect their further development and motivation. The high number of 

drop-outs during the training and the danger of occupational dead ends are thus con-

siderably reduced.   

Vocational education has to take into account individual skills and potential and re-

quires extensive differentiation. Through the introduction of different levels young 
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people with differing educational backgrounds, competences and level of academic 

ability get a possibility to receive education which corresponds to their skills:   

Level 1: Specific vocational education courses for weaker learners which last 2 years, 

focus mainly on practical learning and are completed with an independent recognized 

qualification.  

Level 2: Vocational courses of the middle level, which combine practical knowledge 

with theory, last 3 years and are completed with a recognized qualification as a skilled 

worker or journeyman.  

Level 3: Vocational education courses of a higher level aimed at stronger learners, 

lasting 3 to 3,5 years, which also provide additional qualifications or priorities further 

trainings in the first vocational education and are completed with recognized qualifica-

tions at the level higher than the current skilled worked or journeyman examination.  

In such a differentiated system of vocational education a high level of permeability 

has to be guaranteed. Each graduate of a lower level has to have an unrestricted op-

portunity to achieve a higher level, in accordance with his/her learning progress and 

services that were actually provided, taking into account the parts of the studies that 

have already been completed. Also, the other way around a change from a study course 

of a higher level to a course of a lower level should be possible, taking into account the 

study time already covered.  

In an open and in every way accessible system gradual learning according to individ-

ual possibilities and skills can take place. Corresponding to the learning success and 

individual development everyone can achieve each of the training and further training 

qualifications, even though through different ways.  

Also, in the vocational education every young person deserves a second chance. To 

this end, specific preparatory and promotional measures need to be developed and 

implemented in close cooperation with companies, inter-company training workshops 

and vocational schools.   



46 

 

In some of the Baltic Sea Countries the duration of vocational education is extremely 

short, for example in Lithuania it’s only one year. The result of such insufficient training 

is a very high employment rate among the young people. Vocational education has to 

be profound and allow for enough time to practice what has been learnt, until it be-

comes a natural part of the learner’s life. In principle vocational education should last 

3 to 3,5 years. The study time can be shortened based on higher level of the educational 

background or successful mid-term results by a maximum of one year. Also in case of 

basic professions or part-time occupation the study time should not be less than 2 

years.  

Vocational education should preferably be part of the dual system which combines 

practical training in companies with accompanying theory studies at vocational schools, 

leading to a recognized vocational qualification. The theory should be taught as much 

as possible in conjunction with the practical training. In case of comprehensive theo-

retical subjects which need to be taught in a coherent way, longer blocks of lessons can 

be chosen, thus representing basic theoretical training.   

Teaching of theory (vocational schools) and practice (companies) requires close co-

operation and coordination. Also to this end vocational schools have to demonstrate 

the highest level of initiative as well as high level of flexibility in order to develop pro-

fession-specific contents and the teaching forms (block- or day lessons, block lengths, 

project work etc.) and coordinate them closely with the companies. Vocational schools 

should be operated with the financing from public funds by the economic chambers; 

this way close contacts with companies can be developed and cost reductions can be 

achieved while at the same time improving quality. In case maintenance of vocational 

schools cannot be secured through the private sector, the companies or their repre-

sentatives have to at least actively participate in their organizational and management 

tasks. 

Vocational education has to prepare for future challenges in the working life. The 

advantage of the dual system is based in particular on the fact that large parts of the 

studies are completed in the companies, thus ensuring continuous orientation towards 
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the current and future challenges of the economy. Accordingly, close contacts with 

companies are also indispensable for school-based vocational education. The teaching 

staff of vocational schools have to cooperate intensively with the business sector, com-

plete internships in companies on a regular basis and carry out intensive further train-

ing. 

Further importance must be given to an internship abroad already during the train-

ing. In addition to the general broadening of horizons it allows to gain international 

experience, strengthen intercultural skills, create new contacts and get to know ways of 

working and customs abroad. Parts and periods of training completed abroad have to 

be recognized without restriction and counted towards the vocational education in the 

home country. 

The training qualifications of all three levels have to imply a state examination. Based 

on that, the regulation of vocational education as well as the acceptance of examina-

tions across the whole Baltic Sea Region has to be transferred as a sovereign task to the 

chambers as the competent bodies for vocational education. The acquired vocational 

qualifications need to be mutually recognized in all of the Baltic Sea Region countries. 

To this end, the development of the European Qualifications Framework (EQF) 

and the European Credit System for Vocational Education and Training (ECVET) is 

creating the corresponding foundation.13  These approaches are based on transparency 

and mutual trust. The focus is the recognition of competencies and learning results. In 

the implementation process it is important in particular to create unbureaucratic sys-

tems, document acquired qualifications and competences, confirm international recog-

nition or the equality of the studies, encourage continuous further learning, encourage 

and facilitate training and work abroad as well as provide companies with reliable in-

formation and transparency for their personnel decisions. On the basis of trust, the 

chambers of the Baltic Sea Region can assume a pioneering role in the creation of the 

 
13 Hanseatic Parliament: Baltic Education – Recognition of vocational qualifications in the Baltic Sea Re-
gion, Hamburg 2008  
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unbureaucratic systems and their nation-wide introduction, thus achieving innovation 

advantages. 

Not only the formal learning and technical knowledge, but also informal learning 

and competences acquired during the training are decisive for a high qualification level.  

They should therefore be documented in certificates as well as references of the 

companies and self-assessments. An orientation basis is the Euro-Pass, which records 

personal skills, competences and qualifications and which can be used depending on 

the profession. The Euro-Pass needs to be intensively supported by the chambers of 

commerce of the Baltic Sea Region. 

The measures described above contribute at the same time towards the appreciation 

and increasing the attractiveness of vocational education. In order to achieve this out-

standing goal, a full permeability needs to be achieved between vocational and univer-

sity education, with acknowledgement of the qualifications already acquired earlier. Vo-

cational qualification including professional occupation for 2-3 years should entitle one 

to university education in all of the countries of the Baltic Sea Region.   

Additionally, all of the measures of the quality improvement and assurance need to 

be used also in the vocational education and comprehensive information and image 

campaigns need to be carried out. In this context the immensely comprehensive nature 

of the vocational education needs to be emphasized and it should be made clear, that 

in particular through vocational education the new elite of responsibility is created, and 

that the promotion of elites takes place also through all different kind of study qualifi-

cations and professional occupations.    

Young people and their parents should be aware that considering the high and grow-

ing proportion of university graduates, skilled workers and executives with completed 

vocational education will be in demand most of all and therefore have the best chances 

for the future compared to the many academic qualifications. However, vocational ed-

ucation should not lead into dead ends. Instead, it should entitle one to further qualifi-

cations and higher level of studies through an open and fully permeable study system. 



49 

 

Reorientation for women and the elderly 

In the Scandinavian countries the participation of women and the older people in 

the labour market is much higher than in the countries to the south of the Baltic sea. 

For example, the employment rate of the older people in Poland is 29% for women 

and 50% for men, whereas in Norway it reaches 66% for women and 73% for men. At 

the same time SMEs in the Nordic countries demonstrate a much higher productivity 

and innovation rate.  

The elimination of discrimination based on gender or age in the working life is an 

important social goal, regardless of the economic requirements. This includes in par-

ticular:   

 A higher employment rate for women in general. 

 Encouragement of women for taking upon executive roles. 

 Promotion self-employment, in particular for women. 

 A higher employment rate for older people. 

 Equal remuneration for identical occupation. 

However, in view of the changing framework conditions, higher employment rate 

of women and older people is urgently needed for economic reasons.    

A high and rising shortage of new generation of entrepreneurs, executives and skilled 

workers is increasingly limiting economic development. What is urgently required, is a 

better use of the local labour potential, especially through higher participation of 

women and older people in the labour market, but also through decreasing the unem-

ployment among young people and promoting employability of young adults.  

An increasingly significant obstacle is the growing shortage of entrepreneurs. Entre-

preneurial competence needs to be supported on a larger scale and needs to lead to a 

higher percentage of self-employed. A significant increase in the number of women in 
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executive roles as independent entrepreneurs or as founders of companies increases 

the business potential and contributes significantly to closing the entrepreneurial gap.   

In general, the outlook for growth in the Baltic Sea Region countries is positive. 

SMEs have generally the best prospects for the future. Already today they account to 

99% of all companies and provide up to 70% of all jobs. However, at the job market 

SMEs are significantly weaker than the large companies, which puts them in danger of 

losing out in the development.  This would leave the current growth potential unused 

and the overall economic development of a country/region would suffer in the long-

term. A more intensive support for involving women and older people in the job mar-

ket in SMEs is therefore in particular interest of this target group as much as the overall 

economic development.   

The global competition requires considerable increase in productivity in the whole 

of the Baltic Sea Region and especially in the countries to the south of the Baltic Sea. 

This is only possible through innovations in the field of new products, processes and 

services as well as work processes and work conditions. Companies with a higher per-

centage of women and reasonable use of the experience of the older people are gener-

ally more innovative and more productive.   

Alongside the technical innovations, product and process innovations are becoming 

increasingly important in the view of the growing share of knowledge-intensive ser-

vices. The biggest innovation and productivity potential lies in human resources and 

organizational development, including education; measures aimed at promoting that 

ensure equal opportunities and strengthen the competitiveness. In all of these areas the 

innovative power of women and the experience of the older people represent consid-

erable endogenous potential which needs to be grasped for the benefit of the target 

groups as well as the society in general.   

Securing equal opportunities, especially support for employment and self-employ-

ment of women and older people, can lead to increased productivity, innovation po-

tential and growth long-term. This will at the same time contribute immensely to 
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tackling the current problems, such as high youth unemployment, migration of the 

young, qualified people as well as potential shortage of the entrepreneurs and skilled 

workers. 

Recommendation: Consistent introduction of dual vocational education 14 

Due to the demographic development the number of the young people is decreasing 

more and more. At the same time vocational education has lost a lot of its attractive-

ness, so that the proportion of young people undergoing vocation training has fallen 

to a frighteningly low level, while the proportion of young people with abitur diplomas 

and students is constantly increasing. The result is a considerable decline in the number 

of people in vocational education, meaning that capacities in this field in terms of per-

sonnel, premises and technical equipment become increasingly redundant.  

Under the current conditions the lay-off of teaching staff from vocational schools 

and conversion of the existing special and technical capacities is mandatory. Such de-

velopment would however be fatal, since all of these capacities are urgently needed for 

the vocational education. This in its turn requires reforms of the education policy.  

For Poland it is urgently necessary to introduce dual system of vocational education 

at all levels, meaning from the first level of vocational education to retraining, further 

training and Bachelor studies. In relation to vocational studies the vocational schools 

have to take over the comprehensive central tasks at all of the levels of education. 

 
14 For detailed justification see the following works: 
Flora Antoniazzi und Dr. Jürgen Hogeforster: Das deutsche System der dualen Berufsausbildung mit 

Beispielen von acht Berufen und Möglichkeiten der Implementierung in Polen, Hanse-Parlament, Ham-
burg Februar 2015  

Dr. Jürgen Hogeforster: Die Zukunft der Berufsbildung: Herausforderungen und Strategien für Refor-
men und Erhöhung der Anpassungsfähigkeit, Hanse-Parlament, Hamburg Februar 2015  

Dr. Jürgen Hogeforster: Die Zukunft der Berufsbildung: Richtungen der Neuorientierung und neue 
Tätigkeitsfelder für Berufsschullehrer, Hanse-Parlament, Hamburg März 2015  

Dr. Jürgen Hogeforster: Modernisierung der beruflichen Bildung: Elitebildung für Schüler und Lehr-
kräfte, Hanse-Parlament, Hamburg März 2015  
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Vocational education has lost much of its attractiveness. In particular in the new EU 

countries (i.e. Poland, Lithuania, Latvia, Estonia) with predominantly school-based vo-

cational education the participation is low; it has dropped to an alarmingly low level 

and is perceived by many young people as a dead end. Normally only a short internship 

in companies takes place, if any at all, meaning that Work based Leaning occurs only 

in a very limited way. The result is a high unemployment rate among 15 to 24-year olds 

in Poland. Insufficient professional qualifications lead to long-term unemployment, 

which in Poland reaches up to 20% for people with only primary or low level of sec-

ondary education.   

At the same time companies complain about the low qualification level of the grad-

uates. School-based vocational education can take into account the conditions of the 

job market only partially and does not address the qualification requirements of the 

companies enough. Thus, the pupils learn very little about the everyday business life. 

The increasingly important personal and social competencies also cannot be sufficiently 

presented in a school lesson.  

Against the background of the demographic change and the strengthening compe-

tition for qualified new generation it is crucially important to perceive the following 

two goals as part of a whole:   

 The integration of the young people and decrease in youth unemployment and   

 Providing qualified staff for SMEs and considerable reduction of the shortage of 

skilled workers  

The German system of the dual vocational education can provide significant long-

term contributions towards reaching these goals. In comparison, it leads to a much 

lower youth unemployment rate, involves the companies in responsibly securing the 

next generation of workers and connects the vocational education with the require-

ments of the job market much more closely. However, the German system should not 

be mistaken for a ‘patent model’ which simply needs to be transferred.  The adjustment 

to the respective regional/national conditions always has to take place. However, the 
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basic principles of the dual model should be retained as much as possible. ‘Work based 

Learning’ which consists of a more or less short internship in a company, is in no way 

sufficient.   

In order to implement a dual system in Poland it is of primary importance to involve 

the companies in the vocational education process. Countries with predominantly 

school based vocational education face a particular obstacle invoke the fact that the 

companies hardly have experiences and qualified training staff. In order to tackle this 

problem, it is necessary to urgently carry out further training “Train the trainer” in as 

many companies as possible, in order to prepare the companies for the implementation 

of the dual vocational education.   

In the case of dual vocational education up to ¾ of the entire training period is spent 

in companies. The inevitable consequence of this is that personnel and spatial capacities 

of vocational schools will become vacant as a result of transition from school-based to 

dual training. The fear to lose one’s job is a serious obstacle for the corresponding 

reforms. One of the possibilities to develop new activities for the vocational schools 

are further trainings, which are currently in high demand and limited supply in many 

of the Baltic Sea countries. The further development of vocational schools into tech-

nology and consulting centres, which are operated in cooperation with chambers, sup-

ports the introduction of the dual system and is in the interest of both the vocational 

schools themselves and particularly SMEs. Considering this, an intensive further train-

ing for the teachers of vocational schools has to be carried out. The released capacities 

of vocational schools should therefore be seen as opportunities, as they are urgently 

needed for the new tasks of the vocational education.   

The integration of employee organizations, chambers or the local administrative 

bodies is also an important step to make dual training in Poland possible.   

The organizational structures for productive long-term cooperation between voca-

tional schools and companies have to be created at the regional level first. After that, 

nationwide implementation of legal norms can and should take place in order to enable 

the functioning of this cooperation and above all receipt of the funding. Active 
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definition of the long-term strategies for dual vocational education has to take place 

simultaneously at the regional and national level and needs to take into account the 

developments at the job market. The state should under no circumstances reimburse 

the costs for the companies providing the training. In case such funding is necessary in 

order to increase the motivation and to obtain enough business training capacities, a 

pay-as you-go system should be created by the economy itself and managed inde-

pendently.  

Recommendation: Implementation of competent professional consultations  

For demographic reasons the SMEs in Germany as well as other Baltic Sea countries 

are experiencing a dramatically increasing shortage of young people. Attracting quali-

fied new generation becomes a question of survival for SMEs. The best way to secure 

new generation for SMEs is providing their own vocational education as well as dual 

studies.  

For young people it is very difficult to choose a profession or studies. They are hardly 

aware of their own competencies, possess only very limited information, know only a 

few professions and very little about the requirements, competence expectations etc. 

of the different professions as well as specific conditions in SMEs. The information 

that is available as well as vocational and study counselling is not sufficient. It takes too 

little account of the individual competences of the young people on the one hand, and 

of the requirements of the job market, competence needs, training etc. of different 

professions, especially with regard to SMEs, on the other. Professional orientation has 

to be developed further and intensified. In that process the basic problem is that the 

teaching staff cannot possibly provide comprehensive and targeted information about 

all professions with the existing instruments. 

In vocational education up to 30% of the training courses are discontinued or pro-

fession is changed during the training. One sees especially high percentages in the crafts 

sector. Also, during studies there are high drop-out or change rates of over 30%. This 

has a negative effect on the image and the quality especially of vocational education.  
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15 to 20% of the school graduates are considered not capable of completing voca-

tional education. At the same time also, these people have their specific strengths. 

Through competence-based analysis and sound counselling a considerable percentage 

of these young people can be placed into vocational education. 

Parents play a decisive role in young people’s choice of career. According to re-

search, around 70% of career choices are determined by parents.  Freedom of parents 

and young people to choose a certain study form, a certain vocational education or 

field of study is an important asset. However, children should not be robbed of their 

childhood and have their path planned for them by the adults. They need enough space 

for their own decisions, their personal discovery of the world, for their own adventure 

and collection of their personal experiences. The right of choice for parents should not 

lead to the situation, where due to wrong ambitions or misjudgements children and 

young people get pushed into study forms and courses and then experience daily that 

they are not welcome and loved. Such young people collect daily only negative experi-

ences and failures, lose confidence and find it difficult to be integrated into working 

life. With all due respect for freedom of choice, individual strengths, potential and 

learning progress must also have a decisive influence on the transition to further train-

ing. Comprehensive advice and support in choosing and finding a profession already 

during general education should become an important task for vocational schools. 

They can use their differentiated knowledge of the individual occupations as well as 

their close contacts to the companies, which they inevitably develop within the frame-

work of dual vocational education, for the mediation of internships in companies. 

For the young people who do not receive a vocational education place despite in-

tensive counselling, support and placement by vocational school teachers, vocational 

schools should develop and implement specific integration measures, for example the 

successful Hamburg model15. In the dual system, the model of a one-year vocational 

qualification scheme for young people with special support needs is implemented, 

 
15

 Perspektive Zukunft: Einjährige Berufsqualifizierung – Hamburger Modell, Projekt des Hanse-Parla-
ments, Hamburg 20ß13 - 2015  
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which ensures better integration of these young people, makes the career choice safer, 

reduces the drop-out rates and significantly increases the chances at the job market. 

The one-year vocational qualification can be recognized as the first year of training 

and the training can be continued in the regular dual system. More than 90 % of young 

people who were outside of the system and without any chances before entering the 

one-year qualification program, are integrated into regular vocational education 

through the model implemented by Hamburg vocational schools.  

As currently every seventh young person terminates their training, the European 

strategy for employment and smart, sustainable and inclusive growth "EU 2020" agreed 

to reduce the average drop-out rate from 14.4% as of now to below 10% by 2020. In 

completing comprehensive counselling, support and placement tasks for young people 

in vocational education, it is essential that vocational schools use a professional navi-

gator. The use of such navigator will make it possible for young people to avoid wrong 

choice of paths as well as social exclusion, for young people without opportunities to 

receive vocational education and for SMEs to secure new generation more easily. It 

will also contribute to the improvement of quality of vocational education. A specific 

professional navigator is to be used, which: 

 Analyses and systematically captures the requirements, competence profiles, etc. 

of the individual occupations as well as the conditions of the labour market.  

 Reliably determines the individual skills and qualifications of young people.  

 Compares the competence profiles in demand with the ones that are offered.  

 Incorporates international experience, conditions and possibilities and • on this 

basis makes sound professional and study counselling possible.  

With the help of a professional navigator: 

 Choice of wrong paths by young people is prevented and drop-out and change 

percentages are considerably reduced  
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 Young people which until now had no chances, complete vocational education, 

and social exclusion is reduced  

 SMEs secure urgently needed new generation better and more easily  

 Better connections between education and labour market are built and transitions 

become smoother  

 The image and quality of vocational education as well as dual studies can be im-

proved   

The use of vocational navigator starts at the transition from general education to 

vocational education and thus concerns schools, vocational schools, companies provid-

ing training, universities with dual study programs as well as chambers as responsible 

bodies and sponsors of vocational education. It sustainably improves the cooperation 

between these institutions, creates intensive cooperation and close connections be-

tween school and business with an orientation towards the needs of the labour market.  

The vocational school teachers should be trained as training consultants and famil-

iarized with the navigator system. They use the navigator in their consultations at 

schools and at the same time train and counsel the teachers of the schools in using the 

navigator in their lessons for the purposes of professional orientation. With the help 

of the navigator experts, a broader, more well-informed use of the navigator can be 

achieved for the sound career guidance of young people and for the recruitment of new 

generation of employees for SMEs.  

Unfortunately, school grades alone say very little. The decision-making process must 

therefore be organized on a rational and systematic basis. A computer-assisted applica-

tion helps students to discover their personal strengths and to choose the right career 

path.  

The takeover of comprehensive tasks of professional counselling and integration of 

young people with learning difficulties and social disadvantages using a professional 

navigator can be integrated perfectly into the most important new orientation of voca-

tional schools with the establishment and further development of competence centres 
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with the status of vocational academies. These competence centres carry out all of the 

tasks relating to vocational education and the integration of young people, further vo-

cational education and dual Bachelor study programs.  

Recommendation: intensification of further training and dual studies   

Vocational further training does not need any state regulation, it should primarily be 

the task of the economy and administered by it independently. Employers and employ-

ees alike must recognize the high and growing importance of further training to a much 

greater extent and invest into it heavily. Further training improves the supply of quali-

fied workers and increases productivity. In some countries there is a very high need for 

further training. While for example in Denmark 39% of women and 26% of men com-

plete further training yearly, in Poland the proportion is only 5.5% for women and 

4.9% for men. In this context, new models of burden sharing must also be developed 

in which, for example, the company bears the costs of further training and employees 

devote their free time to it.  

Overall, however, further vocational education requires intensive further develop-

ment and in particular revaluation. This implies different aspects, such as:  

 Systematic development of certified further training modules which can be com-

bined, and which lead to recognized further training qualifications.  

 Creation of further training occupations and development of horizontal career 

paths.  

 Establishing equivalence of educational paths and degrees in vocational, general 

and higher education.  

 Complete permeability and more intensive connections between vocational edu-

cation and further training as well as general education and in particular studies. 

Vocational further training should be counted towards the course of study in rel-

evant study field.  
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 Promotion of international exchange, carrying out professional activities and fur-

ther training abroad while simultaneously ensuring the highest possible level of 

transparency of the acquired competences.  

 International recognition or equivalence of further training qualifications within 

the framework of unbureaucratic systems.  

According to the regulations in Germany, in all Baltic Sea countries it should be the 

chambers that should bear the sovereign function of being able to issue official exam-

ination regulations with recognized further training qualifications (so-called "chamber 

examinations"). The acceptance of further training examinations must also be the sole 

task of the chambers. 

The training as a master craftsman has proved to be particularly successful. This way 

a new generation of entrepreneurs and managers with good theoretical and sound prac-

tical knowledge and skills is secured. The master craftsman training is indispensable for 

SMEs; it has to be intensified and made uniform across the whole Baltic Sea region. 

The master craftsman qualification must entitle the holder to studies without restriction 

and the qualifications acquired in the process must be fully credited towards the studies. 

For this purpose, it appears advisable that the master craftsman training is also assessed 

with credit points, which can then be fully incorporated into a subsequent course of 

study. By creating permeability of this kind, the attractiveness of vocational education 

in general and that of the master craftsman training in particular is increased long-term. 

Any opening up of educational systems with diverse, differing educational careers does 

justice to individual inclinations and abilities, provides companies with greater oppor-

tunities to secure the growing demand for skilled workers and meets the urgent need 

to involve workers without experience in crafts sector and SMEs much more inten-

sively. 

Improving qualifications in general education, increasing the quality and attractive-

ness of vocational education and the corresponding further development of vocational 

education and further training systems are key concerns and the central development 

points of the crafts sector and SMEs in the Baltic Sea region. 
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These challenges find a particularly clear expression with regard to entrepreneurs 

and managers. In this respect there is already a considerable gap in SMEs. Due to de-

mographic developments and increased competition between sectors of the economy, 

this entrepreneurial gap will widen considerably in the future.  

The requirements with regard to corporate management are high and are constantly 

increasing. Against the backdrop of globalization and the EU, international knowledge 

and experience are increasingly in demand. Entrepreneurs and managers in SMEs must 

have good professional training and practical experience as well as sound theoretical 

qualifications.  

Up to now, SMEs have mainly obtained their young entrepreneurs and management 

through vocational education and further training. However, in many countries bor-

dering the Baltic Sea such training paths are becoming much less attractive. In addition, 

due to demographic changes, SMEs are attracting fewer and fewer young people (quan-

tity problem), while at the same time the proportion of young people lacking previous 

education is increasing (quality problem). Young people belonging to the latter group 

are only suitable for performing demanding management tasks to a very limited extent.   

In the course of internationalization and liberalization, further vocational education 

courses have faced difficulties in some of the countries. Young people are increasingly 

opting for higher education. Since the study courses are predominantly theory-oriented 

and largely neglect the practical concerns, in particular of SMEs, it means that despite 

the high number of students not enough suitable entrepreneurs and executives can be 

attracted. The promotion of entrepreneurship and the qualified training to become en-

trepreneurs are increasingly becoming the decisive factors.  

Securing the next generation of entrepreneurs and managers and strong innovation 

potential are becoming a decisive question of survival for SMEs in the Baltic Sea region 

and are thus are the most important task for SMEs and the crafts sector. 

Bachelor's degree programs should be offered much more in the form of dual stud-

ies. This will mean that studies at the university are closely linked to vocational 
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education or practical work in the company. Vocational education completes with an 

independent qualification and also leads to a certain extent to credit points that are 

required to pass the Bachelor's examination. Dual study courses can also be optimally 

combined with a qualification as a master craftsman. The credits earned in that process 

must be fully credited towards the Bachelor examination.  

Dual Bachelor’s studies comprise of:  

 sound vocational education with journeyman or skilled worked qualification  

 recognized studies with Bachelor’s qualification   

Both parts of the training are coordinated with each other and carried out in parallel. 

Participants must have sufficient qualifications to attend university; they conclude a 

contract for vocational education as well as a contract for studies.  

Vocational education may cover all technical or commercial professions and may 

take the following forms  

 As dual studies with practical in-company training and a theoretical training in the 

vocational school or. 

 As a school-based system with practical and theoretical studies in a vocational 

school and internships in companies.  

During the three- to four-year training period, special emphasis is placed on profes-

sional qualification, so that the graduates acquire in-depth practical knowledge and ex-

perience.  

Studies at the university or vocational academy can alternatively include:   

 Management and Business studies  

 Technical studies with different specialization   

 Design studies etc.  
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The studies include at least 1.700 hours. Towards this are counted the hours for 

independent studies, visiting optional events, writing the Bachelor thesis, exams etc. 

The studies are completed with an internationally recognized Bachelor qualification.   

For those who have already completed vocational studies, dual study courses will be 

offered, consisting of a combination of the following:  

 Technical or business studies,  

 Master craftsman training and   

 Professional occupation   

As part of the dual study courses, students should be strongly urged to complete 

parts of their studies or vocational education abroad. Priority should be given to voca-

tional education or work in a foreign company, as this allows at the same time for the 

establishment of direct personal contacts between the companies.    

Universities have to considerably broaden cooperation with SMEs in their teaching 

and research. In the future, dual study programs can make a decisive contribution to 

satisfying the high and growing demand for young entrepreneurs, managers and skilled 

workers who can demonstrate both practical training and sound theoretical qualifica-

tions. This training partnership between companies and universities is at the same time 

a perfect starting point for knowledge exchange, transfer of technology and implemen-

tation of practically oriented research and development work.   

Recommendation: Development of three-level competence centre  

Poland and the Baltic countries have an extremely high need for further training. In 

this region there is a great shortage of personnel, spatial and technical capacities. In the 

interest of vocational schools and their teaching staff themselves, but also in the interest 

of economic development, securing existing and creating new jobs, strengthening in-

novation potential and productivity and reducing high unemployment, existing voca-

tional schools should be developed and expanded into comprehensive centres of com-

petence.  
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Small and medium-sized enterprises suffer from bottlenecks in operational manage-

ment and information processing. They need tailor-made services - without delay and 

from a single source. Networks are of outstanding importance to them. Unlike large 

companies, they cannot have internal staff functions that perform a wide range of cor-

porate management tasks. In the SME sector, such staff functions and support tasks 

must be performed externally. The competence centres are the central service providers 

who, through cooperation between vocational schools, chambers and universities, pro-

vide SMEs with the necessary reliable support tailored to the company and from a 

single source, thus offering non-cash benefits.  

Central bottlenecks for further development of small and medium-sized enterprises 

in all Baltic Sea countries concern the rapidly growing shortage of young entrepreneurs, 

managers and skilled workers, the great need for product and process innovations as 

well as the lack of innovation promotion tailored to the specific needs of SMEs.  In 

order to remove these barriers to growth, existing vocational schools in Poland should 

be expanded into three-level competence centres.  

1. Level: Dual professional training  

2. Level: Further training including training as a technician and master craftsman   

3. Level: Dual Bachelor studies and promotion of innovations   

Education represents the biggest bottleneck and the strongest growth area of the 

future. Qualified specialists are the most important prerequisite for taking advantage of 

the market opportunities. For example, a survey carried out by Hanse-Parlament led to 

the following results: 

 In 10 years 40% of SMEs will need company’s successor. 

 70% of SMEs need additional skilled workers. 

 100% of SMEs cannot recruit the specialists they need or can do it with difficulty. 

 In the medium term 78% of SMEs need new or additional executive staff. 
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 96% of SMEs would like to see better practical, and 74% better theoretical voca-

tional education. 

The innovative strength of SMEs is most strongly limited by the availability and 

qualification of entrepreneurs, managers and specialists. Due to the lack of qualifica-

tions and shortage of entrepreneurs and employees, innovations in SMEs are already 

much lower than they actually could and should be. At the same time, qualification 

requirements are becoming higher; alongside specialized knowledge, personal and so-

cial skills are gaining equal importance. However, the so-called soft skills require a great 

deal of catching up and development. Improving qualifications and eliminating the 

shortage of skilled workers is the most important task and the central key to sustainable 

strengthening of innovation capacity, competitiveness and growth of SMEs. The most 

important tasks of the competence centres in this respect include in particular:  

 Improving the quality and attractiveness of vocational education and introduction 

of dual education system.  

 Career guidance and integration of young people with learning difficulties and so-

cial disadvantages.  

 Integration of all young people and creation of specific training courses for school 

leavers with practical talents.  

 Carrying out courses for strong learners with the provision of additional qualifi-

cations in innovation-oriented topics.  

 Strong intensification of vocational further training.   

 Strengthening innovation capacity through comprehensive promotion of in-

creased employment for women and older people and entrepreneurship for 

women.  

 Carrying out dual Bachelor's degree programs in which studies are combined with 

parallel relevant vocational education in order to meet the high demand for inno-

vative entrepreneurs and managers for SMEs.  
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In a region, the centres of competence must cover all areas and topics relevant for 

SMEs on the basis of job-sharing. These centres of competence with the status of vo-

cational academies, which each concentrate on specific occupations and technology 

areas, should be operated in close cooperation with economic chambers and associa-

tions as well as with universities in order to jointly carry out educational and counselling 

tasks, such as:  

In level 1 Vocational education: 

 Comprehensive career counselling for young people and their parents.  

 Providing regular vocational school classes within the framework of dual voca-

tional education.  

 Extensive qualification, support and counselling tasks for young people with 

learning difficulties or social disadvantages who until now have been pushed away 

and who get integrated into regular vocational education via these channels. 

 Development and implementation of special staged vocational education courses 

for people with learning difficulties in cooperation with companies. 

 Development and implementation of vocational education courses for strong 

learners who receive additional qualifications and early further trainings in the 

competence centre with a scope of 500 - 700 hours already during the vocational 

education. 

In level 2 Further training: 

 Training the trainers in companies and accepting the trainer aptitude examination 

in order to enable companies to provide vocational education within the frame-

work of dual systems.  

 For persons with completed vocational education, training to become a technician 

or master craftsman while at the same time obtaining a qualification enabling one 

to attend university.  
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 Execution of business start-up courses and accompanying consultation by busi-

ness founders up to the establishment or takeover of a business.  

 Demand-oriented development and realization of further training programmes 

covering all relevant aspects of the strongly growing need for further training of 

entrepreneurs, managers and skilled workers.  

 Targeted further training for women and men during the family phase as well as 

qualification and counselling tasks during the re-entry into the working life.  

 Conducting further training and counselling programmes for older people  

 Carrying out retraining, qualification and integration measures for the unemployed 

together with employment services.  

In level 3 University education and promotion of innovations: 

 Together with colleges, universities as well as with companies, realization of dual 

study programs in which the competence centres take on the demanding school-

based part of vocational education.  

 Ensuring the exchange of information and experience as well as the transfer of 

knowledge and technology in writing and electronically, and in particular through 

the personal exchange which is so important for SMEs, in the form of meetings, 

information and training courses, group coaching, etc.  

 Comprehensive promotion of innovations for SMEs as well as implementation of 

R&D tasks in and with SMEs.  

Within the framework of dual study programmes, the training locations "col-

lege/university" and "company" must cooperate intensively with each other. This is 

also an excellent foundation for the mutual exchange of knowledge and for the pro-

motion of innovations of SMEs.  
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About 40% of the courses offered at the college/university are run by practitioners, 

ensuring that there is constant exchange of experience and that entrepreneurial thinking 

is carried into the colleges/universities.  

The participants of dual Bachelor courses are at the same time apprentices/employ-

ees in companies. The topics for Bachelor and seminar papers that the student must 

complete in order to obtain his or her degree are determined by the companies in con-

sultation with the full-time professors/lecturers and dealt with within the company. In 

this way, tailored development work and knowledge transfer for the companies are 

realized by the students in cooperation with professors, lecturers and other teaching 

staff directly in the company.  

On the basis of this intensive cooperation, it is much easier to jointly identify R&D 

tasks of SMEs, to design concepts and grant applications and to carry out tailored R&D 

projects in and with SMEs.  

In carrying out the comprehensive tasks, the personnel, technical and spatial capac-

ities of former vocational schools, colleges/universities and chambers of commerce are 

used on the basis of job-sharing. Nevertheless, for development as centres of compe-

tence the existing vocational schools must be excellently equipped, both spatially and 

technically, with training workshops, demonstration facilities etc. The spatial and tech-

nical capacities are used simultaneously for all tasks of the competence centres, for 

example modern technologies in the training workshops during the day for vocational 

education and in the afternoons, evenings and weekends for further vocational educa-

tion and technology transfer.    

This achieves high capacity utilization and profitability and ensures mutual benefits 

and strengthening effects in the performance of various tasks. At the same time, com-

prehensive, lasting further training of the teachers is necessary in order to be able to 

competently perform these extensive, demanding tasks.  

This development of vocational schools into centres of competence for small and 

medium-sized enterprises represents very large and growing fields of activity for all 
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teachers at vocational schools. Of course, such a development requires high public 

investments, which, however, are offset by considerable savings in vocational educa-

tion through the implementation of dual education systems. Additionally, it will achieve 

effective promotion of education, innovation and business, which will pay off in several 

ways through higher growth with rising tax revenues on the one hand and savings of 

public funds in labour market and social policy on the other.  

It needs to be noted that the centres of competence do not constitute an employ-

ment program for vocational school teachers. On the contrary, there is no alternative 

for shaping a prosperous future. And it is much more appropriate and economical to 

use the facilities of the existing vocational schools for this purpose than to create much 

costlier new facilities from scratch. In this respect, the personnel, spatial and technical 

capacities of the vocational schools that become available under status quo conditions 

are a unique opportunity that must be used actively in the interest of all.  

In order to achieve unrestrictedly recognized Bachelor degrees, the three-level com-

petence centres must receive the state-recognized status of "Berufsakademie" or "Col-

lege" with the right to carry out practice-oriented study courses. They must be operated 

with the financing from public funds in close cooperation with former vocational 

schools, chambers, colleges and universities. In order to be able to implement these 

far-reaching developments, vocational schools must be moved out of the state struc-

tures and transformed into independent legal forms, for example as public enterprises, 

non-profit limited liability companies or foundations. The operation should be run by 

the equal partners including chambers of commerce, vocational schools and col-

leges/universities. If this is not possible in exceptional cases, chambers of commerce 

and colleges/universities must be involved in the management with a decisive role. 
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2.1.3 | Concept for realisations within the project implementation pe-

riod 

In the following the reorientations, goals, and strategies which should be realised in 

the medium term (about 5 -6 years) are described. This provides a framework as a 

binding guideline for the tasks carried out during the three-year project implementation 

period in order to achieve the medium-term objectives. 

Establishment of a first level industry competence centre  

Starting September 1, 2017, project partner 3 Zespol Szkol Mechanicznych i 

Logistycznych im. inz. Tadeusza Tanskiego is a business sector school, according to 

the Polish reform programme. Zespol Szkol Mechanicznych i Logistycznych im. inz. 

Tadeusza Tanskiego will be realising a first level training (initial vocational education). 

From September 1, 2020, the second level (continuing education - training for techni-

cians) is following.  

The project carried out the construction and development of the first level of the 

competence centre by using the example of the “motor mechanic / mechatronics” 

profession. The design of the ongoing operation of the first level industry competence 

centre, and its evaluation, are based on this concept.  

Vocational education:  

The following basics and guidelines are laid down for the development and imple-

mentation of the dual vocational education “motor mechanic / mechatronics”:  

 Curricula, training regulations, syllabi, and examination regulations of the Ger-

man dual vocational education as mechatronics engineer.  

 Review and further development of the existing Polish curricula, syllabi, etc. 

based on the German documents.  

 Starting in September 2018, introduction and implementation of the dual voca-

tional education with approximately 30 participants and, if possible, 
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approximately 20 SMEs as training partners. The goal, after a maximum of three 

years, is that all students in the dual system will complete approximately 75% of 

their total vocational education period in a company, and approximately 25% in 

the industry competence centre.  

 With the introduction of the dual vocational education, a sufficient number of 

participating companies with qualified trainers does not yet exist. However, dur-

ing a three-year transitional period, the vocational education can be offered as 

follows:  

o As far as possible, practical training in companies and theoretical training 

in the industry competence centre or,  

o Practical training in an already existing inter-company training workshop, 

with which project partner 3 already cooperates intensively, and theoreti-

cal training in the industry competence centre.  

 Inter-company instruction courses on new techniques which are part of the 

practical part of the vocational education, are held in the existing inter-company 

training workshop.  

 Interim and final examinations are hold according to Polish law.  

The conduct of the dual vocational education will be evaluated scientifically. Based 

on these results, the concept, curricula, teaching material etc. will be revised and com-

pleted. Furthermore, application notes and recommendations for future use are devel-

oped.  

Qualification of teachers: 

Dual systems of vocational education and training inevitably require intensive and 

smooth cooperation between the two learning places "company" and "industry com-

petence centre". Within the scope of this cooperation, teachers of the industry compe-

tence centre also have to complete continuing education courses and longer internships 

in the companies regularly to get to know the company's needs and to consolidate the 
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cooperation. At the same time, this opens up new and additional opportunities for the 

teachers of the competence centres. They get to know the companies very well and can 

easily switch to full-time employment in these companies through direct contact and 

then perhaps return to the teaching and advisory tasks of a competence centre after a 

few years. By 31 December 2018, a curriculum was developed, tested, and evaluated 

for the continuing education courses of at least 15 existing teachers to carry out dual 

vocational education. Based on the evaluation results, the curriculum was revised and 

completed as well as application notes, material etc. for future use are complied. It is a 

declared goal to: 

a) Carry out these continuation education courses on a regular basis in the future 

and offer them to teachers of other competence centres in the region as well.  

b) Develop and implement a comprehensive continuing education course for 

teacher addressing all relevant questions in cooperation with other competence 

centres and higher education institutions.  

c) Constantly carry out all continuing education courses for teachers and integrate 

them into the education programme of the competence centre (level two) to 

ensure a sufficient number of qualified teachers to take on the demanding tasks 

at the competence centres at all times.  

Qualification of the company trainers:  

In the context of dual vocational education and training, companies need qualified 

trainers. The necessary knowledge, skills, and competences are gained during the tech-

nician or master craftsman training. The majority of SMEs do not have personnel with 

these qualifications.  

On the basis of different curricula, examination regulations, experiences, etc. from 

different countries, a curriculum for the training of company trainers will be developed 

specifically for SMEs in countries with previous school-based vocational education.  

The Train the Trainer seminar was tested and evaluated with 20 employees from 

various SMEs by 30 November 2018. Based on the evaluation results, the curriculum 



72 

 

was revised and completed as well as application notes, material etc. for future use are 

complied.  

The Train the Trainer seminars in SMEs shall be completed with an official instruc-

tor qualification examination, which is a mandatory requirement for carrying out in-

company trainings. With this qualification, SMEs are well prepared to implement dual 

vocational educations. It is therefore a declared aim to continuously carry out the Train 

the Trainer seminars and integrate them into the competence centre’s training pro-

gramme (level 2) in order to achieve superbly qualified trainers in the largest possible 

number of SMEs. With an intensive implementation of these trainings and a compre-

hensive information programme, the aim is to make an in-company vocational educa-

tion place available to all young people in the medium term.  

Establishment of a second level industry competence centre  

The Polish reform programme envisages the establishment of the second level of 

the industrial competence centre starting by September 1, 2020, when the first gradu-

ates of the first level have completed their vocational education and will be followed 

by a technician training course. The project pre-empts the work on setting up the sec-

ond level. All development tasks, tests, evaluations, and implementations are carried 

out during the course of the project in the Baltic countries, which also have a great 

interest in these trainings. This means that the second level is already fully implemented 

in the Baltic countries during the project duration. With these results and experiences, 

it will be possible to implement level 2 of the industry competence centre in Poland 

from September 2020 without any further preparations.  

The Polish reform programme foresees a two-year technician training period in level 

2, which is linked to obtaining the right to enter a university of applied sciences. The 

project realises this qualification but goes far beyond that and understands level 2 as a 

comprehensive programme of vocational education and diverse further training. The 

project also starts with an appropriate set-up of such structures.  
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Technician Training „Construction Technician”: 

While the "Motor mechanic / mechatronics" occupation was selected in the project 

for initial vocational education in level 1 (see chapter 4.1), the development of the tech-

nician training is based on an example from the construction industry, so that experi-

ence can be gained from various economic sectors and occupations.  

The training comprises a total of max. 2,450 lessons à 45 minutes of teaching. The 

qualification is completed with an official state-approved examination as a technician 

of the respective department. In the case of the project, it is "construction technician". 

At the same time, students are granted the eligibility for subject-related studies at a 

university of applied sciences. Successful completion of Part D "Vocational and occu-

pational education" of the technician training entails the license to perform vocational 

educations (qualification as an instructor). The training “Construction Technician” 

consists of four parts:  

Part A Interdisciplinary general basics: 480 hours lessons  

 native language 100 h lessons  

 foreign language (English) 150 h lessons  

 Policy & Society 50 h lessons  

 Environment Technology 30 h lessons  

 Energy Saving 30 h lessons  

 House technic 120 h lessons  

Part B subject-specific part: 1,400 hours lessons and project work 120 hours lesson  

Part C Interdisciplinary Business Administration and Management 350 hours lessons  

Part D Interdisciplinary Vocational and occupational education 80 hours lessons  
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All four parts are divided into mainly compulsory and a few elective modules; each 

module is rated with credit points in relation to the learning outcomes. The entire train-

ing is located at EQF Level 6.  

A complete curriculum, teaching materials and standardized examination regulations 

are developed. Tests and scientific evaluations are carried out in Lithuania, Latvia, and 

Estonia. On the basis of the evaluation results, the concept, curriculum, examination 

regulations, teaching materials, etc. are revised and completed and application notes 

and recommendations for future use are developed.  

Master craftsman Training: 

The aim of the project is to carry out master craftsman trainings in the industry 

competence centre. Like the technician's training, the master craftsman training is di-

rectly connected to the 1st level when a journeyman's or skilled worker's qualification 

is obtained. The master craftsman training comprises four parts as well:  

Part I: Subject-related practice  

Part II: Subject-related theory  

Part III: Business Administration and Management  

Part IV: Vocational and occupational education  

Parts III and IV largely correspond to those of the technician training, so that Parts 

I and II must be developed for each specific profession for the individual master crafts-

man trainings. Each part of the master craftsman training concludes with an independ-

ent examination; upon successful completion of all four examinations, the master 

craftsman's title is awarded in the chosen profession. At the same time, the graduates 

are entitled to study at a university. The master craftsman training is also located at 

EQF level 6.  

Within the context of another project , a demanding master craftsman training 

course was developed, tested, evaluated, and successfully implemented in four coun-

tries in the Baltic Sea Region, using the example of "master craftsman electrician". 
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These complete documents are transferred to the competence centres and their teach-

ers are trained to apply them independently. It is the declared aim that the competence 

centres will develop and implement curricula, examination regulations, etc. for master 

craftsman trainings in other occupations based on the existing training for master 

craftsman electricians.  

Train the Trainer: 

In order to be able to carry out the technician and master craftsman trainings at a 

high-quality level, the teachers of the competence centres need comprehensive, tar-

geted continuing education trainings. For this reason, a Train the Trainer programme 

was developed, tested, and evaluated by 31 December 2018, which focuses on the con-

tent and pedagogical questions of technician and master craftsman trainings and 

teaches the independent use of curricula, teaching materials, and examination regula-

tions. Based on the evaluation results, the Train the Trainer programme was revised 

and completed, and application notes, materials, etc. developed for future use. It is a 

declared goal to: 

a. Carry out this continuing education training regularly in the future and to offer it 

to teachers from other competence centres in the region as well.  

b. Develop and implement additional continuing education trainings on all relevant 

issues for teachers of technician and master craftsman trainings in cooperation 

with other competence centres and universities.  

c. Integrate all teacher continuing education trainings into the competence centre’s 

education programme (level 2) and carry them out on an ongoing basis in order 

to provide at all times a sufficient number of highly qualified teachers for all de-

manding tasks of the competence centres.  

Continuing Education Course: 

According to the analyses and recommendations, SMEs in the Baltic Sea countries 

need a variety of continuing education courses, which the industry competence centres 

have to develop and implement on an ongoing basis. Poland, Lithuania, Latvia, and 
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Estonia have a particularly large need to develop and catch up in this area. On the one 

hand, there is a lack of corresponding inter-company continuing education capacities 

and, on the other hand, participation in continuing education is very low. For example, 

while in Denmark 39% of women and 26% of men undergo continuing education each 

year, in Poland these rates are at 5.9% (women) and 4.8% (men).  

Within the framework of the project, the development of a continuing education 

course will begin: 

a) After a testing period, the Train the Trainer seminar developed during the pro-

ject for SMEs (qualification of company trainers) will be integrated into the con-

tinuing education programme of the competence centres and implemented on a 

permanent basis.  

b) After a testing period, the continuing education courses for teachers and Train 

the Trainer seminars developed during the project will be integrated into the 

continuing education programme of the competence centres and implemented 

on a permanent basis.  

c) The individual modules of the technician and master craftsman training are of-

fered separately as continuing education courses, integrated into the continuing 

education programme and carried out on a permanent basis.  

d) In various other projects16, continuing education courses tailored specifically to 

SMEs have been developed, tested and implemented. These successful qualifi-

cation measures are transferred to industry competence centres, integrated into 

their continuing education programmes and implemented on an ongoing basis.  

 
16 For example:  
- Further Vocational education in Energy Service Technicians (VESTE), 2015 – 2018  
- Improvement of Skills in the Green Economy through an Advanced Training Program Cradle 

to Cradle (C2C in SMEs), 2016  
- Further vocational education: Corporate Social Responsibility for SMEs (CSR for SMEs), 2015  
- Skills Alliance Energy saving and sustainable Construction in Baltic Sea Region, 2014  
- Dual Vocational education for the Qualification and Integration of Young People and the 

Strengthening of Innovation in SMEs (Work based Learning), 2017  
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a. It is a declared goal that within the framework of the competence centres, eco-

nomic chambers, former vocational school, and colleges/universities will contin-

uously develop and implement new continuing education courses specifically for 

SMEs.  

Preparation of a third level industry competence centre  

The Polish reform programme enables "only" the development of two-level industry 

competence centres. According to the analysis results and recommendations, a third 

level "Higher education and innovation promotion" is urgently needed for SMEs in the 

Baltic Sea Region countries. The precondition for this is that former vocational schools, 

chambers of commerce and colleges/universities cooperate in the competence centres. 

However, this cooperation should not only begin at the 3rd level, but from the 1st level 

onwards. The joint work of the three partners from the very beginning strongly facili-

tates the implementation of the tasks of the 1st and 2nd levels and prepares intensively 

for the cooperation in the 3rd level.  

A dual bachelor study programme is composed of the following basic elements:   

 Admission requirement: higher education entrance qualifications (i.e. A-levels) 

or advanced technical college certificate.  

 Duration: 3 to 4 years maximum (depending on subject).  

 About 50% - 60% of the educational period as practical training or professional 

activity in a company. Vocational education takes place in dual form in compa-

nies and vocational schools.  

 About 40% - 50% of the educational period takes place at the university.   

 Both parts of the training are coordinated with each other and are carried out in 

parallel. Theory can be taught in longer blocks (e.g. 3 months) or 2 days a week 

with shorter additional blocks.   
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 About 60% of the courses offered at the university are taught by full-time pro-

fessors and lecturers and about 40% by practitioners from companies.  

 The participants sign a contract for vocational education/activity with the com-

pany and a contract for study with the university.  

 Degree: Journeyman/skilled worker and Bachelor.  

The bachelor's degree also entitles the holder to follow a master’s programme at a 

university at a later date. However, the aim is that at least 80 % of the bachelor’s degree 

holders should remain in the small and medium-sized business sector as entrepreneurs 

and managers and, building on their initial bachelor’s degree, improve their skills within 

the context of ongoing continuing education.  

All courses must fully comply with the objectives and requirements of the Bologna 

Process, to which more than 40 countries have now joined. The study programmes are 

modularised. Credit points are awarded both for the study modules and for practical 

training. The study programmes are examined and certified by recognised accreditation 

institutions. To promote cross-border cooperation between study locations and the 

exchange of teachers and students, the study programmes should be standardised in 

the Baltic Sea Region. This is also intended to support international cooperation be-

tween companies involved in vocational education.  

The excellent qualifications acquired in the dual study programmes are also decisive 

prerequisites for high innovations. In addition, the participating universities/colleges 

should also take part in practice-oriented research and development projects for me-

dium-sized companies and thus promote innovations in the long-term. The study pro-

grammes and innovation promotion are aimed at the identical target group, namely 

high-performing, medium-sized companies and their management personnel. As com-

panies are always included in the dual study programmes, there is direct cooperation 

between companies and universities, which can be used for knowledge and know-how 

transfer as well as for research and development work by companies. Research and 

development tasks can be carried out in various ways, for example: 
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 Work as part of semester or bachelor theses of the participants/students  

 Targeted individual assignments of the companies or consulting/know-how 

transfer by professors and teachers  

 More complex projects with public funding (especially from the EU)  

 Joint work on projects with several companies in one industry (industry associ-

ation projects) 

In any case, it makes sense to train entrepreneurs, managers, and specialists within 

the framework of dual bachelor’s degree programmes: 

 In industry competence centres; 

 To link it directly with the advancement of vocational and continuing education, 

and the promotion of innovations;  

 To gain synergy effects and achieve cost reductions, and  

 To provide small and medium-sized enterprises with all necessary services and 

assistance from a single source, tailored to the specific needs of the sector.  

Accordingly, the following preparations are undertaken in the project:  

a) Development of a comprehensive concept for the realisation of the 3rd level of 

competence centres.  

b) Consultation and coordination of the concept in the participating countries with 

SMEs, chambers, vocational schools, universities, public administrations and 

politics.  

c) Development of country-specific programmes with alternative implementation 

models.  

d) Development of application notes and FAQs as well as preparation of imple-

mentations.  
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Summary 

The following results are achieved in the course of the three-year project implemen-

tation:  

 Implementation of the first level of an industry competence centre in Poland, and 

introduction and implementation of a dual vocational education using the example 

of the profession "Motor mechanic / mechatronics".  

 Implementation of a continuing education course for the teachers of competence 

centres to carry out dual vocational education in Poland, Lithuania, Latvia, and 

Estonia.  

 Implementation of training for trainers in SMEs in Poland, Lithuania, Latvia, and 

Estonia.  

 Implementation of a two-year technician training course using the example of 

"construction technician" in Lithuania, Latvia and Estonia, and preparations for 

implementation in Poland from 2020 onwards.  

 Implementation of a Train the Trainer programme for teachers of technician 

trainings.  

 Implementation of continuing education courses for SMEs.  

 Preparation of the implementation of Level 3 "Higher Education and Promotion 

of Innovation" by the competence centres, so that implementation can begin from 

2020.  

All results, documents etc. are summarised in the following six products:  

 Blueprints for the implementation of two-level industry competence centres and 

dual vocational education with curricula.  

 Two curricula for the training of teachers.   

 Curriculum for the training of trainers/supervisors in SMEs.   
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 Blueprints and curricula for a two-year continuing education as a technician.  

 Blueprints for the implementation of dual bachelor’s degree programmes through 

three-level industry competence centres.   

 Printed, comprehensive manual.  

The six products will be transferred to 68 chambers and universities from 13 coun-

tries, which are involved as associated project partners in the project implementation 

and receive implementation advice permanently. They also carry out further dissemi-

nation activities. 

2.1.4 | Development and operational competence centre 17 

One of our main activities in the implementation of the dual teaching system was 

the creation and launch of the competence centre that our school has become. This 

task has been fully completed and the centre has been operating since the beginning of 

the school year 2018/2019. The dual system of education, using the cooperation be-

tween education and employers, educates students at school and at the workplace. The 

school is taught by teaching staff, teachers according to the curriculum. Learning in the 

company takes place in an environment of permanent employees and a trained appren-

tice supervisor. Employers influence the content of education, organise practical voca-

tional training and are responsible for organising vocational examinations in their re-

spective industries. The system creates a natural method of coordinating the training 

structure with the needs of companies. The dual system assumes cooperation at all 

levels and joint responsibility of all participating entities: education, employers, employ-

ees, state. 

The competence centre we have created is the interface between the entire voca-

tional training process. It is a place of theoretical education as well as a centre for 

 
17 Prepared by: Zespol Szkol Mechanicznych i Logistycznych im. inz. Tadeusza Tanskiego 
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coordinating cooperation between teachers from our school and practical vocational 

training instructors. The competence centre is an area of cooperation and mutual train-

ing. During the monthly team meetings, all pros and cons and problems related to the 

implementation of the vocational training cycle are analysed. The task of teachers is to 

educate students in practical skills, which means that it is necessary for them to get to 

know the reality of modern workplaces. This means that during the implementation of 

the vocational training programme, special emphasis must be placed on confronting 

theoretical knowledge with the practical skills of teachers. This process has been con-

trolled by the tutors of the practice appointed by the company. An absolute condition 

for passing the internship is to carry out the project on one's own, the execution of 

which requires knowledge of modern technologies, IT and technical solutions currently 

used in the economic and administrative sector as well as marketing and management. 

The workplace environment creates the best conditions for verifying the actual skills 

of school teaching staff. In education using the dual system, the greatest emphasis is 

placed on the ability to put theoretical knowledge into practice. Pupils will only be able 

to do so if the teachers properly convey their knowledge. A thorough verification of 

the skills of the teaching staff and providing guidance on the most important aspects 

of the functioning of a modern enterprise is one of the most important tasks that must 

be carried out as part of the implementation of new in-service training systems for 

teachers of vocational subjects and trainers of practical vocational training. 

There is no doubt that the introduction of the dual education system based on the 

competence centre operating in our school has a positive impact on vocational educa-

tion and stimulates the quality of education. Vocational education should be an integral 

part of the economy and prepare young people for work in enterprises. Vocational 

education aims to facilitate the transition of young people from the world of education 

to the world of work. The dual system of education thus reduces graduate unemploy-

ment. After completing an apprenticeship in a company, a vocational school graduate 

is directly prepared for work, has an apprenticeship and is therefore more willing to be 

employed by the employer. On the one hand, employers are looking for employees 

with professional experience, apprenticeship in the profession and see the need to 
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shape knowledge and skills in the company, but on the other hand, they are not very 

eager to cooperate with schools in the implementation of the education process. The 

competence centre is the element around which this whole process takes place. It is 

through it that the curriculum is created, and views are exchanged between teachers of 

practical and theoretical subjects. 

For vocational education to be effective, it must be attractive to young people, and 

that means a lot of practical activities, access to modern technologies, contact with 

internships and the future workplace. The model of the competence centre meets all 

these conditions. Practical classes constitute up to 2/3 of all learning time, they take 

place in companies, often under the supervision of future colleagues, under conditions 

of using the most modern technologies and innovative solutions, because competition 

on the market forces continuous technological progress of companies. No vocational 

training centre or school workshop is able to compete with companies in terms of 

equipment and knowledge, nor will it ensure that real employment relationships are 

learnt.  The implementation of practical training in the real conditions of the workplace 

affects not only the formation of specific professional skills, but also the ability to be 

in a group of employees, to learn about interpersonal relations, the layout of subordi-

nate - superior relations or working conditions in terms of health and safety at work. 

The experience gained during internships at the workplace and getting to know the 

functioning of a given company influences the effectiveness of education. The effec-

tiveness of vocational preparation is higher if the knowledge and professional skills are 

shaped in real working conditions. Therefore, it can be concluded that if the practical 

vocational training is carried out in the company, the shortages of practical preparation 

of the graduates will disappear or be reduced and the graduates will be more willingly 

accepted to work. The implementation of vocational training in enterprises has an im-

pact on adapting education to the needs of the local market by changing the content of 

education in schools. The course of creation and implementation of our competence 

centre should have an impact on the change of the structure of vocational education, 

on the functioning types of schools, the professions taught in schools and the educa-

tional profiles. Practical vocational training at the workplace is an effective way to adapt 
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the content and structure of vocational training to the needs of companies forming the 

local labour market. 

As the demand for qualifications changes under the influence of economic and social 

reforms, the education system should adapt the methods and content of teaching to 

the needs of the labour market and provide school-leavers with conditions for personal 

and professional development. In a situation of rapid changes in the requirements of 

the economy and short-term orientation in industry, flexibility, diversity and a dynamic 

approach to the selection and implementation of vocational training content are re-

quired. Schools are expected to open up education to the world of work by taking into 

account the determinants of productive activity for teaching purposes. Companies are 

expected to be more active in terms of participation not only of their employees, but 

also of young people and adults from outside the company. This assumption has 

formed the basis for our competence centre, which enables us to ensure the continuity 

of mechanical engineering professions, where traditions play a special role and voca-

tional school students are able to make a smooth transition from education to working 

life. The student gains experience directly with a potential future employer. A voca-

tional apprenticeship in a company that meets the requirements of the modern market 

is an advantage for the apprentice starting his or her career. The student has the op-

portunity to actively participate in the production cycle of the company, which is an 

added value from the point of view of the educational process. Dual education enables 

shaping attitudes and competences which are highly valued by their future employers: 

entrepreneurial attitudes, respect and reverence for the work they do, formed loyalty to 

the company, responsibility for the tasks entrusted, willingness to further educate and 

improve their qualifications. In order to function effectively in the conditions of mod-

ern economy, entities operating in it are required to have high flexibility, ability to com-

pete, effective use of the latest technologies, and readiness to constantly acquire 

knowledge and skills. 

The aim of the competence centre in our dual system is to provide apprentice stu-

dents not only with the knowledge and professional skills necessary for their learned 
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profession, but above all with a solid, general education and preparation for independ-

ent thinking, action and problem solving. An important goal of education is the ability 

to learn. It is important for graduates to adapt well in a dynamic labour market, to be 

prepared for a possible change of job, sometimes several times during their professional 

life. An unquestionable success of this method of education is the implementation from 

the very beginning of learning, the principle of learning by doing. Practice makes the 

master. The essence of the centre of competence lies in close cooperation between the 

company and the vocational school. The division of responsibilities for the training of 

young learners between the school responsible for the theoretical part and the company 

responsible for the practical part. Selection of suitable staff for both parts of the dual 

training. The time spent on learning is divided between the school and the company 

where the students become part of the team over time. They are paid for the work they 

do during their studies, which increases as their qualifications increase. Properly 

planned and conducted practical training results in the employment, immediately after 

graduation, of a fully-fledged, efficient, known employee. The entrepreneur can plan 

the HR policy. 

The advantages of the dual education system undoubtedly make it a leading voca-

tional training system in the European Union countries. The most important ad-

vantages of the solution implemented by us include: 

 Employee qualifications tailored to company requirements. 

 Reduction of costs of acquiring new employees. 

 Direct impact on the training programme. 

 Increased loyalty and stronger identification of employees with the company. 

 Prestige and recognition in the local environment. 

The activities undertaken by our competence centre have the character of an enter-

prise - oriented system and a market - oriented system, which means its maximum 

adjustment to the needs of the economy. This system will also work effectively if en-

trepreneurs themselves are interested in participating actively in it. Entrepreneurs must 



86 

 

stop seeing their involvement in apprenticeships as a cost and start treating the educa-

tion of apprentices as a long-term investment. 

What were the problems? 

In Poland we are at the apogee of changes in the educational system, so more can 

be written in a few years' time about the effects of the reforms. Based on German 

experience, which is exemplary for dual education, we can see that a characteristic fea-

ture of this system is the distribution of financial burdens. While everything is fine in 

economic times, in times of economic downturn, companies are more likely to bear 

the financial burden of the practices.  

The problem is mostly based on the mentality of entrepreneurs, who often see the 

apprentice only in terms of additional costs and problems, and not as a long-term in-

vestment. There is often a fear of letting outsiders into company secrets. The appren-

tice introduces some instability in the production cycles of the company. A short time 

horizon in planning the company's development is an important barrier. The employer 

does not see the benefits that he can achieve by employing apprentices. In order to stay 

on the labour market, companies should constantly adapt to changing conditions, show 

great flexibility and accept change as a state permanently inscribed in the company's 

activity. Parallel to the dual system of education that is being introduced, a system of 

current monitoring should be launched to monitor its functioning and effectiveness. It 

is important for the education system to indicate forecasts as to widely understood 

fields of education and professional groups rather than the demand for specific pro-

fessions. 

In the process of implementation of the dual system of teaching based on a compe-

tence centre we identified the following barriers:  

 Negative opinions of employers about the quality and usefulness of vocational 

education. 
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 Poor practical preparation of graduates and, consequently, low employment effi-

ciency. 

 Low professional activity of vocational school students. 

 Outdated equipment of workshops and school workshops, vocational training 

centres. 

 The barrier of low motivation of young people to choose an educational path. 

 Institutional barriers - no social contract for dual education. 

 Lack of an integrated coordination system for the dual system in the Polish edu-

cational system. 

Schools need a partnership with business to prepare an educational offer tailored to 

the needs of the labour market. But also businesses need partnerships with schools. 

The employer, by helping the educational institution to educate its employees, saves 

time and money, which it would have to spend on training and further education of 

young staff. The workplace creates conditions in which the work process itself and the 

working environment influence the trainees' characteristics, views and attitudes, which 

make up their human capital, their identification with the profession and the workplace. 

The way of human capital development are also educational activities related to work 

and the workplace - teaching and learning through work for work. To sum up, the 

process of vocational training must be directed towards the training of practical skills 

that the student should acquire in companies. Entrepreneurs stress the need to educate 

future staff, seeing mutual benefits in this. In vocational education, effective actions 

leading to the creation of a vocational school that is a school of positive choice are very 

important. The priority action in the field of good preparation of young people to enter 

the labour market is to conduct vocational training, and in particular practical training, 

in conjunction with employers. The school and the workplace are complementary 

places to each other for acquiring knowledge. Through practice, young people can ac-

quire the skills and experience needed to function in the company. By giving them their 

first contact with the world of production at the learning stage, they are also given 
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important advantages for a successful entry into the labour market. However, this re-

quires effective encouragement of employers to cooperate with schools. 
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2.2 | Evaluation for the development and operation of an industry com-

petence centre 

2.2.1 | Methods and goals of evaluation 

Numerous evaluation methods and standards have been established on an interna-

tional level. The comparison of applied methods shows that concerning the validity 

evaluation criteria play a significant role.18 

Depending on which criteria certain priority is assigned to, the evaluation results 

turn out correspondingly. 

The same significance has the pragmatic direction. Therefore, the question: which 

goals have to be reached with the evaluation? 

Goals  

As a rule, the evaluation has the following goals: 

1. It has to provide objectified knowledge about the progress (quantity and 

quality) of processes. 

2. It serves the control of such processes and helps capturing the strong and 

the weak points. Therefore, it is an instrument of quality assurance. 

3. It serves the legitimization. In other words, a successful evaluation is an evi-

dence of competence of the person responsible for the process being evalu-

ated. 

4. Transparency, in order to make a dialogue possible. 

In order to achieve these goals, the evaluation was performed in a process-related 

and summative manner: process-related (also formative, development-related) in order 

 
18 cf. among others Widmer, Th., Evaluation: A systematic manual, Wiesbaden, 2009 
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to evaluate the quality of the project progress and if necessary to make changes. The 

summative evaluation or evaluation of results serves the evaluation of the specified 

objectives within the framework of the project, final evaluation of impact and efficiency 

of the project lecturers management, of cooperation and transfer. 

Methods 

As a rule, it is reasonable to use a combination of qualitative and quantitative instru-

ments for evaluations: “If one wants to ensure the availability of statements concerning 

relevant program conditions and impacts through the framework of mutually reinforc-

ing evidences so the multiple methodical access providers, in general, a more compre-

hensive and informative picture than a monomethod approach”19 

Whereas for the analysis of process-related data (program control, execution etc.) 

first of all qualitative survey methods are suitable, for the verification of achievement 

of the goals, of impact and causal assessment quantitative survey and evaluation meth-

ods have to be implemented.20 

Within the framework of evaluations, the most frequently used methods are: 

 Secondary analysis of available materials 

 Guided interviews 

 Standardized surveys or partly standardized surveys 

 Case studies 

 
19 Brandtstädter, Jochen (1990): Development during the course of life. Approaches and problems of 

lifespan development psychology. In: Mayer, Karl Ulrich (Hg.): Life courses and social transformation 
(special issue of the Cologne magazine for sociology and social psychology. Opladen: Westdeutscher Ver-
lag.) 
20 Stockmann, Reinhard: Was ist eine gute Evaluation. Saarbrücken: Centrum für Evaluation, 2002. 

(CEval-Arbeitspapiere; 9) 
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Which methods are selected and implemented in particular depends on the central 

questions of evaluation discussed herein, therefore which goals and tasks are set, who 

performs the evaluation and which research paradigm must be the basis for this. 

Within the framework of the present evaluation the mixed model – consolidation 

model – is implemented. According to the general description it means that first of all 

a quantitative survey/research is performed. The obtained data material is subsequently 

evaluated quantitatively, then it is followed by qualitative research method which is 

aimed at the consolidation of achieved results. So, it provides material for the interpre-

tation of expected and unexpected effects and illustrates the results of quantitative 

studies on the basis of case examples. 

Therefore, for the evaluation of the industry competence centre standardized as well 

as partly standardized surveys were used in the form of written questionnaires. Com-

plementary results were achieved after that with the help of guided interviews. 

2.2.2 | Evaluations and data bases 

Two different evaluations will be carried out: 

a) For the period September 2018 to March 2020, evaluation of the introduction 

and implementation of a dual vocational training system for automotive me-

chanics/mechatronics technicians. Within this framework, repeated written sur-

veys and personal interviews with the participants, trainees, teachers and partic-

ipating training companies will also be carried out. 

b) For the period from September 2017 to March 2020, evaluation of the estab-

lishment and ongoing operation of the Industry Competence Centre, which uses 

the following data: 

 Results of the evaluation of the introduction and implementation of a dual voca-

tional training system for "automotive mechanics/mechatronics technicians" 
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 Business statistics, e.g. development of total pupil numbers and distribution be-

tween school-based and dual vocational education and training, development of 

teaching staff, cooperation with enterprises, tasks performed, etc. 

 Implementation report by project partner Zespol Szkol Mechanicznych and 

Logistycznych inz. Tadeusza Tanskiego which will be developed and established 

the industry technology centre. The report will cover in particular: 

o Development of the number of students and teachers.  

o Changes that have occurred in comparison to the situation until August 2017. 

o Participation of companies as training partners and developments that took 

place in that regard. 

o Other cooperation with SMEs as well as with the third parties, for example 

with inter-company training workshops. 

o Self-assessment of the development as industry competence centre 

o Outlook and planning for the next three years 

 Separate data collection through expert discussions and personal interviews with 

the management of the industry competence centre, teachers, participating com-

panies, the management of the industry technical training centre as well as with 

the local authorities and the supervisory authority of the sector competence centre 

2.2.3 | Evaluation report for the development and operation of the in-

dustry competence centre 

Introduction 

The Polish education system is undergoing a transformation. Over the past ten years, 

the focus of the Polish school system has shifted from sup-porting the most talented 
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to equal treatment of all students. The reform has come under widespread criticism for 

bringing back the old school system that was in place until 1999.  

Until recently, the school system in Poland has consisted of a six-year elementary 

school, a three-year middle school and a three-year high school with a Matura diploma 

(similar to German Abitur), a four-year specialized vocational school with a Matura 

diploma or a three-year vocational school without a Matura diploma. 

The comprehensive school reform came into force in Poland on 1 September 2017, 

dropping the three-level system in favour of a two-level one. The three-year middle 

school, which was a level up from the elementary school, was to be abandoned. The 

primary school was extended by two years, the high school by one year. The vocational 

school, being an alternative to the high school, is a level up from the elementary school. 

Many talented students who actually want to graduate from high school with a Matura 

diploma will also go there. 

However, this reform should stop a long-term crisis in vocational training. The pre-

vious system didn't produce nearly enough craftsmen, skilled workers and technicians. 

The national ministry of education is responsible for the education system in Po-

land. The organization of the system is determined by the Act of 7 September 1991 on 

the Education System. According to the provisions of the Constitution of the Re-pub-

lic of Poland, every citizen has the right to free education in public schools.  In Poland 

education is obligatory up to the age of 18. 

On 9 January 2017, President Andrzej Duda signed two acts: the Act of 14 Decem-

ber 2016, the Law on School Education (Journal of Laws No. 2017, item 59) and “Im-

plementing provisions based on the Law on School Education”.21 These acts were ap-

proved on 11 January 2017. The following changes have been introduced:  

 The 6-year elementary school has been replaced by 8-year elementary education,  

 
21 Journal of Laws No. 2017, item 60 
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 whereas the 3-year high school has been extended to 4 years,  

 the 4-year technical training has been extended by 1 year.  

 The traditional type of the vocational school has been replaced by a two-tier vo-

cational school (professional competence centre).  

 The middle-school is to be dropped in the future. 

The main aim of the educational reform introduced in early 2017 is to provide indi-

vidual development and better preparation of all graduates of the entire educational 

cycle for the needs of the modern labour market. 

The first stage of the vocational school 

From 1 September 2017, the 3-year general vocational schools has been converted 

into 3-year specialized vocational school. The program of the vocational school is 

aimed at the graduates of the middle school (2017/2018, 2019/2020) and the graduates 

of the eight-year primary school from the school year 2019/2020 on. 

The first stage of the vocational training should be based on the principles of work-

based learning, and a large part of the qualification should be done in a company. The 

students of the first stage of the vocational school take an exam to confirm their pro-

fessional qualifications. To complete the first stage of the vocational school, which 

ends with an examination to prove the student's qualification in a specific profession, 

the student needs to go through vocational training, comparable to that of a journey-

man or skilled worker, at the end of which the student receives a diploma to confirm 

their professional qualification.  

The graduates of the first stage of the vocational school can: 

 Finish school and start work. 

 Being adults, the graduates of the first stage of the vocational school can at any 

time: 
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a) Undergo further training at a general secondary school for adults, or  

b) Supplement the basic vocational training with a qualified vocational training. 

c) Extend their qualifications through specialist courses and obtain a new pro-

fessional qualification via an external examination or  

d) Acquire new qualifications through shorter professional courses, such as 

welding, operating backhoe loaders, operating and programming CNC or 

PLC machines and much more. 

 Continue their education at the second stage of the vocational school and ac-quire 

the title of a “technician” and then start a professional career. 

The second stage of the vocational school  

The first graduates will complete the first stage of the vocational training in 2020, so 

that the second stage will start on 1 September 2020. The first recruitment will be car-

ried out for the 2020/2021 school year. 

Education in the second stage of the vocational school is oriented at those profes-

sions which are included in the list of jobs approved for this kind of training. These are 

professions that require training at a technical level and have a common qualification 

with the first stage of the vocational school. This further education enables the students 

to acquire the skills of the secondary vocational education and the diploma of a "tech-

nician" once they pass the exam.  

Training as a technician can also be combined with the acquisition of a subject-re-

lated qualification, enabling the graduate to start higher education. By attending the 

vocational school, the student acquires knowledge that enables him to pass the Matura 

exam. The graduates of the second stage of the vocational school have to pass the 

Matura exam in order to obtain qualifications which enable them to start higher edu-

cation. As in case of general education schools and specialized vocational schools, the 

Matura examination is carried out in three compulsory subjects (Polish, mathematics 

and a foreign language). 
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Graduates of the second stage of the vocational school can alternatively: 

 Start a professional career or 

 Pass the Matura examination and take a course of study with a bachelor's degree 

or an engineering degree that, after successful completion, enables the graduate to 

enter a master's course and pursue a master's degree. 

 To continue their education (without the Matura) in a post-secondary school. 

3.2 Results of the evaluation 

As part of project "Establishment of two-stage professional competence centres of 

vocational education and training" (ICC4VET) in Słupsk in the existing Tadeusz 

Tański Vocational School of Mechanics and Logistics  

a) The first stage of the professional competence centre has been established and 

developed. 

b) Groundwork for the second stage of the professional competence centre, starting 

from 1 September 2020, has been done. 

As part of the project, the first stage of the competence centre was set up using the 

example of the "automotive mechanic" profession. In order to implement this type of 

training, the German dual system of vocational training as well as the training regula-

tions, curricula and examination regulations of the German "Motor vehicle mechatron-

ics engineer" dual training had to be carried over and heavily adapted to the Polish 

conditions.  

On this basis, the dual vocational training for a "Motor vehicle mechanic" began in 

Słupsk on 1 September 2018. This professional training course was evaluated separately 

and is not the subject of this report. 

In order to be able to assess the structure and development of the first stage of the 

professional competence centre in Słupsk, in October 2019 an experienced employee 
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of the Baltic Sea Academy carried out an evaluation of business documents as well as 

discussions and interviews with: 

 The management of Tadeusz Tański Vocational School of Mechanics and Logis-

tics. 

 Four teachers of Tadeusz Tański Vocational School of Mechanics and Logistics. 

 The headmaster of the Centre for Practical Vocational Training. 

 Five companies participating in the dual training program. 

 Three representatives of the Słupsk public administration responsible for educa-

tion. 

These evaluations resulted in the following assessment of the structure and devel-

opment of the first stage of the professional competence centre in Słupsk. 

Evaluation of the school management 

Tadeusz Tański Vocational School of Mechanics and Logistics in Słupsk (ZSMiL) is 

a public institution with a 70-year tradition, which provides training in the following 

professions: painter; electromechanics of motor vehicles; mechanic of automobiles; 

mechanic-assembler of machines and equipment; driver mechanic. The school has also 

trained students in other professions, such as hairdressing, mechanics, etc. Unfortu-

nately, due to the low number of candidates for these professions, those who were 

interested had to apply to other vocational schools.  

In addition to the three-year vocational training, ZSMiL also trains young people in 

a five-year specialized vocational school, which will continue as the second stage of the 

vocational school (two-year technical training) from 1 September 2020. The first re-

cruitment of candidates for the 2020/2021 school year will be conducted. 

The specialized vocational school trains in the following professions: mechanic; au-

tomotive technician; mechatronics engineer; logistics specialist, forwarding specialist; 

shoe technician, hair technician and mechanical engineer in two qualifications:  
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 Operator of numerically controlled machine tools. 

 Mechanic-assembler of machines and equipment. 

Every year the school provides education to around 700 students and employs 59 

teachers. The regular training took place primarily in the vocational school, whereas 

the practical training was done in the Centre for Practical Vocational Training and / or 

in the form of internships in a company. 

The logistics and forwarding professions were taught entirely in the vocational 

school, since the school is well equipped with laboratories, simulators and pro-grams. 

The students only had to do a short internship in the company. 

The changes made in September 2017 are assessed as follows: 

A lot of changes have been introduced. They were not introduced in the appropriate 

way. The reform was done hastily, and the school could not prepare in time. There was 

no time for conceptual work. The teachers had to develop the curriculum them-selves. 

There are two ways to pass the final professional exam 

a) Trainees who complete their vocational training in a company and in the 

vocational school are examined by an examination committee of the respon-

sible chamber (preferably the Chamber of Crafts). This exam is strictly prac-

tical and is taken by the trainees in their training company. 

b) The students who undergo full training in the vocational school and addi-

tional partial training in the Centre for Practical Vocational Training take the 

final examination in front of the Central Examination Board. 

The introduction of the dual training system is highly innovative for the vocational 

school, because until now the training has been mostly school-based. Now, in the dual 

system, 30% of the training is done at the vocational school, where only theory is 

taught, whereas the practical part constitutes 70% of the training and is done in com-

panies.  Everyone involved is very satisfied with it.  Thanks to the in-company part of 

the vocational training, students acquire practical skills, get to know the company and 



99 

 

its environment, as well as receive additional perks from the company, such as a gym 

pass. 

The dual vocational training is attractive to students who later want to study at uni-

versity because it gives them the opportunity to acquire theoretical knowledge as well 

as practical skills. 

However, it is not easy to find companies which want to take part in the dual training 

program. Many of them often wrongly think that it's an internship, whereas it's sup-

posed to be a comprehensive in-company training. Many companies still lack the nec-

essary means and qualifications to look after students and provide them with the train-

ing. Some company owners have taken courses on how to train students, but due to 

their work being done mostly in an office and without knowledge of the practical side, 

this doesn't translate into actual support of the trainees. It's the employees working 

with the trainees on a daily basis who need those qualifications.  

That is why vocational schools have created a temporary solution where a teacher is 

involved in the training in the company, acting as a point of contact, especially for 

larger groups.  

During the transition period when there are not yet enough training programs in 

companies, students can choose whether they want to undergo  

a) A complete training in a company, or 

b) A cross-company training at the Centre for Practical Vocational Training. 

However, the goal is to provide the in-company training to all students who are 

interested in it. That is why it is also possible to switch from the cross-company training 

to a complete in-company training during the training period. 

Structural difficulties arose in 2019, when elementary (14-15 years old) and middle 

(16 years old) school students came to the vocational school. Both age groups are to-

gether in classes of up to 30 people, which is too many. The mismatch between the 

groups is vast. The students from the primary school have never changed schools 
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before so they need more time to adjust to the new environment. That is why the 

school has introduced special support for younger students. 

The scope of tasks and the organization of the vocational school have changed sig-

nificantly. Teachers must now teach theory to students in a short time. At the same 

time, they have to determine what the students should learn in companies and co-or-

dinate the training process.  

The school is now cooperating more closely with the companies. The cooperation 

is going well, although many companies are willing to accept young people for the 

practical training only after they finish the third year because they believe that the stu-

dent should first acquire basic theoretical knowledge.  

Many companies are unwilling to accept trainees out of fear that the students will 

impede company's operations. If the company does not employ a master craftsman, 

there is rarely another person who has completed a pedagogical course. Many compa-

nies are currently willing to take part in pedagogical trainings developed and imple-

mented as part of project Train the Trainer in SMEs, because they have heard from 

other companies how successful it has been. However, the companies that participate 

in the dual system are not willing to train many young people at the same time. They 

do not accept more than 3-5 trainees. 

Nevertheless, the training in the dual system is already a great success. From 2020, 

the dual system will be introduced at the vocational school for all professions with a 

training time distribution of 30% in school and 70% in the company.  

The number of newly recruited students was gradually lowered. As a result, only 7 

classes were opened instead of 8. However, 2019 was a breakthrough year, as there 

were so many interested candidates that more classes had to be opened. The number 

of teachers had to be increased as well.  

However, there is a great shortage of teachers for professional subjects. Shifting 70% 

of the training to companies was therefore a great relief and help for the vocational 

school. 
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The rules on the employment of teachers of professional subjects have changed. In 

order to become a teacher for professional subjects, they do not need to have com-

pleted a degree or pedagogical preparation. The headmaster of the school can recognize 

other qualifications. As a prerequisite the teacher needs to have completed the second-

ary school. Having experience in a particular profession is sufficient. Despite these 

possibilities, the interest in the job of a teacher is very low as the salaries of the teachers 

are not attractive. 

The theoretical part of the education in the vocational school does not require any 

pedagogical qualifications, whereas the in-company part of the training requires the 

teacher to have pedagogical qualifications. 

Thanks to the fact that 70% of the training time has been moved to companies as 

part of the dual system, the vocational school has now a sufficient number of teachers. 

Nobody had to be released. In addition, the teachers have the possibility to re-train and 

gain qualifications to teach other subjects, thus becoming more attractive to the voca-

tional school as employees. 

Thanks to the dual system, the teachers benefit from working with companies. They 

can undergo additional training and learn about the latest technologies. 

As regards future prospects, there are worries that the current situation will worsen 

due to: 

 Lack of interest from young people in certain professions, for example lock-

smiths, operators of numerically controlled machine tools. 

 Lack of teachers for occupations such as agricultural machinery mechanic, energy 

technician, refrigeration and air conditioning technician. 

Expectations are that the second stage of the professional competence centre will 

be launched in September 2020. It is hoped that many motivated and knowledge-hun-

gry young people will become interested in doing the technical training and that two 

classes can be opened. 
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However, there is the prospect that the vocational school will become much more 

attractive through a transformation into a competence centre, which will constitute a 

decisive selection criterion for students and parents. They can then attend the first and 

second stage of the vocational school, with qualified teachers and suitable companies 

involved in the program.  

Evaluation of the teachers 

The school's transition into a professional competence centre has brought only ben-

efits. The students can effectively participate in the learning program.  

Young people often didn't realize what possibilities, equipment and methods existed 

in companies to enable them to learn faster. Thanks to the in-company training, stu-

dents learn through daily practice, operating devices and performing measurements, 

while their supervisor checks and immediately corrects their performance so that the 

trainees do not acquire bad habits. Thanks to the time spent in the company, students 

learn professional practice and knowledge faster, without being limited to theory.  

Young people obtain relevant skills through the dual training. They learn from vari-

ous cases and have a more thorough skillset. The best way to learn is through practice. 

This is a new, positive experience for teachers. 

The vocational training includes an extensive theoretical part, particularly regarding 

the correct professional nomenclature. It may turn out that the trainee can perform a 

practical task without errors, but has lacks in theory, which leads to a failed exam. 

The dual training is now done in cooperation with the professional competence cen-

tre. Young people benefit greatly from the dual training and acquire theoretical 

knowledge and practical skills. 

The range of training courses for the trainees has been expanded. Companies are 

willing to include young people in their training because of the opportunity to train a 

future employee.  This way young people don't face unemployment. Employees in 

companies are open to young people.  
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The teachers should get to know the company and examine which aspects of the 

company can be beneficial to trainees and which specific topics should be learned in 

the workplace. 

Companies are often ready to provide learning materials and to persuade the most 

talented students to continue education. 

The students who have had the opportunity to work on professional equipment 

while training in the company have a better understanding of the subject than those 

who have not undergone this kind of education. This makes the work of the teachers 

easier as they don't need to print a lot of material or prepare lessons about such topics 

as machine parts. 

The dual system relieves the teachers and makes their work much easier. There are 

also too few teachers. Thanks to the fact that young people now spend a lot more time 

in the company and acquire skills in a professional environment, teachers can focus on 

the theoretical part. In addition, this allows them to include aspects that are not present 

in the company training. The teachers have greatly benefited from the introduction of 

the dual system. 

However, the extensive theoretical material must now be delivered in a more com-

pact form and in a shorter time. The teachers should be adequately prepared for the 

tasks of the professional competence centre and for the dual vocational training.  

They were trained on, e.g. how to transfer theoretical knowledge in a fast and pro-

fessional way. Some courses took place in other cities or in companies outside the 

Słupsk region. They concerned AutoCAD usage, computer drawing, painting, ma-

chine tool programming, Audatex cost estimation of vehicle repairs, etc. 

Teachers can use the training opportunities in companies and deepen their 

knowledge. And even get advice. There is nothing worse than an incompetent teacher 

pretending to be flawless. Young students can see that and then lose respect for the 

teacher. It is therefore very important that the teachers develop their qualifications. 
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The dual system produces specialists who are in demand on the job market. Sitting 

in class and learning theory is boring for young people. Thanks to the dual system, they 

obtain competences that they need to be successful on the job market. Thanks to the 

practical skills acquired through the in-company training, the trainee becomes a valua-

ble employee who does not need a long introductory training after joining the company, 

having graduated from school. 

The teachers would like to: 

 Maintain and further develop the positive collaboration with companies, which 

should not be seen as their competitors. 

 Increasing the variety of further training courses for teachers, especially in com-

panies, gives them the possibility of attending training in other companies. 

 Consistent funding for the development of the dual system will enable young peo-

ple to benefit from the vocational training even more. 

Evaluation of the management of the Centre for Practical Vocational Training 

The centre provided workshops in which students received practical training in ad-

dition to the vocational school course, which involved relevant machines and equip-

ment. With the establishment of professional competence centres and the introduction 

of the dual vocational training, the centre should take on the following tasks: 

 Carry out the practical training during the transitional period when there are still 

not enough training places in companies. 

 Moreover, it should be mentioned that cross-company courses on relevant tech-

nologies were not implemented in many companies. 

The management of the centre, which is located near the vocational school, has 

evaluated the training program in the following way. 
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The ratio of theoretical knowledge vs practical teaching has changed in favour of 

practical teaching. In this case, the headmaster decides how much time the students 

spend as interns in the centre. 

Unfortunately, the curriculum has changed. Unfortunately, the number of general 

subjects has been increased.   

The interest in training at the centre and in companies is high among young people. 

From my own experience, the dual system is a proven form of training. Having done 

such training, students obtain knowledge and skills which enable them to enter the job 

market. The following aspects are important: It is worth observing and learning from 

other countries. The results of this type of training are all the more evident in the econ-

omy, which is at a high level.   

The companies offering student training are not competitors for the centre. Com-

panies are not interested in accepting trainees who have no theoretical and practical 

knowledge. It is therefore important that young people learn the basics at the centre 

and then broaden their skills in the company. 

Tadeusz Tański Vocational School of Mechanics and Logistics now performs tripar-

tite agreements between the school, the centre and the training company. Students 

learn theory in school, whereas the practical part of their education takes place in the 

centre and the company. Such trainees are often employed after their training. During 

the training in the company, young people are accompanied by a school-teacher. The 

schoolteacher checks if everything is going according to plan, if the trainees are per-

forming their tasks or whether there are problems with the work discipline. The system 

introduced in Słupsk is a fairly innovative one and it has not been implemented in other 

cities in Poland. 

For a certain period of time the centre had very modern equipment. Companies 

reached out to the centre to obtain information and training. At the moment, however, 

companies have better financial opportunities and thus better access to technical inno-

vations and modern technologies. 
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Hopefully, the education system will be stable from now on and the dual system, 

which has proven itself in other countries, such as Germany, France and Great Brit-

ain, can become more widespread. Other countries should serve as an example. 

Evaluation of the companies participating in the program  

The cooperation between the school and the companies has intensified. The com-

panies are very satisfied with the direct collaboration. They have sufficient technical 

capacity to provide practical training in a satisfactory manner and, as a result, can train 

employees that will meet their needs in the future. Young people acquire relevant 

knowledge that comes from their daily work. 

Cooperation with the school is essential for the functioning of the company and the 

training of specialist staff. Young people often do not know what career path they want 

to go in the future. Thanks to such training, the trainee has the opportunity to get to 

know the workplace and the nature of the work. It is a very good initiative. Thanks to 

this system, the companies will be able to ensure continuous training of the type of 

specialists that they need. 

The dual system is currently still being tested and its effects will be visible in 3-4 

years. However, it already seems to be a great solution. Everyone involved benefits 

from it. 

There are not enough teachers. The change of the system and the cooperation with 

the companies make it easier for the teachers to organize lessons and to concentrate 

on the essential material. What is more, the teachers receive further training and deepen 

their knowledge by working with the companies.  

It is important that the trainees learn theory, but also undergo practical training. This 

format should be implemented from the very start. Then the young trainee becomes 

confident and curious about the subject. It is important to treat them as adults and 

equals. 
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In addition, the trainees learn to take on responsibility as they don't just do a short 

internship but spend a considerable amount of time in the company. Thanks to the 

dual system, they learn what it means to be an employee and a representative of the 

company.  They need to pay attention to the condition in which a car is picked up and 

returned and be able to recognize whether it is scratched or just dirty. They learn right 

from the start that they are responsible for the company's image. 

Many parents are overprotective. The vocational school and the training in the com-

pany prepare young people to perform the job and to be independent. 

The trainees get hands-on experience in the subject and the type of job that they will 

perform after completing the training. They have the opportunity to do actual work 

and to get to know the profession. In addition, they get crucial experience of working 

with a team of qualified employees as well as customers. They have daily contact with 

the company, the job market and customers. They learn what to do and how to do it.  

The trainees have the opportunity to see how the company operates from the inside 

and to work in every department so that they can find out which aspects of the job 

they are interested in and which ones are not attractive to them. 

The company's involvement over the course of the whole training gives the company 

a chance to find the most talented and committed employees. The company can easily 

gain a qualified, proven and trustworthy employee. 

The young person already knows his way around the company and can start work 

immediately, without a long introduction.  

Unfortunately, there has been no government support to date. Therefore, the com-

panies began to look for cooperation opportunities with the vocational school on their 

own. Unfortunately, the companies do not receive any major incentives from the state. 

In the past - during a time of high unemployment in Poland, when finding an em-

ployee was fairly easy - individual companies were interested in working with the voca-

tional school. But it was always very important for the company owner to train people 

at a high level.  
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The dual system is a pilot project. The companies provide training to groups of up 

to six people, so that the practical part of the vocational training is real and authentic. 

They want to ensure that young people are well trained and are able to carry out pro-

fessional activities well. Also, the companies want to continue to provide training, even 

to their well-qualified employees. Most of them should aim at getting pedagogical qual-

ifications.  

Pedagogical courses, regular internal training and consultations between employees 

are very important for the companies that participated in the survey. The staff is trained 

and qualified to teach and work with young people. One of the companies surveyed 

has five employees with pedagogical qualifications. More employees should now also 

receive appropriate further training, as the feedback is very positive. The employees 

who have a master's degree can provide proper training to young people. 

The cooperation between the vocational school and the companies is assessed 

mostly in positive terms. The companies greatly appreciate the opportunity to get to 

know the trainees, who might become their employees in the future. As a result, the 

companies have the opportunity to hire motivated and well-prepared employees.   

But there is also a lot on offer for young people. One of the companies surveyed 

awards scholarships if the trainee commits to work for at least two years after the train-

ing. With a particular employment contract, the company pays for distance technical 

courses for the employees, besides paying the wages.   

Young people bring positive energy and initiative, are confident and good at prob-

lem solving. The cooperation of companies and young people has mutual benefits, 

which are recognized by both sides.    

Guidelines for future development: 

 The direction of the collaboration between the school and business is good, how-

ever young people need to be more motivated and the government should give 

businesses more support in vocational training.  
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 Students should gain as much information and up-to-date knowledge as possible 

while working in the company. 

 The program would be even more beneficial if the school offered additional train-

ing courses, such as pedagogical courses. This should give every company the op-

portunity to cooperate with the school and train young people. The employees of 

the companies should know what to pay attention to when training young people. 

 It is important to ensure that the trainees attend various courses. The technologies 

are changing and developing rapidly. The trainees must be able to learn in a flexi-

ble, consistent and quick manner. For example, the introduction of electric cars 

requires different car maintenance procedures. Further-more, students must be 

quickly taught and trained in electronics, mechanics, computers, components re-

placement.  

 Young people should be exposed to as much information as possible. They need 

guidance. It is worthwhile for them to take part in various competitions and 

courses, including international exchange programs. 

 The school must help, support, advise and guide young people.  

 The vocational school should teach logical thinking, rather than theory and prin-

ciples. A large number of general topics should be abandoned. There are too many 

general subjects, e.g. biology, history, etc. 

 The final exam should be taken at the company where the training took place. 

 Alternative ratios between the amount of school theory and practical work should 

be tested and, if successful, introduced. For example, the first phase involves basic 

training in the vocational school and in the Centre for Practical Vocational Train-

ing, so that the trainees can learn and master the basics, whereas the second phase 

aims at providing the in-company training.  

 The vocational school should respond to the actual needs of the economy, ad-

dressing the considerable shortage of skilled workers.  
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Evaluation by the municipal school authorities 

 The concept of the professional competence centres is very good. It is a combi-

nation of theoretical and practical learning, which responds to the needs of the 

job market. The job market needs skilled workers. Small and medium-sized cities 

in particular face a shortage of specialists.   

 Young people benefit greatly from the dual training at school and in the company. 

Everyone involved is very satisfied with it. It is an innovation for the young gen-

eration.  

 Dedicated school leaders and teachers play a key role, working as a committed 

and harmoniously operating team. They are responsible for ensuring that the sys-

tem works properly. 

 Some procedural difficulties still exist. Unfortunately, formal and legal changes are 

made too often, and the government acts in an unexpected way. There is not 

enough time to get familiar with documents, e.g. master curriculum or basic cur-

riculum. 

 It is impossible to determine which professions will be of interest to the region in 

the future. Nevertheless, preparations must be made in this regard.   

 The dual education system is innovative.  Thanks to such a system, young people 

can get to know the job and the company. 

 Thanks to the dual system, the students learn a profession in practical terms, not 

only the theoretical part of it. The graduates have a better idea of how a particular 

job is performed. It is easier for them to get familiar with the actual professional 

world. Unfortunately, young people often choose a profession based on what they 

have learned from the media.  

 Thanks to the dual system, young people mature faster. They learn to take respon-

sibility. They start to understand the value of money.  
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 Thanks to the dual system, public money can be saved and invested in the educa-

tion system.  

 Education is currently struggling in the context of dynamic changes. However, the 

introduction of the dual system is a change in a good direction.  

 There are not enough teachers for the vocational training. Teachers train and work 

in the private sector. Unfortunately, the salaries at vocational schools are very low.  

Guidelines for future development 

 It is hoped that the dual training system can be introduced successfully for all 

professions, also in the context of the second stage of the vocational school, 

namely technical education. 

 A coherent comprehensive system must be created. 

 Since companies in the dual system take over a large part of the vocational train-

ing, considerable public funds are saved in the vocational schools, which how-

ever must be invested in the education system. 

 Companies should participate in this process and inform vocational schools 

about their needs, expectations and observations when implementing the dual 

vocational training. Greater involvement of companies is welcome. 

2.3 | Recommendations for the transfer and implementation of dual vo-

cational training in countries with school-based vocational educa-

tion 

Vocational education and training is no longer as attractive as it used to be. Particu-

larly in countries where vocational education is predominantly school-based, many 

young people perceive it as a dead and, and participation rates have reached alarmingly 

low levels. Consequently, most students only undertake short in-company internships 

– if at all – so that the amount of work-based learning is usually very limited. This 
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results in high unemployment rates: in fact, insufficient vocational qualifications lead 

to permanent unemployment, with rates in some countries as high as 20% for people 

with only primary and low secondary education. 

At the same time, companies complain about the inadequate qualifications of stu-

dents. School-based professional training cannot fully take the conditions of the labour 

market into account and fails to adequately address the qualification requirements of 

companies. Students learn too little about everyday working life and school lessons are 

ill-equipped to impart the necessary personal and social skills, which are becoming in-

creasingly important. 

As a result of demographic change, the number of school leavers is declining signif-

icantly in all Baltic Sea countries except Sweden. By 2030, the number of 15- to 44-

year-olds in the work force will decrease by up to 25%. Most countries are already 

experiencing a shortage of skilled workers, with increasingly severe effects on their fu-

ture economic development. At the same time, they are confronted with alarmingly 

high youth unemployment, not least due to a lack of or insufficient vocational qualifi-

cations. 

In the competition for new talent, SMEs are in danger of losing out. Due to a lack 

of qualified staff, SMEs are already much less innovative today than they could and 

should be. A shortage of young entrepreneurs, managers and skilled workers is the 

main factor limiting the growth of SMEs. Raising the level of qualifications while at the 

same time eliminating the shortage of skilled workers is the most important thing for 

the promotion of SME innovation, competitiveness and growth in the Baltic Sea Re-

gion. 

Against this background, it is crucial to reconcile: 

a)  The integration of young people and the reduction of youth unemployment with  

b) The provision of qualified staff for SMEs and a significant reduction in the short-

age of skilled workers. 
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In the German system of dual vocational training, which leads to comparably low 

unemployment, companies share responsibility for growing their pipeline of skilled 

workers. As such, this system is much better at combining vocational training with the 

companies’ own needs and those of the labour market and can therefore make a major 

contribution to long-term success. However, the German system should not be mis-

construed as a "one-size-fits-all" model that simply needs to be transferred. Any at-

tempt at transferring and implementing it requires thorough preparation and needs to 

be adapted to the respective regional/national conditions. However, the basic princi-

ples of the dual model should be retained as much as possible – any "work-based learn-

ing" whose only vocational component consists of in-company internships (whether 

long or short) is by no means sufficient. 

How to inform companies and qualify them for dual systems. 

In order to implement dual systems, it is particularly important to involve companies 

in the vocational education process. As a first step, it is important to provide them with 

comprehensive and in-depth information about the nature of dual systems. 

Companies need to become aware of the responsibilities and the tremendous bene-

fits that the dual system will bring for them. In school-based vocational education, the 

state bears all training costs; in dual systems, by contrast, companies cover most of the 

costs them-selves. Companies thus tend to focus on this additional financial burden 

without being aware of the potential benefits, which only materialise with a delay of 

several years. For this reason, many companies only want to participate in dual training 

schemes if they receive remuneration from the state for the training they provide. How-

ever, companies are inherently responsible for educating the next generation of skilled 

workers and for investing in their training, and governments should not absolve them 

of this responsibility. Therefore, governments should, under no circumstances, reim-

burse the training expenses of companies. If such public funding is necessary to in-

crease the willingness of companies to participate and to create sufficient in-company 

training capacities, the business sector should be put in charge of designing and 
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administering a pay-as-you-go system. At most, governments should reward companies 

for the training services they provide by giving them preferential treatment when 

awarding public contracts. 

One particular obstacle in countries with predominantly school-based vocational 

training is that companies have little experience and qualified training personnel at their 

disposal. To eliminate this bottleneck, "training of in-company trainers" should be con-

ducted in as many companies as possible before dual systems are introduced – and on 

a continuous basis thereafter – in order to prepare them optimally for their implemen-

tation. As part of the pre-sent project, two such training courses – which companies 

can also use independently of vocational training activities to improve their communi-

cation, cooperation and workflows – have been developed, tested, evaluated and im-

plemented in various countries. 

Self-regulatory bodies, professional associations and vocational schools play a key 

role in preparing and recruiting companies for dual vocational training and its imple-

mentation. 

How to involve self-regulatory bodies and professional associations and qualify 

them for dual systems. 

Small and medium-sized enterprises are hampered by low management and infor-

mation processing capacities. They thus need tailor-made services, without undue de-

lays and from a single source. This makes networks especially important for them. Un-

like large corporations, they cannot afford to have in-house staff functions that handle 

a wide range of corporate management tasks. In the SME sector, such staff functions 

and support tasks therefore have to be outsourced. Self-regulatory bodies and profes-

sional associations thus act as central service providers, offering SMEs tailor-made, 

reliable assistance and funding from a single source, which translates into services of 

clear monetary value. 

Self-regulatory bodies and professional associations have to provide companies with 

com-prehensive information, encourage them to participate in dual vocational training 
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and provide them with advice and guidance during the implementation process. In 

addition, they need to represent companies' interests vis-à-vis the relevant political, ad-

ministrative and educational bodies and participate in the development and continuous 

revision of curricula and training regulations. 

After all, their tasks also include informing and advising young people about voca-

tional training opportunities, maintaining placement exchanges, placing young people 

in apprenticeships and acting as mediators in cases of conflict between companies and 

trainees. Consequently, the self-regulatory bodies and professional associations need to 

be prepared to perform these diverse tasks, and they must be involved at an early stage 

before dual vocational training is introduced. To this end, specific programmes have 

been developed, tested, evaluated and implemented as part of the "Train the Trainer" 

project, which are available free of charge. 

As self-regulatory bodies, Germany's chambers of commerce and industry are of 

special importance: they are responsible for vocational education and perform statutory 

functions in this field. When implementing dual vocational training, the self-regulatory 

bodies should, wherever possible, be structured as public-law corporations that, in ad-

dition to organising and shaping vocational education opportunities, also perform stat-

utory functions on behalf of the government. As a minimum requirement, they should 

be in charge of conducting the intermediate and final examinations in vocational edu-

cation. 

How to prepare and qualify vocational schools for dual systems. 

Due to demographic changes, the number of young people is declining steadily. At 

the same time, vocational education has lost much of its appeal, with the result that the 

proportion of young people in vocational training has dropped to alarmingly low levels, 

while the share of young people with matriculation exams and university enrolment 

rates are constantly rising. As a result, the number of people in vocational training has 

dropped sharply, with the effect that more and more human resources, facilities and 

technical capabilities are being freed up in vocational education. Vocational school 



116 

 

teachers' fear of losing their jobs is a major inhibiting factor when it comes to the 

necessary reforms. 

Given the status quo situation, the departure of some teachers from vocational 

schools and the conversion of existing facilities and technical capacities is inevitable. 

Under status quo conditions, the introduction of dual systems in countries with school-

based vocational training would lead to a significant increase in the number of teachers 

being laid off. While 80 to 100% of the training time in school-based vocational edu-

cation is spent in school, this share drops to 25 to 30% in dual systems. However, the 

largescale release of these capacities should be seen as an opportunity, given that they 

are urgently needed for new tasks in vocational education. 

Close, constructive cooperation on an equal footing between the companies provid-

ing training and the vocational schools is of crucial importance in order to ensure direct 

communication, a high level of flexibility and rapid adjustments. Dual systems require 

close cooperation between the vocational schools and the companies providing train-

ing. Vocational school teachers have to win over companies for in-company training, 

advise them continuously on how to implement it and coordinate the theoretical edu-

cation provided at their schools with the practical training inside the companies. 

Where possible, theory should be taught in parallel with practical training. If more 

comprehensive theoretical topics require continuous teaching, the latter can be sched-

uled in longer blocks that, to a certain extent, function as basic theoretical training. 

Vocational schools have to display a high degree of flexibility and personal responsi-

bility in order to tailor the content and formats of their courses (teaching in blocks or 

day classes, block lengths, project work, etc.) to the specific requirements of each pro-

fession, always in close coordination with the companies themselves. 

Dual systems of vocational education and training inevitably require close and seam-

less cooperation between the two places of learning – companies on the one hand and 

vocational schools on the other. In the framework of this cooperation, vocational 

school teachers also have to undergo regular training and longer work placements with 
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companies in order to gain in-depth knowledge of their needs and to strengthen the 

partnership. 

Yet another new and important mandatory task for vocational schools is the provi-

sion of vocational guidance for young people, which requires considerable strengthen-

ing and realignment. Young people often find it very difficult to choose an occupation 

or a course of study. They are hardly aware of their own abilities, have very limited 

information at their disposal, are not familiar with many occupations and know very 

little about the requirements, expected skills, etc. associated with various professions 

and the special conditions prevailing in SMEs. Young people often do not have access 

to sufficient information, and the opportunities for career and academic guidance avail-

able to them tend to be inadequate, given that they neither sufficiently consider their 

own individual abilities nor the requirements of the labour market and the skills and 

qualifications needed for the various professions. 

It is therefore very important to develop job-specific skills profiles, which can then 

be com-pared with the carefully identified individual skills of each young person. The 

often far too high transfer and drop-out rates can be significantly reduced through 

careful counselling and preparation for vocational training. 

Comprehensive counselling and assistance in choosing an occupation should be-

come one of the core tasks of vocational schools. In the framework of dual vocational 

training, the schools can harness their differentiated knowledge of the various occupa-

tions and the close contacts with companies that they inevitably need to build up to 

arrange work placements for their students. 

Vocational schools should develop and implement specific integration measures for 

young people who are unable to obtain an apprenticeship even after benefiting from 

intensive counselling, support and the placement assistance of their teachers, following 

the success of the so-called Hamburg model,1 for instance. In this model, young people 

who require special assistance participate in a year-long professional qualification 

scheme, which makes their choice of occupation more secure, reduces dropout rates 
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and significantly enhances their level of integration and their chances on the labour 

market. 

With the exception of Scandinavia, all other Baltic Sea countries fall significantly 

short of the EU target of an annual further education rate of 15%. Further education 

rates are particularly low in Estonia, Latvia, Lithuania and Poland, due to a lack of staff, 

facilities and technical training capacities. As a second step in the introduction of dual 

vocational training, vocational schools, acting in cooperation with self-regulatory bod-

ies and professional associations, need to offer a comprehensive programme of further 

education for companies and their employees, which also needs to be properly designed 

and planned. Through the introduction of dual vocational training, vocational schools 

should aim to transform themselves into three-tier competence centres of vocational 

excellence in the medium term, based on a reliable regulatory framework that gives 

them a high degree of individual responsibility and planning security. These centres 

should be operated jointly by or in close cooperation between vocational schools, uni-

versities and self-regulatory bodies and, by performing all tasks relating to vocational 

training and the promotion of innovation, they can also act as growth engines for re-

gional development: 

Stage 1: The implementation and sustainable delivery of vocational training. 

Stage 2: The implementation of vocational further education within dual systems, 

including master craftsman and technician training. 

Stage 3: The implementation of dual bachelor’s programmes and innovation promo-

tion programmes. 

In view of these important, far-reaching new tasks of vocational schools, the intro-

duction of dual vocational education should under no circumstances lead to a reduction 

in their staff levels, facilities and technical capacities or to a reduction in public funding. 

On the contrary, public funding needs to be increased in order to modernise the voca-

tional schools, bring them up to the latest technical standards, provide ongoing training 

for teachers and enable them to perform these wide-ranging new tasks. Teachers also 
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need to undergo comprehensive further education in order to be able to perform these 

demanding tasks. And when it comes to filling new teaching positions, the aim should 

be to recruit the best teachers who should also receive competitive and performance-

based salaries. 

Prior to the introduction of dual vocational training, the management and teaching 

staff of vocational schools need to be fully informed and prepared. To this end, two 

"Train the Trainer" programmes for vocational schools have been developed, tested, 

evaluated and implemented as part of this project, namely for a) dual vocational edu-

cation and career guidance; and b) further vocational education, technician and master 

craftsman training, which can be used free of charge. 

How to transfer, implement and design dual systems. 

To facilitate the transfer of dual systems, the occupation-specific curricula, training 

regulations, teaching materials, examination rules, etc. should be translated into the na-

tional language, wherever possible, but should at the very least be available in English. 

Under no circumstances should the implementation be forcibly imposed. Instead, cul-

tural factors and differences should be taken into account and promoted, with allow-

ances for specific local conditions. The transfer recipients themselves should align and 

adapt the system to local needs, aided by in-depth consultations with teachers who have 

extensive experience with dual vocational training in the respective field. At the same 

time, the dual systems and models of other countries should also be considered in order 

to make full use of best practices. Ultimately, the transfer recipients – the vocational 

schools acting in consultation with the companies providing training – must decide for 

themselves what they want to implement and in what form, while adhering to the basic 

principles of dual vocational training. 

In each case, teachers with extensive experience in dual vocational training should 

monitor and evaluate the implementation process. Continuous improvement can be 

achieved if there is a constant feedback loop that integrates the evaluation results into 

the ongoing implementation process. As part of the present project, such evaluation 
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concepts have been developed and successfully implemented, and these are available 

free of charge. 

In order to create additional training places, it is also possible to organise joint pro-

grammes in which two or more companies collaborate to train young people. If not 

enough training places are available, the in-company training component of the pro-

gramme should take place in an inter-company training workshop. Nevertheless, the 

participants should not be treated as students, but should receive a regular training 

contract like all other trainees, with the associated social benefits and (reduced) training 

allowances, which need to be publicly funded. At the same time, it is important to 

continue informing, qualifying and recruiting companies for participation in dual voca-

tional training so that these young people are eventually able to transfer from the train-

ing workshop to a company placement. Workshops, company meetings, exchanges of 

experience and other forms of personal in-formation offer excellent opportunities for 

companies not yet involved to learn from companies that are already providing training 

– there are no better multipliers than entrepreneurial success and learning from practi-

cal examples. 

Programmes for implementing dual vocational training should learn from mistakes 

made in other regions and be designed in such a way that they also eliminate existing 

problems. 

In some countries where school-based vocational training is the norm (e.g. Lithua-

nia), the training periods are extremely short and need to be extended in order to ensure 

comprehensive learning and in-depth practical experience. 

Another problem – which also occurs in the German dual system – is that young 

people with learning difficulties are unable to obtain apprenticeship places or fail in 

their vocational training, particularly in the school-based theory lessons. The dropout 

rates are far too high and need to be significantly reduced. Vocational education and 

training must take sufficient account of individual skills and opportunities and requires 

a high degree of differentiation. By introducing different levels, young people with 
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different educational backgrounds are given the opportunity to receive training that 

matches their abilities: 

a) Level 1: Specific vocational training courses for people with learning difficulties 

with a duration of two years, which focus on practical learning and con-

clude with a recognised, independent qualification below the level of the 

skilled worker or journeyman examinations. 

b) Level 2: Intermediate vocational training programmes comprised of both practical 

and theoretical instruction with a duration of three years, which conclude 

with a recognised qualification as a skilled worker or journeyman. 

c) Level 3: Advanced vocational education programmes for fast learners with a du-

ration of three to three and a half years that either provide additional qual-

ifications or integrate further education into the initial vocational training 

course and conclude with recognised qualifications above the level of the 

skilled worker or journeyman examinations. 

Such a differentiated system of vocational training needs to ensure a high level of 

transfer-ability. Students who complete a lower level of training must have the unre-

stricted right to attain the next higher level in accordance with their progress and per-

formance while taking into account the training components that they have already 

completed. Conversely, it must also be possible to switch from higher-level training 

courses to lower-level ones while already completed training units into account. Open 

systems that offer full transferability enable step-by-step learning in accordance with 

individual abilities and skills. In principle, vocational training and further education 

qualifications are within anyone's reach, though there are different ways of attaining 

them, in accordance with learners' individual learning outcomes and personal develop-

ment. 
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2.4 | First stage of the industry competence centre 

For the realization of the dual vocational training in Poland within the framework of 

the first stage of the industry competence centre, it was decided to implement the vo-

cational training motor mechanic/mechatronics as an example. 

For this purpose, the German dual vocational training program "Motor Vehicle Mech-

atronics Technician" was edited and transferred to Poland with all the necessary docu-

ments, revised to a large extent and adapted to Polish conditions and regulations.  

2.4.1 | German curricula motor vehicle mechatronics22 

In the following an overview of the German curricula for motor vehicle mechatron-

ics is presented. The full curricula with detailed descriptions of the modules, the learn-

ing situations and the specific content of each module can be found on the project 

website: www.icc4vet.eu/downloads/ 

Teaching assignment: The vocational school and the training companies fulfil a joint 

educational role in dual vocational training. The vocational school is an independent 

place of learning. As an equal partner, it works together with all other parties involved 

in vocational training and has the task of conveying vocational and cross vocational 

competence to students. This enables the students to fulfil the job-specific tasks relat-

ing to their profession and to help shape the world of work and society in a socially, 

economically and ecologically responsible manner, in particular, against a backdrop of 

ever-changing requirements. This includes the promotion of young people's compe-

tences  

 For personal and structural reflection,  

 For lifelong learning,  

 
22 Prepared by Handwerkskammer Schwerin 
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 For professional and individual flexibility / mobility with a view to European in-

tegration.  

In order to fulfil its educational mandate, the vocational school must provide a dif-

ferentiated educational offer, which:  

 Develops action-oriented learning arrangements in didactic planning for the 

school year that are coordinated with in-company training. 

 Allows inclusive lessons providing the corresponding level of individual support 

against the background of the students' different experiences, abilities and talents.  

 Sensitises students to health maintenance and specific accident risks at work, in 

private life and in society. 

 Demonstrates perspectives of different forms of employment, including entrepre-

neurial independence, in order to support self-reliant career and life planning. 

 Is geared to the relevant scientific findings and results with regard to competence 

development and skill assessment. 

The central goal of vocational schools is to promote the development of compre-

hensive professional competences. Professional competence is understood as the will-

ingness and ability of an individual to act appropriately in professional, social and pri-

vate situations, in a well-thought-out manner, taking individual and social responsibility 

into account. 

Professional competence is further developed in the areas of professional expertise, 

self-competence and social competence. 

Professional expertise is the willingness and ability to solve tasks and problems on 

the basis of technical knowledge and skills in a goal-oriented, appropriate, methodical 

and independent manner and the ability to appropriately evaluate results.  

Self-competence is the willingness and ability as an individual, to evaluate, think 

through and assess the development opportunities, requirements and restrictions 
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present in family, work and public life, to develop one's own talents and to define and 

further develop life plans. It includes characteristics such as independence, the ability 

to handle feedback, self-confidence, reliability, responsibility and sense of duty. In par-

ticular, it includes an individual's development of well thought-out values as well as 

their independent commitment to them.  

Social competence is the willingness and ability to live and shape social relationships, 

to grasp and understand gratuities and tensions as well as the ability to deal with, com-

municate or confront others rationally and responsibly. This includes, in particular, the 

development of social responsibility and solidarity. Methodological competence, com-

municative competence and learning competence are an integral part of professional 

competence, self-competence and social competence.  

Methodological competence is the willingness and ability to work on tasks and prob-

lems in a goal-oriented, structured manner (e.g. when planning work steps)  

Communicative competence is the willingness and ability to understand and shape 

communicative situations. This includes perceiving, understanding and presenting 

one's own intentions and needs as well as those of any partners.  

Learning competence is the willingness and ability to understand, evaluate and clas-

sify information on facts and interrelationships independently and jointly with others 

in a conceptual manner. Learning competence includes, in particular, the ability and 

willingness to develop learning techniques and learning strategies both professionally 

and beyond the professional sphere and to use them for lifelong learning.  

In order to fulfil the vocational school's educational mandate, young people are en-

abled to plan, carry out and assess work tasks independently within the scope of their 

professional activities. Studying at vocational school aims to develop comprehensive 

professional competences. With the didactically based practical implementation (or at 

least intellectual integration) of all phases of a vocational action taking place in learning 

situations, learning takes place both at and from work.  
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Activity-oriented teaching within the framework of the modular learning concept 

shown below is primarily oriented towards activity-oriented structures and represents 

a changed perspective compared to primarily subject-oriented teaching. According to 

learning theory and didactic findings, the following points of reference must be con-

sidered when planning and implementing activity-oriented lessons in learning situa-

tions:  

 Didactic points of reference are situations that are important for the practice of 

the profession.  

 Learning is accomplished via complete activities which are, if possible, performed 

independently or at least conceptually understood.  

 Activities and actions promote a holistic understanding of professional reality, for 

example with regard to technical, safety, economic, legal, ecological and social as-

pects.  

 Activities address learners' experiences and reflect them with regard to their social 

effects.  

 Activities also consider social processes, for example the declaration of interests 

or conflict resolution, as well as different perspectives with regard to career and 

life planning.  

The structure of vocational theoretical training  

The vocational theoretical training as a vehicle mechatronics engineer should be 

structured according to the following central points, which extend over the 3-year train-

ing period:  

Service  

This subject includes all modules which focus on service, maintenance and inspec-

tion activities, which may arise either as a result of manufacturer specifications or cus-

tomer requirements. These concepts are derived from the typical industry 
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understanding of such activities. When carrying out care, maintenance, inspection and 

additional work, the focus lies on maintaining the function and value of vehicles as well 

as complying with the relevant operational and work process-oriented workflows. The 

work process-oriented assignment of the corresponding modules follows the approach 

of a progressive curriculum over the course of the training years. With an increased 

training duration, the complexity, requirements and scope of the service work in the 

respective modules also increases, resulting in a higher level of competence. If the fo-

cus at the beginning of the training at the lowest level is on maintenance and standard 

service, the requirements increase with the duration of training, for example, at the 

highest level, the performance of inspections and inspections including additional work 

all the way up to inspections featuring special tests and approvals is included. As the 

duration of training increases, the higher-level modules also take an increased degree 

of independence in the work process into account. Descriptions of the core compe-

tences in the respective modules: The students acquire the competence to carry out 

maintenance and service work to maintain the function and value of vehicles and in-

dustry-specific systems according to manufacturer-related standards and customer re-

quirements and to apply standardised instructions and simple rules according to speci-

fications (LF 1). They carry out inspection work on vehicles and industry-specific sys-

tems independently, identifying any additional work steps required and integrating 

them into the work process in coordination with the regular inspection work (LF 5). 

The students plan service processes and carry out standardised service tasks on comfort 

and safety systems independently (LF 9). The students plan and carry out service tasks 

to prepare vehicles for safety tests and approvals within the framework of statutory 

regulations (LF 12).  

Repair  

The subject includes all modules that focus on the repair of components, modules, 

assemblies and (sub)systems to maintain vehicle system functions or the operational 

condition of the vehicle. The work process-oriented assignment of the corresponding 

modules follows the approach of a progressive curriculum over the course of the 
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training years. With an increased training duration, the complexity, requirements and 

scope of the repair work in the respective modules also increases, resulting in a higher 

level of competence. These increases are directly evident from the increasing complex-

ity of the following activities; starting with an exchange repair according to standardised 

procedures and the assessment of wear status including determination of the repair 

effort involved, followed by complex damage analysis, repair and calculations, right up 

to the repair of complex vehicle systems based on comprehensive system knowledge. 

Descriptions of the core competences in the respective modules: Students acquire the 

competence to replace and repair components, modules and systems according to 

standardised instructions in order to maintain vehicle system functions (LF 2). They 

assess the condition of vehicle wear parts, replace components, modules and systems 

and determine the repair effort required (LF7). The students carry out damage analyses 

to determine the repair costs for chassis systems, determine repair costs, use repair 

methods and estimate the time and costs involved. The damage correction aims, in 

particular, to avoid consequential damages and the recurrence of damage (LF 10). The 

students repair drive components and use detailed specialist knowledge for system- and 

vehicle-related repair processes (LF 13).  

Diagnostics  

 The subject includes all modules which focus on the application of diagnostic strat-

egies and the evaluation and repair of modules and systems resulting from their use. 

Diagnostics takes a closer look at the functional relationship between components and 

subsystems including their interrelationships in the system, particularly with regard to 

hybrid systems. In addition, the interdependencies in networked systems must also be 

considered from a safety-related standpoint. The work process-oriented assignment of 

the corresponding modules follows the approach of a progressive curriculum over the 

course of the training years. With an increased training duration, the complexity, re-

quirements and scope of the diagnostic work in the respective modules also increases, 

resulting in a higher level of competence. These increases are directly evident from the 

increasing complexity of the activities; starting with simple diagnostic work using 
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routine diagnostics to identify, locate and eliminate faults in electrical, electronic, hy-

draulic and pneumatic systems to ensure the functionality of the overall system. This is 

later followed by the diagnosis and analysis of malfunctions in complex electronic and 

mechatronic systems using independent and guided troubleshooting with the aid of 

diagnostic devices before cross-system, complex diagnoses in networked systems and 

the observation of data communication between ECUs with the help of expert systems 

is implemented. Descriptions of the core competences in the respective modules:  

The students acquire the competence to identify faults in electrical, electronic, hy-

draulic and pneumatic systems, to systematically eliminate faults and to ensure the func-

tionality of the overall system (LF 3). The students diagnose and repair malfunctions 

in power supply, storage and starting systems with the aid of manufacturer documen-

tation and diagnostic devices (LF 6). The students identify malfunctions in complex 

drive technology control and regulation systems and eliminate them (LF 8). The stu-

dents acquire the competence to carry out cross-system, complex diagnoses on net-

worked drive, comfort and driver assistance systems, to analyse data communication 

between ECUs and to use expert systems for troubleshooting (LF 11).  

Conversion and retrofitting  

The subject includes all modules which focus on the functional expansion of the 

vehicle or a subsystem as well as the provision of any supplementary equipment. These 

activities can result from manufacturer specifications as well as customer requirements. 

The work process-oriented assignment of the corresponding modules follows the ap-

proach of a progressive curriculum over the course of the training years. With an in-

creased training duration, the complexity, requirements and scope of the conversion 

and retrofitting work in the respective modules also increases, resulting in a higher level 

of competence. At the beginning of the training, the main focus is on the implementa-

tion of customer requirements in the area of simple equipping and retrofitting work 

including subsequent preparation of the vehicle handover, whereby primarily simple 

activities are carried out, above all, in compliance with technical conditions and legal 
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regulations. An increased complexity level is a direct outcome of the subsequent re-

quirements for equipping and converting complex and networked systems as well as 

the necessary systemic and technical adaptation work including final preparation of a 

subsequent customer briefing. Descriptions of the core competences in the respective 

modules:  

The students convert and retrofit vehicle components and prepare the vehicle for 

handover to the customer, considering customer requirements, economic efficiency 

and legal regulations (LF 4). The students acquire the competence to identify customer-

specific requests, to plan and implement conversion, extension and modification work 

on the basis of these whilst complying with manufacturer specifications and regulatory 

standards.  

This leads to a module presentation within the field of the 4 main focus areas  

1. Teaching Year 2. Teaching Year 3. Teaching Year Focus Area 

LF 1 LF 5 LF 9, LF 12 Service 

LF 2 LF 7 LF10, LF 13 Repair 

LF 3 LF 6, LF 8 LF 11 Diagnosis 

LF 4  LF 14 Conversion and 

retrofitting 

Learning modules include the following contents which are taught in vocational the-

ory lessons: 

General acquisition of competences  

Foreign language communication  

Foreign language content should complement the theoretical learning modules in 

accordance with the profession's industry requirements. In order to take into account 

the automotive industry in particular, it is advisable to teach student's English as a lot 



130 

 

of information and technical terms used by manufacturers are in English. The follow-

ing approaches can be integrated into the modules or taught as an independent subject:  

1. Summary of essential statements from foreign language texts (listening and read-

ing)  

a. Understanding and evaluation of regulations, rules and technical documents  

b. Understanding and evaluation of manufacturer documents (plans, drawings)  

c. Understanding and evaluation of information with regard to on-board elec-

tronics  

d. Understanding and evaluation of regulations on occupational safety and en-

vironmental protection  

e. Understanding and evaluation of customer complaints  

2. Preparation of oral and written messages of all kinds in the foreign language  

a. Description of typical tasks that are part of the vocational training  

b. Presentation of results in a team  

c. Creation of manuals and instructions for use for the customer  

d. Creation of work plans, documentation of work steps  

e. Notification of the customer with regard to the condition of the vehicle and 

any defects or repairs  

f. Documentation of customer complaints  

3. Translation of texts, facts and problems from one language to the other  

a. Translation of operating and instruction manuals  

b. Translation of measurement catalogues  

4. Leading of conversations and the exchange of written messages in the foreign 

language  
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a. Communication of shared experiences at the workplace and on the basis of 

work assignments  

b. Exchanging of information with customers about the feasibility of the order 

and the explanation of any necessary additional work  

c. Provision of consultation with customers  

Acquisition of competence in economics and business administration  

Apprentices who have completed their vocational training should be able to demon-

strate that they understand, present and also assess general economic and social con-

texts in the world of work and professional employment. Therefore, a vocational edu-

cation not only prepares students for a specific subject, but also for life. For this reason, 

the subject of economics and business administration should impart knowledge ac-

cording to the following approaches:  

1. Securing one's professional existence  

a. Development of professional identity, development of professional pro-

spects, also taking family planning into account  

b. The seizing of opportunities to secure one's existence  

c. Balancing of entrepreneurial opportunities and risks  

2. Assessment of costs  

a. Planning of cost processes, analysis of personnel costs  

b. Identification of costs and calculation of prices  

c. Preparation of investment decisions and the assessment of the economic 

viability of other companies  

3. Communication with customers and suppliers  

a. Conclusion of contracts and the handling of contractual obligations  
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b. Identification of compensation claims  

c. Instruction of customers in the use of products and services  

d. Presentation of a company and promotion of its identity  

e. Evaluation of competitive situations and the determination of a resulting 

course of action from them  

4. Organisation of production processes / services (see also p. 23)  

a. Planning and controlling of work processes  

b. Conservation of resources  

c. Development of work steps in humane manner  

d. Ensuring quality standards  

e. Organisation of material procurement and storage  

f. Assessment of incentives resulting from remuneration systems  

5. Best serving the interests of the company  

a. Reflection of the individual roles in the company  

b. Observation of legal, collective bargaining and operational framework con-

ditions  

c. Contributing to a positive working atmosphere  

d. Seizing of co-determination opportunities  

e. Representation of both individual and common rights  

Acquisition of competence in the field of IT and Data processing  

With regard to IT and data processing, trainees should be familiarised with current 

Microsoft Office applications and be able to operate them confidently.  
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Acquisition of competence in Politics and Social Studies  

As part of the vocational training this acquisition of competence prepares students 

for the independent development of political judgement and the competence to act. 

This independent subject should be taught to the trainees according to the following 

approaches  

1. Securing and developing democracy  

a. Determination of the risks and the securing of fundamental and human 

rights, for example, demonstration of the value of due diligence at work 

and the formation of the student's own values from this - The influence of 

politics on the world around us  

2. The opportunities and risks of internationalisation and globalisation  

a. Identification of the consequences of the process of Europeanisation on 

politics, society and the economy  

3. The safeguarding of peace and conflict resolution procedures  

As a result of the integration of general competence acquisition, the school curricu-

lum now totals 2132 teaching hours. Furthermore, the content learned as part of the 

course should be practised and consolidated in the training organisation / company 

providing the internship.  
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2.4.2 | Examination regulations for the training occupation of automo-

tive mechatronics engineer23 

§ 1 Duration of vocational training  

Training for the automotive mechatronics engineer and the automotive mechatronics 

technician lasts three and a half years. 

 § 2 Training framework plan, vocational training profile  

(1) The subject of vocational training shall be at least the skills, knowledge, and 
abilities (professional capacity) listed in the training framework (Annex). An organiza-
tion of vocational training deviating from the training curriculum is particularly per-
missible insofar as practical operational peculiarities require the deviation.  
(2) Vocational training as an automotive mechatronics engineer and automotive 
mechatronics technician is divided into  

1. Profiling skills, knowledge, and abilities,  
2. Integrative skills, knowledge, and abilities.  

(3) Occupational profiling skills, knowledge, and abilities:  
1. Operating vehicles and systems,  
2. Decommissioning and commissioning of technical vehicle systems,  
3. Measuring and testing on systems,  
4. Carrying out service and maintenance work,  
5. Diagnosing faults and malfunctions in vehicles and systems,  
6. Disassembly, repair, and assembly of components, assemblies, and systems, 
conducting investigations on vehicles in accordance with legal requirements, 
7. Removal, conversion and retrofitting of vehicles.  

(4) Integrative skills, knowledge, and abilities are:  
1. Vocational training, labour, and collective bargaining law,  
2. Structure and organization of the training company,  
3. Health and safety at work,  
4. Environmental protection,  
5. Planning and preparing work processes as well as checking and evaluating 
work results,  

 
23 Bundesgesetzblatt Jahrgang 2013 Teil I Nr. 29, ausgegeben zu Bonn am 20. Juni 2013 
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6. Operational and technical communication,  
7. Implementation of quality assurance measures.  

§ 3 Implementation of vocational training  

(1) The skills, knowledge, and abilities specified in this Ordinance shall be arranged 

so that the trainees are enabled to pursue a qualified professional activity within 

the meaning of § 1 paragraph 3 of the Vocational Training Act, which in partic-

ular includes independent planning, implementation, and control. This qualifi-

cation must also be demonstrated in tests in accordance with §§ 6 to 8.  

(2) The trainers shall draw up a training plan on the basis of the training curriculum 

for the trainees.  

(3) Trainees shall hold written evidence of formal qualifications. They must be given 

the opportunity to obtain written evidence of formal qualifications during the 

training period. Trainees shall regularly review the written evidence of formal 

qualifications.  

§ 4 Final examinations or journeyman's examination  

The final examination or journeyman's exam consists of the two temporally sepa-

rated parts 1 and 2. The final examination or journeyman's examination must determine 

whether the candidate has acquired the professional capacity to act. In the final exam-

ination or journeyman's examination, the candidate must prove that he/she has the 

necessary professional skills, possesses the necessary professional knowledge and abil-

ities and is familiar with the teaching material essential for vocational training. Skills, 

knowledge, and abilities which were already the subject of Part 1 of the final examina-

tion or journeyman's examination should only be included in Part 2 of the final exam-

ination or journeyman's examination to the extent necessary to determine the profes-

sional qualification.  

§ 5 Part 1 of the final or journeyman's examination  
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(1) Part 1 of the final or journeyman's examination shall take place before the 
end of the second year of training.  
(2) Part 1 of the final exam or journeyman's examination covers the skills, 
knowledge, and abilities listed in the annex for the first  

 three semesters of training as well as the material to be taught in vocational 

education and training, insofar as it is essential for vocational training.  

(3) Part 1 of the final or journeyman's examination consists of the exami-

nation area service order.  
(4) The following requirements exist for the examination area:  

a. The candidate should demonstrate that he/she can,  
1 plan the work steps, to research data, to analyze circuit dia-

grams and functions,  
2 to select work equipment and measuring devices, to carry 

out measurements, to document results,  
3 maintenance requirements, in particular, the connection be-

tween technology, work organization, environmental pro-
tection as well as safety and health protection,  

4 to present subject-related problems and their solutions, to 
identify the relevant technical backgrounds and to be able to 
justify the procedure for their implementation;  

b. The test object should be connected to at least one of the following 
systems  

1 Electrical system,  
2 Lighting System,  
3 Charging current system,  
4 Starting system or  
5 Brake mechanism  

Performing measurements and tests, determining faults, malfunctions and 

their causes, preparing measurement or test reports, as well as dismantling, 

maintaining, assembling and drawing up documentation for a technical vehi-

cle assembly;  
c. By way of derogation from point 2, other activities may be used if 

they permit the verification referred to in point 1 to the same width 
and depth;  

d. the candidate should perform a work task, which can consist of sev-
eral subtasks and corresponds to customer orders, conduct a 
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situational technical discussion, which can consist of several discus-
sion phases, and process tasks that relate to the work task in writing;  
e. the examination time for the work task and the situational 
technical discussion is three hours; within this time, the situational 
technical discussion should last a maximum of ten minutes; the ex-
amination time for the written assignments is 120 minutes.  

§ 6 Part 2 of the final or journeyman's examination  

(1) Part 2 of the final examination or journeyman's examination covers the skills, 
knowledge, and abilities listed in the Annex as well as the teaching material to be 
taught in vocational education and training, insofar as it is essential for vocational 
training.  

(2) Part 2 of the final examination or journeyman's examination consists of the exam-
ination areas:  
1. Customer order,  
2. Motor vehicle and maintenance technology,  
3. Diagnostics technology,  
4. Economics and Social Studies  

(3) The following requirements apply to the customer order check area:  
1. The candidate should prove that he is capable  

a. to independently plan and implement work processes and to docu-
ment the results,  

b. use information systems to communicate with customers,  
c. to operate and explain vehicles and systems,  
d. disable and commission technical vehicle systems,  
e. check system functions, use diagnostic systems, diagnose errors and 

malfunctions,  
f. to repair or retrofit vehicles and their systems,  
g. to document results, to prepare and analyze measurement and test 

protocols,  
h. to present problems and their solutions and to point out technical 

backgrounds as well as to justify the procedure for the execution of 
the customer order; 2. the following activities shall be taken as a ba-
sis for the verification referred to in point 1:  

2. Inspection of vehicles or vehicle systems according to manufacturer's specifi-
cations or road traffic regulations;  
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a. Diagnosing errors, malfunctions and their causes on at least one of 
the following systems:  

i. Braking system,  
ii. Chassis system,  
iii. Power transmission system,  
iv. Drive system,  
v. Comfort system,  
vi. Security system,  
vii. High voltage system or  
viii. networked systems;  

b. Repair of vehicles or vehicle systems;  
3. other activities may be used if they permit the verification referred to in point 

1 to the same width and depth;  
4. the candidate should work on three equivalent work tasks, which can consist 

of several subtasks and correspond to customer orders, as well as conduct a 
situational technical discussion, which can consist of several discussion 
phases;   

5. the examination time is five hours; within this time, the situational technical 
discussion should be conducted within a maximum of 20 minutes.  

(4) The following requirements exist for the motor vehicle and maintenance technol-
ogy testing area:  
1. The candidate should demonstrate that he/she is able to,  

a. describe motor vehicle systems and their functions,  
b. Perform problem analysis, to analyze and evaluate technological and 

mathematical facts, present procedure and solutions,  
c. Apply safety, health and environmental protection regulations, li-

censing regulations and maintenance methods taking into account 
quality management and the principles of customer orientation and 
evaluate results,  

d. select spare parts, tools, measuring and testing equipment as well as 
workshop equipment and aids required for maintenance in compli-
ance with technical rules and manufacturer specifications,  

e. to plan measures taking into account operational processes,  
f. to use industry-specific software and evaluate data as well as  
g. present electrotechnical work on high-voltage components in ac-

cordance with safety regulations;  
2. the candidate is to work on tasks relating to customer orders in writing;  
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3. the examination time is 120 minutes.  
(5) The following requirements apply to the diagnostic technology test area:  

1. The candidate should demonstrate that he/she can,  
a. Perform problem analysis, to analyze and evaluate technological and 

mathematical facts, present procedure and solutions,  
b. Evaluate information from functional, circuit and networking plans, 

industryspecific software and manufacturer's instructions,  
c. systematically isolate errors, malfunctions, and their causes,  
d. use, evaluate and evaluate the results of the measuring, testing and 

diagnostic devices used as well as customer information,  
e. to describe and analyze the interconnection of systems of the motor 

vehicle; 2. the candidate is to work on tasks relating to customer or-
ders in writing;  

3. the examination time is 120 minutes.  
(6) The following requirements apply to the area of economic and social studies:  

1. The candidate should demonstrate that he/she can represent and judge the 
general economic and social contexts of the professional and working world; 
2. the candidate should work on practice-related tasks;  

3. the examination time is 60 minutes.  

§ 7 Weighting and existence regulations  

1. The examination areas are to be weighted as follows:  
a. Service order with 35 percent,  
b. Customer order with 35 percent,  
c. Motor vehicle and maintenance technology with 10 percent,  
d. Diagnostics technology with 10 percent,  
e. Economic and social studies with 10 percent.  

2. The final examination or the journeyman's examination is passed if the per-
formance has been assessed as follows:  

a. in the overall result of Part 1 and Part 2 of the final examination 
with at least  

"sufficient,"  
b. in the inspection area customer order with at least "sufficient,"  
c. in the result of Part 2 of the final examination with at least "suffi-

cient,"  
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d. in at least two of the remaining examination areas of Part 2 of the 
final examination with at least "sufficient" and  

e. in none of the examination areas of Part 2 of the final examination 
as "unsatisfactory."  

3. At the request of the candidate, the examination in one of the examination 
areas automation and maintenance engineering, diagnostic technology or 
economic and social studies shall be supplemented by an oral examination of 
about 15 minutes, if  

a. if the examination area has been rated as "insufficient" and  
b. the oral supplementary examination for the passing of the final 

exam can make the difference.  

In the determination of the result for this examination area, the previous re-

sult and the result of the oral supplementary examination in a ratio of 2: 1 

should be weighted.  

2.5 | Implementation of dual vocational training for motor vehicle 

mechanic in Poland24 

The introduction of a dual system of vocational training has enabled our school to 

strengthen cooperation between teachers from the vocational school and employees of 

the companies that organize apprenticeships for students. Learning at the workplace 

takes place in an environment of permanent employees and a trained apprenticeship 

supervisor. Due to the fact that employers also influence the content of education, they 

also teach based on their needs. As a result, students will acquire such knowledge and 

skills that are in demand on the labour market.  

The implementation of practical training in the actual workplace conditions also af-

fects interpersonal skills and helps to gain relevant experience, which undoubtedly af-

fects its greater efficiency and employability after the completion of the teaching pro-

cess.  

 
24 Prepared by Zespol Szkol Mechanicznych i Logistycznych  im. inz. Tadeusza Tanskiego 
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The main objective of the project was to implement a dual system of vocational 

education, under which 70% of the time students will spend with their employers and 

30% at school. Previously, the proportion was 50-50. Before the start of the dual teach-

ing test, students in the first and second grade spent 3 days a week at school and 2 days 

at the employer. Only in the third to last grade did they spend 3 days at their employer 

and 2 days at school. Since September 1, 2018, the school has been piloting a dual 

teaching solution for the automotive mechanics profession. Thanks to the project, it 

was decided to add an extra day at the employer's from grade 2 onwards. This means 

that only in the first grade students spend 3 days a week at school, while in the second 

and third grade students study according to the model - 3 days with the employer - 2 

days at school. This gives our students the opportunity to learn under real working 

conditions and gain more practical skills.  

The project activities included thematic workshops on working on the core curricu-

lum, curricula and training for teachers to be prepared to work in a new teaching model 

based on the dual model. The Mechanical and Logistics School Complex in Slupsk 

created a new curriculum for the profession of car mechanic, which was fully adapted 

to the design assumptions of the dual teaching system.  

The established cooperation with employers who have become partners of the 

school is exemplary and everything seems to indicate that the dual system of education 

will be permanently present in the Słupsk mechanics. This is certainly not only a revo-

lution, but above all the evolution of our school. New companies are applying to our 

school, which are willing to cooperate in the practical training of our students. The dual 

form of education not only improves the quality of teaching at our school, but also 

translates into prestige and is a strong bargaining chip for us in talks with employers. 

Since we are in the project it is much easier for us to find partners. The interest of 

students in learning to become car mechanics has also increased, which translates into 

a very high recruitment for this class. This is also due to the fact that this class is sup-

ported by the biggest and most famous car companies from the region.  
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The great success of the first year of testing dual teaching made us decide to imple-

ment this solution permanently. Since the school year 2019/2020 we have introduced 

dual teaching in all first grades of an industry school.  This means that in addition to 

one class that tested dual teaching, we also added 4 more classes. This was dictated by 

the very good opinions of teachers, students and practical training instructors. It was 

also positively received by parents and the local community. 

When analysing the profile of our students, it should be pointed out that all students 

are male. Since this school year we have been recruiting graduates of primary and gym-

nasium schools. The statistics are as follows:  

− The test implementation of dual teaching in the profile of a car mechanic was 

started by 24 students (boys themselves, the previous education - junior high school, 8 

students did their apprenticeship with their employer, 16 students in school work-

shops). As this is a two-professional class, 6 painters also started the same course (the 

boys themselves, their previous education - gymnasiums, all of them were doing intern-

ships with their employers).   

− After the first year of the test, the number of students in this class decreased. This 

was due to a change of school or failure in theoretical subjects. As of May 2020, the 

number of students is:  

a) Car mechanic: 18 students (5 at employers, 13 in school workshops)  

b) Painter: 5 students (all at employers)  

− After the great success of the dual teaching test, this model was also introduced 

in 4 other classes where we teach 4 different professions: car painter, machine and 

equipment fitter, car mechanic, car electromechanic. As of September 2019, the figures 

are as follows:  

a) Car mechanic: 44 students (19 at employers, 25 in workshops) + the above 

mentioned class of 18 students (5 at employers, 13 in workshops), which gives a total 

of 62 students (24 at employers, 38 in workshops)  
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b) car painter: 20 students (all with employers)  

c) Electromechanic of cars: 31 students (14 at employers, 17 in school work-

shops)  

d) Mechanical engineer, machine and equipment fitter: 10 students (all with em-

ployers)  

To sum up, we are very pleased with the introduction of dual teaching, which has 

had a very positive impact on the interest in our school and has allowed us to develop 

and improve our vocational training process. Employers also highly evaluate our activ-

ities and willingly participate in the implementation of dual education at our school. 

2.6 | Evaluation of the dual vocational Training motor vehicle me-

chanic25 

A training management cycle can be divided into three major steps: planning, imple-

mentation and evaluation. The evaluation is the final step of the training management cycle. 

Evaluation of training is one of the main components of a training program. The results 

of the training evaluation are reflected in the next phase of training planning to improve 

future training programs. It does not only provide the trainer with useful information 

in order to further improve the training course, but also creates an impression of com-

pleteness. 

What is an Evaluation? 

Several definitions of evaluation have been offered, and the following are some of 

those most commonly used: An evaluation is the systematic and objective assessment 

of an ongoing or completed project, program or policy, its design, implementation and 

 
25 Prepared by Võru County Vocational Training Centre 
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results. The aim is to determine the relevance and fulfilment of objectives, development 

efficiency, effectiveness, impact and sustainability.26 

A program evaluation is the systematic collection of information about the activities, 

characteristics, and outcomes of programs to make judgments about the program, im-

prove program effectiveness, and/or inform decisions about future programming.27 

 

There are many different types of evaluations depending on the object being evaluated 

and the purpose of the evaluation.  

Perhaps the most important basic distinction in evaluation types is that between 

formative and summative evaluation. Formative evaluations strengthen or improve the ob-

ject being evaluated - they help form it by examining the delivery of the program or 

technology, the quality of its implementation, and the assessment of the organizational 

context, personnel, procedures, inputs, and so on. Summative evaluations, in contrast, 

examine the effects or outcomes of some object - they summarize it by describing what 

happens subsequent to delivery of the program or technology; assessing whether the 

object can be said to have caused the outcome; determining the overall impact of the 

causal factor beyond only the immediate target outcomes; and, estimating the relative 

costs associated with the object. 

Formative evaluation includes several evaluation types: 

 needs assessment determines who needs the program, how great the need is, and what 

might work to meet the need 

 evaluability assessment determines whether an evaluation is feasible and how stake-

holders can help shape its usefulness 

 
26 Source: Glossary of Key Terms in Evaluation and Results Based Management 
27 Source: Patton, M.Q. (1997). Utilization-focused Evaluation: The New Century Text (3rd ed.). Thou-

sand Oaks, CA: Sage.) 
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 structured conceptualization helps stakeholders define the program or technology, the 

target population, and the possible outcomes 

 implementation evaluation monitors the fidelity of the program or technology delivery 

 process evaluation investigates the process of delivering the program or technology, 

including alternative delivery procedures 

Summative evaluation can also be subdivided: 

 outcome evaluations investigate whether the program or technology caused de-

monstrable effects on specifically defined target outcomes 

 impact evaluation is broader and assesses the overall or net effects -- intended or 

unintended -- of the program or technology as a whole 

 cost-effectiveness and cost-benefit analysis address questions of efficiency by 

standardizing outcomes in terms of their dollar costs and values secondary analysis 

 re-examines existing data to address new questions or use methods not previously 

employed 

 meta-analysis integrates the outcome estimates from multiple studies to arrive at 

an overall or summary judgement on an evaluation question28 

The goal of the project and evaluation report 

The aim of the project is testing and evaluating a dual vocational training in an in-

dustry-specific competence centre with around 30 trainees and around 20 SMEs as 

training partners, operating under a dual system. Examination shall be in accordance 

with existing national examination regulations. 

The main goal of the evaluation report is to summarize and analyse participants´, 

teachers´ and SMEs´ feedback and to evaluate the effectiveness of training „Testing of 

 
28 Souce: Patton, M.Q. (1997). Utilization-focused Evaluation: The New Century Text (3rd ed.) 

Thousand Oaks, CA: Sage 
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the Dual Vocational Training Motor mechanic“ realized within the Project “Establish-

ment of two-stage industry competence centres of vocational education and train-

ing”(ICC4VET) (Work based Learning). The conclusions of the evaluation research 

will contribute to improve the quality, and especially the effectiveness of training, show 

the limitations of the training model and indicate the direction for further activities. 

According to the aim, the tasks were to review evaluation tests and summarize discus-

sions with participants and SMEs after completing the dual training program. 

Study methods 

Within the framework of evaluations. the research methods were: written surveys as 

quantitative method and guided interviews as qualitative research method. 

Written surveys comprised closed-end and open-ended questions and interviews 

were face-to-face interviews that included two persons at once. 

The software that was used for processing and analysing data was DALSolution. 

Survey results were entered into the program manually. Measure mean/average was 

used for statistical analysis. 

The respondents had to answer the questions on a five point agreement scale, all 

mean points above 4.00 indicate satisfied or totally satisfied and mean points below 

4.00 indicate dissatisfied with the training.  

The collection of data 

Two years are attributable to the period of project implementation. Accordingly, the 

data are collected as follows 

- in the third month of vocational training 

- in the twelfth to fourteenth month of vocational training 

- in the 18th month of vocational training 
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The survey at various points in time is used to identify any changes in the timing of 

vocational training. 

For the evaluation the following data sources were and will be used:  

a. Written survey of students using an identical questionnaire in December 

2018/January 2019 and January/February 2020.  

b. Written survey of the teachers using an identical questionnaire in December 

2018/January 2019 and January/February 2020.  

c. Personal interviews with ten students who also completed the written question-

naire. in August/October 2019.   

d. Personal interviews with five teachers who also completed the written question-

naire. in August/October 2019.   

e. Personal interviews with three companies, who are involved as training partners 

in August/October 2019.   

f. Accompanying observations and expertise consultations with the management of 

Zespol Szkol Mechanicznych i Logistycznych im. inz. Tadeusza Tanskiego.  

For the written questionnaire Võrumaa Kutsehariduskeskus developed a survey with 

closed and open-ended questions.  Zespol Szkol Mechanicznych i Logistycznych im. 

inz. Tadeusza Tanskiego completed the questionnaires and returned them to Võrumaa 

Kutsehariduskeskus. 

For the personal interviews partner 7 Võrumaa Kutsehariduskeskus developed eval-

uation guidelines and PP3 carried out interviews in Slupsk. Zespol Szkol 

Mechanicznych i Logistycznych im. inz. Tadeusza Tanskiego made corresponding ap-

pointments with students. teachers and SMEs for this purpose. 
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The description of students, teachers and selected representatives of  SME 

sector 

Testing of the Dual Vocational Training „Motor Mechanic“  was carried out in the 

project “Establishment of two-stage industry competence centers of vocational educa-

tion and training”(ICC4VET) (Work based Learning) included two countries: Poland 

(Zespol Szkol Mechanicznych i Logistycznych im. inz. Tadeusza Tanskiego) and Esto-

nia (Võrumaa Kutsehariduskeskus) 

Students  

According to the results there were 23 male respondents. 78 percent (18 respond-

ents) were age 18-24 years and 22 percent (5 respondents) were younger than 18. The 

students had two options: 2 days at vocational school (training time at vocational 

school: 40 percent and 3 days in the company (training time in the company: 60 per-

cent) or second option was 2 days at vocational school (training time at vocational 

school: 40 percent) and 3 days in the technical training centre (training time in the 

training workshop: 60 percent). So every student spent 40 percent at vocational school 

and 60 percent doing practical tasks.  

52 percent (12 respondents) of students completed their internship at a vocational 

school and in the company and 48 percent (11 respondents) were at vocational school 

and in the technical training centre.  

Teachers 

Survey questionnaire was answered by 8 teachers in the first/second week of the 

training and 7 teachers in the penultimate/last week of the training. 50 percent were 

male (4 respondents), 38 percent were female (3 respondents) and 1 respondent pre-

ferred not to answer. The second evaluation indicated 57 percent male teachers (4 re-

spondents) and 43 percent female teachers (3 respondents). 
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In the first/second week of the training 50 percent of the teachers were age 35-44 

(4 respondents), 25 percent were age 45-54 (2 respondents), 13 percent were 55-64 (1 

respondent) and 13 percent were 65 or older (1 respondent). In the penultimate/last 

week of the training 43 percent were age 35-44 (3 respondents), 43 percent were age 

45-54 (3 respondents) and 14 percent were age 25-34 (1 respondent). 

In the first/second week of the training 75 percent (6 respondents) have 15-20 years 

teaching experience, 13 percent (1 respondent) have 1-15 years teaching experience and 

13 percent (1 respondent) have 1-3 years teaching experience. In the penultimate/last 

week of the training 29 percent have 15-20 years teaching experience (2 respondents), 

29 percent have 10-15 years teaching experience (2 respondents), 29 percent have 5-10 

years teaching experience (2 respondents), 14 percent have 3-5 years teaching experi-

ence (1 respondent). All teachers have Master´s degree or equivalent qualification. 

Evaluation results and analysis – Students theoretical training at vocational 

school 

The first/second week of the training results do not indicate a very high contentment 

level of students. The students were satisfied with introducing dual education system 

(4.04) and with the coordination at training partner (4.04). They would recommend 

dual vocational training to others (4.00) and they agreed that the training prepares them 

for the future in the working life (4.00). Unfortunately, the respondents were not satis-

fied with other evaluated aspects. They were not certain that this training experience 

would be useful in their work (3.81). As well their initiative was not highly evaluated 

(3.81) nor were the topics relevant to them (3.81). According to students´ opinions the 

lecturer was not very knowledgeable about the training topics (3.78) nor he was a good 

communicator (3.78). They did not agree that the objectives of the training were clearly 

defined (3.7) nor the teaching materials were presented in an organized manner (3.7). 

Participants were not satisfied with the content (3.67) and the training process (3.63). 

The lecturer (3.59) and the training quality (3.58) were evaluated low as well. The stu-

dents were not certain that the theory taught was in conjunction with the practical 

training (3.56). They were not satisfied with the coordination at school (3.56) and did 
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not find the training attractive (3.48). In the beginning of the training the students were 

not content with the cooperation between school and training partner (3.44). They did 

not agree that the participation and interaction were encouraged (3.41) nor the materi-

als distributed were helpful (3.37). Open-ended questions indicated that seven respond-

ents were not satisfied with the training because of not having enough practical lessons.  

Based on the evaluation results done penultimate/last week of the training we can 

conclude that trainees’ evaluation of theoretical training at the vocational school in-

creased significantly. Participant totally agreed that this training experience will be use-

ful in their work (4.92) and they will recommend dual vocational training to others 

(4.92). They were very satisfied with being introduced dual education system (4.88). 

Within the training trainees´ initiative was highly evaluated (4.88). They were very con-

tented with the training quality (4.88) and the lecturer (4.83). For respondents the ob-

jectives of the training were clearly defined (4.75), participation and interaction were 

encouraged (4.75) and distributed materials were helpful (4.75). Participants were sat-

isfied with cooperation between school and training partner (4.75) and agreed that the-

ory taught was in conjunction with the practical training (4.75). Trainees were very 

convinced that the training prepares them for the future in the working life (4.75). Very 

highly were rated coordination at training partner (4.67) and coordination at school 

(4.67). The lecturer presented the teaching materials in an organized manner (4.67), was 

knowledgeable about the training topics (4.58) and a good communicator (4.54). For 

trainees the topics were relevant (4.54) and the training was attractive (4.54). Respond-

ents were also very satisfied with the content (4.42) and the training process (4.33). 

Total results in this part of the questionnaire indicate that participants were very 

satisfied with introducing dual education system (4.44). „I thought I liked the fact that I had 

the opportunity to try out a new form of learning. It was interesting because I had never heard of such 

an opportunity before. I am all the more glad that as one of the few students in the region I could have 

more practice than others“. 

They would definitely recommend dual vocational training to others (4.44). Trainees 

were more than certain that the training prepares them for the future in the working 
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life (4.35) „I learned much more from the dual system. My employer showed me a lot more than I 

would have learned on a school bench“. „I think it gives me a better chance to start my career, because 

I already have a lot of experience despite my age.“ „I think my professional life will be better from the 

start. I have an alternative because I can work where I've been practicing. and I can look for an even 

better job. I'll be more competitive on the job market than others.“. „Practice was a great time for me 

and gave me a lot of new skills and experiences. I have become convinced that I want to go further in 

my profession.“ 

Respondents were very contented with coordination at training partner (4.33) and 

totally agreed that this training experience will be useful in their work (4.33). „Dual 

teaching has allowed me to gain more hours of practice and the employers are looking at it. I don't want 

to be just a theorist, but above all to be able to do something.“ 

Trainees initiative was highly evaluated (4.31) and they evaluated training quality high 

(4.20) „Surely everything can be improved, but I think everything was well organized“,  „I think that 

the next years of dual teaching will be even better, because both the school and companies have gained 

valuable experience.“ 

Participants found the objectives of the training were clearly defined (4.20). They 

were satisfied with the lecturer (4.18) who was knowledgeable about the training topics 

(4.16) and a good communicator (4.14). as well presented the teaching materials were 

in an organized manner  (4.16). Generally trainees found the topics were relevant to 

them (4.16). The students agreed that theory taught was in conjunction with the prac-

tical training (4.12). They were satisfied with the coordination at school (4.08) „I think 

I'm in the best school that has been trying hard to get my practical training.” Approximately same 

average points received opinion that cooperation between school and training partner 

(4.06) was good.  

Respondents agreed that participation and interaction were encouraged (4.04)“At 

first it was hard for me to get used to and switch to such a system.” , „The difficulty was that at a 

young age I was almost like an employee.“, „It was hard for me to learn how to operate the machines, 

but after a few weeks. I got a little bit of practice.” 
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Evaluation results and analysis – Students practical in-company training 

(SMEs) 

The first/second week of the training results indicate that trainees were not satisfied 

with practical in-company training. Participants did not agree that the training partner 

demonstrated both practical training and theoretical qualifications (3.78) nor their cre-

ativity was encouraged (3.67). They were not convinced that the training partner was a 

good professional trainer (3.63).  For trainees practical training in companies was not 

in accordance with theory studies at school (3.56) and they were not contented with 

the duration of training (3.15). 

Based on the evaluation results done penultimate/last week of the training we can 

conclude that trainees’ evaluation of in-company training (SMEs) ascended/surged 

considerably as well. After the training the students totally agreed that practical training 

in companies was in accordance with theory studies at school (4.92). Participants 

started to trust training partner and found the training partner as a good professional 

trainer (4.79). Their creativity was encouraged (4.75) and for trainees the duration of 

training was relevant (4.75). Respondents were very satisfied with the training partner 

who demonstrated both practical training and theoretical qualifications (4.67). 

Total results in this part of the questionnaire indicate high contentment level among 

students. They agreed that the training partner demonstrated both practical training 

and theoretical qualifications (4.2) „No practical content was lacking during the train-

ing. the employers were doing great.”. “No theoretical knowledge was lacking during the train-

ing.“ 

According to their opinion practical training in companies was in accordance with 

theory studies at school (4.2) „At first I thought it was impossible that I could do it in such a 

way that I would spend 3 days a week on internship, but with every week my fear diminished until I 

finally came to the conclusion that it is a great solution.“ 

Participants were convinced that the training partner is a good professional trainer 

(4.18) „There were no lacks on the part of the employer, more so when it comes to my practical skills, 
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which initially overwhelmed me, but training makes me a champion and I finally learned everything.“ 

„Any lack of theoretical knowledge was very quickly made up for by the employer, also the whole 

education was very flexible.“ 

Trainees felt that they were encouraged (4.18) „The employer with whom I had an intern-

ship could get to know me better and equip me with knowledge dedicated to his needs. He could bring 

me up in his own way and I hope he finds employment with him.“ 

Overall, there is one aspect with what the students were not satisfied and this was 

the duration of training (3.9). The main reason why was that it was too short and there 

was even one student who wanted to spend more time at the company. 

Evaluation results and analysis – Teachers  

The first/second week of the training results indicate that the teachers evaluated 

very highly students` theoretical training at vocational school (4.63) and overall satis-

faction with dual vocational training program (4.63). They were convinced that dual 

vocational training improves the innovation level (4.38). Trainers were contented with 

coordination between school and training partner (4.25). According to their opinion 

they agreed that dual vocational training improves the supply of qualified workers 

(4.25) and prepares students for their working life (4.25). Although teachers were sat-

isfied with students` practical training experience in a company (4.25) they did not eval-

uated highly collaboration between school and training partner (4.00). Some dissatis-

faction was indicated in regards getting available resources to teach dual vocational 

training program (3.88) and meeting the dual vocational training objectives (3.88).  

Based on the evaluation results done penultimate/last week of the training we can 

conclude that teachers´ opinions about trainees’ evaluation of theoretical training at 

vocational school increased remarkably. They were very satisfied with dual vocational 

training program (5.00). It was very highly believed that dual vocational training im-

proves the supply of qualified workers (5.00). Compared to the first evaluation remark-

ably changed teachers´ opinion getting resources to teach dual vocational training pro-

gram (5.00). They were very contented about available teaching materials and students` 
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theoretical training at vocational school (5.00). The coordination between school and 

training partner was very well organized (5.00). Trainers very highly agreed that the dual 

vocational training objectives were met (4.86). They were satisfied with collaboration 

between school and training partner (4.86) and students` practical training experience 

in a company (4.86). According to teachers´ opinions dual vocational training improves 

the innovation level (4.71) and prepares students for their working life (4.71). 

Total results in this part of the questionnaire indicate that teachers were very satisfied 

with the theoretical training at vocational school and practical training in the company. 

The reason having lower average points in the beginning of the training was explained 

by not having used this kind of system before. „I didn't have a chance, but I knew it existed”. 

“No, because nobody's used it before in Poland”. “It is new for me. I haven´t got many experiences 

with this kind of training”.  

In total the teachers were very satisfied with students` theoretical training at voca-

tional school (4.80) “Learning new forms of work with the student, increasing the ef-

fectiveness of teaching through an increased number of practical classes” “There are a 

lot of benefits - above all development, innovation and increased efficiency of the teaching process” 

They admitted overall satisfaction with dual vocational training program (4.80) “I 

would be happy to take part in more of these projects”. “I would like dual teaching to become the norm 

in a Polish school” “A new attractive form of teaching”, “The most important benefit is the development 

of vocational education in Poland and giving it a European standard”.  

Also coordination between school and training partner (4.60) was very good and 

teachers were more than certain that dual vocational training improves the supply of 

qualified workers  (4.60) They gain self-confidence; employers have more time to learn 

about their predispositions can learn more about the practical skills that employers are 

looking for”. Trainers were contented with students` practical training experience in a 

company (4.53) “It gives them more self-confidence, more peculiar knowledge, which is more needed 

in the labor market”  
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It was highly believed that dual vocational training improves the innovation level 

(4.53). “Interesting time. I've learned a lot of new things and working methods”. “To learn a new, 

effective method of practical teaching”.  

Teachers were convinced that the training prepares students for their working life 

(4.47). “Surely dual teaching will be a good experience for them and will make it easier for them to 

apply for employment”. “Will become more attractive to future employers” 

The teachers were satisfied with the available resources to teach dual vocational 

training program (4.40).but it was on the contrary in the beginning of the training (3.88). 

At first the system was new and difficult for them “I think it was difficult to switch and change 

curricula to a new education system”. “Fear of introducing novelties”. “A new form unknown to us. 

fear of dislike of students and parents”. “I think it was difficult to switch and change curricula to a 

new education system” but they were certain that they are able to manage the training suc-

cessfully, because their preparation is good. “My prior pedagogical preparation for teaching in 

dual vocational training was good”. “I think my preparation was appropriate”. “High-level” 

The collaboration between school and training partner (4.40) was evaluated were 

high as well and went smoothly “The cooperation was going well”. “The school's cooperation in 

this area is very successful.”, “It went very smoothly. 

Overall the teachers agreed that the dual vocational training objectives were met 

(4.33) “It was a whole new challenge, but we quickly adapted to it” 

Evaluation results and analysis – Training partners (SMEs)  

The company’s goal of participating in the dual vocational training project were to 

help the school, to improve the quality of vocational education, introduce advance-

ments in automotive and mechanical industries and recruit new young employees who 

would supply their needs as a professional stuff in the future.  

Companies pointed out many benefits implementation of dual vocational training. 

Firstly, students in dual system are much more motivated and willing to participate in 

classes and in real working conditions. Secondly, the companies can show students 
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more than a standard form of teaching or school curriculum. Thanks to the fact that 

students spend more time at the company they could learn more about their predispo-

sitions. Next, a good employee is a treasure for a company. To have a good employee 

you need to invest in them and one opportunity is to start with it during apprenticeship 

stage. Since in dual system there are increased numbers of practical classes the employ-

ees can understand better the specifics of the company. 

Extremely important is to have good cooperation and coordination between school 

and a company. All companies who were interviewed within the project confirmed that 

the school´s principal and the teachers are just great. Creative and committed with 

whom they have been cooperating for many years. For those companies this school is 

the best in the region and in the country.  

The students who participated in the dual vocational training program have got bet-

ter opportunities in the labor market in the future than their colleagues who did not 

study in a dual form. One advantage is that they have certainly gained much more 

practical skills and real problems experiences and due to that they have a greater chance 

of getting a job in their profession. For  SMEs dual system is a source of a qualified 

personnel. Employers and potential employees make contact already during the ap-

prenticeship. The dual system facilitates linking education directly to the labor market.  

Implementing dual vocational training was a challenge for a SME because it required 

a reorganization of the whole process, to involve companies´ employees. Create new 

interesting apprenticeship programs cost a lot of work. but over time it started to pay 

off. Companies had to learn pedagogy. Teaching methods and gain experience in the 

new role of teacher. Although SMEs have a lot of experience in practical training they 

had to improve their teaching skills to work with students. 

Overall, the companies were fully satisfied with dual vocational training and would 

recommend this model to every company, because it is beneficial for students, school 

and companies. 
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Conclusions and Recommendations 

Survey results indicated students' level of contentment with the training was surpris-

ingly low in the beginning of the training. The students were satisfied with introducing 

dual education system (4.04) and with the coordination at training partner (4.04), would 

recommend dual vocational training to others (4.00) and they agreed that the training 

prepares them for the future in the working life (4.00). All the other parts were evalu-

ated unsatisfactory. Unfortunately, the students were dissatisfied with other evaluated 

aspects in regards to vocational school as well as the company. The trainees were not 

satisfied with training (3.58) and its attractiveness (3.98).  As the survey results indicated 

the main reason was the lack of knowledge about dual vocational training system.  The 

students did not know what to expect from the training, because the system was new 

and it was hard to get used to it in the beginning. They were like real employees. In 

addition to the reasons mentioned above, there was one major issue and that was ac-

cording to seven respondents' (30 percent) opinions from open-ended questions, not 

having enough practical lessons. They were expecting a lot of practical tasks and les-

sons, but this did not happen during the first/second week of the training and therefore 

caused dissatisfaction. 

Based on the evaluation results done during the penultimate/last week of the train-

ing we can conclude that trainees’ evaluation of theoretical training at the vocational 

school and practical knowledge in-company training increased drastically.  The trainees 

started to realize the importance of the dual vocational training program. According to 

this we can conclude and claim that the students were totally satisfied with the training 

and evaluated training quality very high (4.20). They hope that during next years´ dual 

teaching will be implemented because the school and the company gained valuable 

experience.  

According to students´ feedback they were totally satisfied with the training partner 

(4.18) who demonstrated practical skills and theoretical knowledge (4.2). Students were 

willing to work in the company as interns and they were satisfied with company train-

ing. For students the practical training was in accordance with theory studies at school 
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(4.12). The employers were extremely supportive (4.18) and encouraged students 

within the internship period. They also showed more than trainees would have learned 

at school.   

The second evaluation results indicated that the trainees became knowledgeable 

about the dual vocational training program and its benefits to their professional devel-

opment and future job (4.35).  The participants were very satisfied with introducing the 

dual education system (4.44). This was a new interesting opportunity to try a new form 

of learning. More importantly the students indicated that due to vocational training 

they are more competitive on the job market than the others, because they already have 

work experience despite their age. This is an excellent start for their professional life.  

All three parties admitted that there was a very good cooperation between students, 

school and training partners. Students felt that the company and vocational school are 

doing their best to support students within their studies (4.06) and internship in regards 

to getting a good profession, and becoming better employees. Besides the employers 

intended to find employment with trainees.  

For the teachers it was difficult to switch or to adapt with new curricula because of 

lack available resources to teach dual vocational training program (3.88) in the begin-

ning of the training. At first the system was new and difficult for them but they were 

certain that they are able to manage the training successfully, because their pedagogical 

preparation is high-level. They had fear toward novelty and a new form unknown to 

us, they had not had this kind of system before. Besides, the teachers had fear of dislike 

of students and parents. It was a whole new challenge, but they quickly adapted to it. 

At the penultimate/last week of the training the results indicate overall satisfaction in 

all evaluated aspects of the training. There are a lot of benefits - above all development, 

innovation and increased efficiency of the teaching process.  

Teachers´ level of contentment with the program was slightly higher than students 

(students 4.44, teachers 4.8). Dual vocational training program is effective and prepares 

students for their future working life (students 4.35, teachers 4.47), gives them more 

self-confidence, more peculiar knowledge, which is more needed in the labour market 
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and improves the supply of qualified workers (students 4.33 , teachers 4.6). They gain 

self-confidence; employers have more time to learn about their predispositions and can 

learn more about the practical skills that employers are looking for. Overall the teachers 

agreed that the dual vocational training objectives were met (4.33) 

Interview results with companies´ representatives indicate that school is very highly 

evaluated by students (4.2) and training partners. Teachers (4.53) and students (4.2) 

evaluate training experience high at the training partner. 

The company´s goal of participating in the dual vocational training project were to 

help the school, to improve the quality of vocational education, introduce advance-

ments in automotive and mechanical industries and recruit new young employees who 

would supply their needs as a professional stuff in the future. 

Companies pointed out many benefits implementation of dual vocational training. 

Firstly, students in dual system are much more motivated and willing to participate in 

classes and in real working conditions. Secondly, companies can show students more 

than a standard form of teaching or school curriculum. Thanks to the fact that students 

spend more time at the company they could learn more about their predispositions. 

Thirdly, a good employee is a treasure for a company. To have a good employee you 

need to invest in them and one opportunity is to start with it during apprenticeship 

stage. Since in dual system there are increased numbers of practical classes the employ-

ees can understand better the specifics of the company.  An entrepreneur must be very 

confident in his employee that the student is morally responsible and a very skilled 

employee who would carry on company´ values in the future. The employer needs to 

trust their employee in their job to earn clients´ trust. The entrepreneur's interest in 

such a training system is very high, because the student has acquired the skills and the 

responsibility for their work quality.  

Extremely important is to have good cooperation and coordination between school 

and a company. All companies who were interviewed within the project confirmed that 

the school´s principal and the teachers are just great. Creative and committed with 
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whom they have been cooperating for many years. For those companies this school is 

the best in the region and in the country. 

The students who participated in the dual vocational training program have got bet-

ter opportunities in the labour market in the future than their colleagues who did not 

study in a dual form. One advantage is that they have certainly gained much more 

practical skills and real problems experiences and due to that they have a greater chance 

of getting a job in their profession. For SMEs dual system is a source of qualified per-

sonnel. Employers and potential employees make contact already during the appren-

ticeship. The dual system facilitates linking education directly to the labour market. 

Implementing dual vocational training was a challenge for a SME because it required 

a reorganization of the whole process, to involve companies´ employees. Creating new 

interesting apprenticeship programs costs a lot of work, but over time it started to pay 

off. Companies had to learn pedagogy, teaching methods and gain experience in the 

new role of teacher. Although SMEs have a lot of experience in practical training they 

had to improve their teaching skills to work with students. 

Overall, companies were fully satisfied with dual vocational training and would rec-

ommend this model to every company, because it is beneficial for students, school and 

companies.  

Limitation - Generally trainees found the topics were relevant to them (4.16) but for 

some students some topics were extra and too difficult to follow. It should be consid-

ered to eliminate some topics to make the curriculum even better. In addition to that, 

for the students sometimes there was perhaps too much practice so they had to stop 

to repeat some content. As well the students were afraid that perhaps they would not 

be able to cover general subjects such as Polish or mathematics through more appren-

ticeship, but it turned out that one of them did not interfere with the other. In the 

beginning it was hard to operate with machines. 
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Recommendations 

Continue with implementing the program, particularly in the technical field, because 

all three parties found dual system effective way and they were totally satisfied with the 

training materials, process, length, organization of the training. Develop and make 

teaching materials available which are necessary for the dual vocational training pro-

gram for craft industry.  

Dual education training is an attractive and innovative way in Poland and due to the 

fact that it has been extremely successful it should be implemented in other vocational 

technical centres all over the country especially in the “Motor mechanic” curriculum.  

Firstly, it would totally necessary to explain the curriculum and training objectives 

clearly and encourage students about the program and its outcomes.  Definitely con-

tinue collaboration between the vocational school and training partner. 

In conclusions of the evaluation research the training for motor mechanic, despite 

of the difficult start, was completely successful and effective in Poland.Zespol Szkol 

Mechanicznych i Logistycznych im. inz. Tadeusza Tanskiego. All three parties expect 

the training to be continued and implemented in the further trainings in the 

coming years. Based on the companies´ representatives´ interview results we can con-

clude that in addition to professional technical knowledge for the company it is ex-

tremely important social side of the training in the recruiting process of future employ-

ees who would transfer company´s values which is made possible in the dual education 

system. 
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3 | Two Curricula for the further training of teachers 

Replacing school-based vocational training with dual vocational training leads to rev-

olutionary tasks for school management and teachers. In school-based vocational train-

ing the complete training and education takes place in a vocational school, whereas in 

dual vocational training 70 – 75% of the training takes place in the company and the 

education in the vocational school only accounts for about 25 - 30% of the time. Close 

cooperation with training companies must be implemented and training regulations 

and curricula must be coordinated. Special attention lies on the persuasion of compa-

nies in order to participate and the following preparation for the participation in dual 

vocational training.  

For this reason, the management and teaching staff of vocational schools must be 

comprehensively informed and prepared before dual vocational training is introduced. 

To this end, the project has developed, tested, evaluated and implemented a train the 

trainer programme for the preparation and qualification of vocational school teachers 

in regard to dual vocational training. 

3.1 | Concept and Curriculum Training A “Dual Vocational Training”29 

Objective  

Qualification of vocational school teachers, who have so far been training young 

people in school, to carry out dual vocational training with 70-75% in-company training 

and 25-30% in vocational school.  

  

 
29 Prepared by Zespół Szkół Mechanicznych i Logistycznych w Słupsku 
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Duration of the training  

This train the trainer training can be conducted within 2 days of training. 

First day from 09:00 - 18:00 and from 19:00 Dinner and international exchange of 

experiences  

Second day from 09:00 - 16:00/16:30  

Participants  

 Vocational school teachers  

 Within the framework of the project 15 participants: at least 2 persons per partner 

(school teacher and project manager) 

3.1.1 | Programme of Training A 

Modul I: Initiation  

• Greetings  
• Objectives and execution of the training  
• Self-presentation of the participants  
• Determination of the participants' previous knowledge  

Modul II: Systems of dual vocational training  

• Comprehensive presentation of dual vocational training  
• Advantages and disadvantages of dual vocational training  
• Tasks of the partners and cooperation  

Modul III: Curricula and training regulations  

• Framework curricula for the school education part  
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• Training regulations for the in-company training part  
• Dovetailing of school-based and in-company vocational training  
• Training locations: school, company and supra-company training workshop  
• Alternative forms of organisation and implementation  

Modul IV: Training counselling and registration  

• Advice before starting the training and aptitude assessments  
• Registration and supervision of training contracts  
• Accompanying advice during the entire training and resolution of conflicts  
• Possible sanctions  

Modul V: Cooperation with companies  

• Recruitment of training companies  
• Training of trainers in companies  
• Helping to recruit young people  
• Cooperation and continuous exchange of experience during the entire train-

ing course  
• Consulting of companies  

Modul VI: Implementation of the training  

• Shortening or extending the training period  
• Change of training company  
• Training network of several companies  
• Instruments of cooperation  

Modul VII: Organisation of examinations  

• Examination regulations  
• Intermediate tests  
• Final examination  
• Repetition of examinations  
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• Examination pedagogy  

Modul VIII: Pedagogy  

• Vocational and work pedagogy  
• Methods, instruments and experience  

Modul IX: Completion  

• Materials for everyday use  
• Contacts for assistance 
• Feedback 

Time schedule 

 

When?  What?  How?  

1st Day    

09:00 –  

09:30  
Modul I: Initiation  Presentation 

 
Self-presentation of 
the participants  

All  

09:30 –  

11:00  

Modul II: Systems of dual vocational training  
PRESENTATION 1:  
“The essence and benefits of the dual voca-
tional training”  
PRESENTATION 2: “Advantages and 
disadvantages of dual vocational training”  

Presentation, 
 
Discussion  
  

Speakers 

11:00 –  

11:30  
Coffee break    

11:30 –  

13:00  

PRESENTATION 3:  Presentation 
 
Discussion   
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When?  What?  How?  

“Preconditions for implementation of dual 
vocational training. Task of the partners and 
cooperation”  
PRESENTATION 4:  
“EU experiences in implementing dual voca-
tional training”   

  

Speakers:  

13:00 –  

14:00  
Lunch    

14:00 –  

16:00  

Modul III: Curricula and training regulations 
PRESENTATION 1:  

“Framework curricula for the school educa-

tion part”  

PRESENTATION 2:  
“Training regulations for the in-company 
training part”  
PRESENTATION 3:  
“Where and with whom? - dovetailing of 
school-based and in-company vocational 
training and alternative forms”  

Presentation 
 
Discussion of small 
group work  
  

Speakers: 

16:00 –  
16:30  

Coffee break    

16:30 –  
18:00  

Modul IV: Training counselling and registra-
tion  
PRESENTATION 1:  
“Preparation for training, registration and su-
pervision of training contracts”  
PRESENTATION 2:  
“Accompanying advice during the entire train-
ing and resolution of conflicts. Possible sanc-
tions“  

Presentation,  
 
Discussion of small 
group work  
  
Speakers: TBD  

19:00 –  
22:00  

Joint dinner and international exchange of 
experiences  
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When?  What?  How?  

2nd  

Day  

  

09:00 -  
09:30  

Summary of the first day as well as wishes 
and suggestions for the second day  

Trainer, Collection 
and Consulting  

09:30 –  
11:00  

Modul V: Cooperation with companies  
PRESENTATION 1:   
“How to recruit training companies and 
young apprentices? Training of trainers in 
companies”   
PRESENTATION 2:  
“Cooperation with companies during training 
course”  

Presentation 
 
Discussion  
  
  
Speakers: TBD  

11:00 –  
11:30  

Coffee break    

11:30 –  
12:30  

Modul VI: Implementation of the training  
PRESENTATION 1:   
“Organizational changes during the training”  
PRESENTATION 2:  
“Instruments of cooperation. Training net-
work of several companies”  

Presentation,  
 
Discussion  
  
  
Speakers: TBD  

12:30 –  
13:30  

Lunch    

13:30 –  
14:30  

Modul VII: Organisation of examinations  
PRESENTATION 1:  
“Examination regulations and organisation”  
 

Presentation 
 
Discussion  
  
Speakers: TBD  

14:30 –  
16:00  

Modul VIII: Pedagogy  
PRESENTATION 1:  
„Vocational and work pedagogy. Methods, in-
struments and experience“  
PRESENTATION 2:  
„Innovative teaching methods in entre-
preneurship education  

Presentation  
 
Discussion of small 
group work  
 
Speakers: TBD  
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When?  What?  How?  

16:00 –  
16:30  

Modul IX: Completion  Summing up,  
 
Feedback,  
 
Discussion  
  
Speakers:  
 
Self-presentation of 
the participants  
All  

3.1.2 | Implementation of Training A30 

Objectives 

The main objective of the training is to raise the qualification of vocational school 

teachers, who have so far been training young people in school, to carry out dual vo-

cational training with 70-75% in-company training and 25-30% of training in a voca-

tional school.  

Dual vocational training is an important tool to ensure the access to skilled workers 

in their own companies. The success of dual training depends on the competence and 

commitment of the vocational school teachers and trainers in the companies. The task 

for instructors is technically and pedagogically competent and involves the youth in the 

operating and economic environment and there is a need to professionally qualify for 

this. Not only technical know-how at a high level, but also vocational qualifications are 

decisive for the quality of the education. Teachers of dual vocational training in the 

school play a key role.   

 
30 Prepared by Zespół Szkół Mechanicznych i Logistycznych w Słupsku 
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Today, the challenges of successful education exceed the mere teaching of 

knowledge and skills more than ever before. Especially the cooperation with small craft 

enterprises is to emphasize personal and temporal commitment of teachers. Just as 

important are the educational requirements of the teachers. Because they are not only 

confronted with a heterogeneous level of education of the trainees, but must also adjust 

to changed values and behaviours of young people. In order to implement and realize 

a dual system of vocational training it is critical, that exist in the schools teachers with 

appropriate educational qualifications. The realization of the course therefore aims to 

prepare for the understanding and introduction of dual vocational systems. Thus teach-

ers receive targeted competencies to vocational training for young people and are well 

prepared for their tasks as training partners in the dual system.  

The participants in the course were prepared to:  

 Independent planning and the training organization with trainees according to 

principles of dual vocational training. 

 To prepare curricula and training regulations in dual vocational training.  

 Competently preparing trainees for the productive work based learning and coop-

erating in the team. 

 Getting to know and adapting requirements and manners of the work to their 

possibility, the possessed knowledge and a skill. 

 To correctly announce oneself with trainees. 

 Applying methods of the work developing the activity and the self-reliance of 

trainees. 

 Preparing and organize cooperation with companies and continuous exchange of 

experience during the entire training course. 

 To do selection of tasks, forms and methods of the teaching supporting the fur-

ther professional development. 
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 Competently acquainting trainees with the organization in companies. 

 Motivating trainees to the knowledge exploitation and the ability in implementing 

innovative solutions on-the-fly. 

 To teach educations the given profession according to program documentation 

being in force in the given profession. 

 To shape appropriate attitudes towards the work and the process and products of 

the work. 

 To formulate questions and directed problems to trainee into the bright, logical 

and understandable way. 

 To organize and to conduct practical classes in accordance with applicable rules 

and provisions in the workplace. 

 To show advantages of the profession by appealing e.g. to authority in the given 

profession, whether being published of public aspects in the given profession. 

 To organize trainings in the own workroom. 

 To use modern technical means in the own work and the teaching. 

Participants 

Participants of the Train-the-trainer activity included teachers of vocational schools, 

lecturers of  project partners and other vocational education providers, external speak-

ers.  

Duration of the training 

The training is conceptualized to be conducted during a 2-day training session. 
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Implementation and Modules 

The whole training was divided into separate sessions, each one covering specific 

content parts. The presentations were delivered in English, German and Polish by in-

vited speakers and project partners. The two-day training was divided into following 

modules:  

Module I: Initiation  

Module II: Systems of dual vocational training  

 “The essence and benefits of the dual vocational training”  

 “Advantages and disadvantages of dual vocational training”  

 “Preconditions for implementation of dual vocational training. Task of the partners and 

cooperation”  

 “EU experiences in implementing dual vocational training”  

Module III: Curricula and training regulations  

 “Framework curricula and training regulations for dual vocational training”  

 “Training regulations for the in-company training part”  

 “Where and with whom? - dovetailing of school-based and in-company vocational training 

and alternative forms”  

Module IV: Training counselling and registration 

 “Preparation for training, registration and supervision of training contracts”  

 “How to recruit training companies and young apprentices? Training of trainers in com-

panies”  

 “Cooperation with companies during training course”  

Module V: Cooperation with companies 

 "Preparation, registration and supervision of training contracts".  
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 Accompanying advice during the entire training and resolution of conflicts. Possible sanc-

tions“  

Module VI: Implementation of the training  

 “Organizational changes during the training”  

 “Instruments of cooperation. Training network of several companies”  

Module VII: Organisation of examinations  

 “Examination regulations and organisation”  

Module VIII: Pedagogy  

 „Vocational and work pedagogy. Methods, instruments and experience”  

 „Innovative teaching methods in entrepreneurship education“  

Module IX: Completion  

Discussed topics  

 Advantages and disadvantages of dual vocational training   

 Framework curricula for the school education part   

 Training regulations for the in-company training part   

 Dovetailing of school-based and in-company vocational training   

 Training locations: school, company and supra-company training workshop   

 Alternative forms of organisation and implementation  

 Advice before starting the training and aptitude assessments   

 Registration and supervision of training contracts   

 Accompanying advice during the entire training and resolution of conflicts   

 Recruitment of training companies   
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 Training of trainers in companies   

 Helping to recruit young people   

 Cooperation and continuous exchange of experience during the entire train-

ing course   

 Consulting of companies   

 Change of training company   

 Training network of several companies   

 Instruments of cooperation   

 Examination regulations   

 Intermediate tests   

 Final examination   

 Repetition of examinations   

 Examination pedagogy Vocational and work pedagogy   

 Methods, instruments and experience  

Training methods and techniques used included presentation, discussion, case anal-

ysis, team work. At the end of the training the participants and the lecturers completed 

evaluation forms to provide their feedback and help to improve the training in the 

future.  All participants were issued certificates of participation.   
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3.2 | Concept and Curriculum Training B “Technician Training” 

The development and ongoing implementation of the second stage of the Industry 

Competence Centres poses a great challenge to the management and teaching staff of 

the vocational schools. Comprehensive preparations and qualifications for the imple-

mentation of further vocational training, technician and master craftsman training are 

absolutely essential. For this purpose, a second train the trainer programme was devel-

oped, tested, evaluated and implemented within the project. 

Objective  

Qualification of vocational school teachers and lecturers who train persons with 

completed vocational training as technicians using the example of "Construction Tech-

nician".  

Duration of the training  

Two days training  

First day from 09:00 - 18:00 and from 19:00 Dinner and international exchange of 

experiences  

Second day from 09:00 - 16:00/16:30  

Participants  

Vocational school teachers and lecturers  

Within the framework of the project 15 participants: at least 2 persons per partner 

(school teachers, lectures and project managers)  
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3.2.1 | Programme of Training B31 

Module I: Initiation  

 Greetings  

 Objectives and execution of the training  

 Self-presentation of the participants  

 Determination of the participants' previous knowledge  

Module II: Forms of implementation and degrees  

 School implementation  

 Implementation in dual form  

 Graduated as a technician, qualified as a trainer and obtained the technical  

advanced technical college certificate  

 Major points of the training  

 Modifications and combinations with other training courses (e. g. master 

craftsman training)  

Module III: Content Part I „Languages, society and the environment“  

 Foreign language (English)   

 Policy & Society   

 Environment Technics   

 Energy Saving  

 
31 Prepared by Vilniaus statybininkų rengimo centras (VSRC) 
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Module IV: Content Part II „Subject-specific learning content Technology“   

 Building design   

 Building construction         

 Building biology   

 Building innovations  

Module V: Content Part III „Business Administration and Management“  

 Evaluating the competitiveness of companies  

 Preparing, implementing and evaluating start-up and acquisition activities  

 Developing management strategies  

 Business administration and management of the construction industry  

Module VI: Content Part IV „Vocational and occupational education“  

 Review of training requirements and training planning   

 Training preparation and assisting in recruiting prospective trainees  

 Conducting training   

 Completion of training   

Module VII: Organisation of examinations  

 Examination regulations  

 Intermediate tests  

 Final examination  

 Repetition of examinations  

 Examination pedagogy  
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Module VIII: Pedagogy   

 Attracting participants and looking after them  

 Methods, instruments and experience  

Module IX: Completion  

 Materials for everyday use  

 Contacts for assistance  

 Feedback  

Time Schedule 

When?  What?  How?  

1st Day    

09:00 –  

09:30  

Module I: Initiation  

  

Presentation  
Speakers:  

All   

09:30 –  

10:15  

Module II: Forms of implementation and degrees Presentation 
Discussion  
Speakers: 

10:15 –  

11:00  

Module III: Content Part I „Languages, society 
and the environment“  
PRESENTATION 1:  
”Foreign Language – easy and exciting”  
Or  
“How to effectively learn English?”   

Presentation,  
 
Discussion  
  

Speakers:  

11:00 –  

11:30  

Coffee break    

11:30 –  

13:00  

Module III: Content Part I „Languages, society 
and the environment  
PRESENTATION 1:  

Presentation 
 
Discussion   



182 

 

When?  What?  How?  

„Application of Energy Efficiency Contracts in 
Lithuania. Current situation and perspectives“  
Or  
 “Modern construction from pressed hay”  
PRESENTATION 2:  
“Energy efficient buildings”   

  

Speakers: 

13:00 –  

14:00  

Lunch    

14:00 –  
16:00  

Module IV: Content Part II „Subject-specific 
learning content Technology“  
PRESENTATION 1:  
“Innovative personal protective equipment solu-
tions”  
PRESENTATION 2:  
"Building information modeling and management 
of building life cycle"  
Or  
„What building design optimizing opportunities 
does BIM offer?“  
PRESENTATION 3:  
“Innovative ventilation facade insulation system”  
Or  
„Innovative insulation solutions ROCKWOOL 
for renovation of apartment buildings“ 

Or  

“Rockwool digital tools and insulation solutions 
for A+ class buildings”  
Or  
„PAROC safe and high-quality construction and 
modernization solutions“  

Presentation, 
 
Discussion of 
small group work  
  
Speakers:  

16:00 –  
16:30  

Coffee break    
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When?  What?  How?  

16:30 –  
18:00  

Module IV: Content Part II „Subject-specific 
learning content Technology“  
PRESENTATION 1:  
“Innovative technology solutions for problem 
based learning”  

Presentation,  
 
Discussion  
  
Speakers: 

19:00 –  
22:00  

Joint dinner and international exchange of experi-
ences  

  

2nd  

Day  
  

09:00 -  
09:30  

Summary of the first day as well as wishes and 
suggestions for the second day  

Trainer,  
Collection and 
Consulting  

09:30 –  
11:00  

Module V: Content Part III „Business Admin-
istration and Management“  
PRESENTATION 1:  
“Business administration and management of the 
construction industry”  
Schwerin Chambers or Baltic Sea Academy  
PRESENTATION 2:  
“Become your own boss”  
Or  
„Creativity and Effectiveness in Business“  
Ugnius Savickas  
 

Presentation  
 
Discussion of 
small group  
work  
  
Speakers: TBD  

11:00 –  
11:30  

Coffee break    

11:30 –  
13:00  

Module VI: Content Part IV „Vocational and oc-
cupational education“  

Presentation 
Discussion of 
small group work  
 

 PRESENTATION 1:  
“Training planning, organisation and evaluation” 
PRESENTATION 2:  

Presentation 
 
Discussion  
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When?  What?  How?  

“Training preparation and assisting in recruiting 
prospective trainees”  

Speakers:  

13:00 –  
14:00  

Lunch    

09:00 -  
09:30  

Summary of the first day as well as wishes 
and suggestions for the second day  

Trainer,  
 
Collection and  
Consulting  

14:00 –  
14:45  

Module VII: Organisation of examinations  
  
“Examination regulations and examination peda-
gogy” 

Presentation 
 
Discussion  
  
Speakers: 

14:45 –  
15:45  

Module VIII: Pedagogy  
PRESENTATION 1:  
„Effective teaching/learning methods to enhance 
memory and creativity“  
or  
 “Innovative teaching and assessment methods in 
entrepreneurship education”   

Presentation,  
 
Discussion  
  
Speakers: 

15:45 –  
16:15  

Module IX: Completion  Summing up 
Feedback collec-
tion  
Speakers:  
All  
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3.2.2 | Implementation Report for Training B32 

Introduction 

Training B – Teachers Technician Training is an integral part of the project for the 

development and implementation of further training for vocational school teachers.  

It foresees the development of the curriculum for a training of vocational school 

staff and other lecturers offering a two-year training (advanced training) as a technician 

under a dual system.  

Aims and Objectives 

The main aim of the training activity was to provide advanced education for voca-

tional school teachers and prepare them for delivery of dual vocational education. The 

content of the training comprised a set of modules that deal with technical aspects, 

pedagogical and didactic matters in order to provide the participants with the 

knowledge and skills that would be useful in their daily work.  

Participants 

Participants of  the Train-the-trainer activity include teachers of vocational schools, 

lecturers of project partners and other vocational education providers, external speak-

ers. 

Implementation 

The whole training was divided into separate sessions, each one covering specific 

content parts. The presentations were delivered in English, German and Polish by in-

vited speakers and project partners. The two-day training was divided into following 

modules:  

 
32 Prepared by Vilniaus statybininkų rengimo centras (VSRC) 
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Modules covered during the training:  

Module II: Forms of implementation and degrees  

 Major points of the training  

Module III: Content Part A “Interdisciplinary general basics“  

 Effective ways of learning a foreign language  

 Current challenges for society and environment  

Module IV: Content Part B „Subject-specific learning content Technology“  

 Presentation of the curriculum for the part building technology (Methodo-

logical part)  

 Innovative technologies in construction (Practical part): company visit  

Module V: Content Part C „ Interdisciplinary Business Administration and 

Management“  

 Presentation of the curriculum for the business part (Methodological part)  

 How to become successful in business (Practical part)  

Module VI: Content Part D „Interdisciplinary Vocational and occupational 

education“: 

 Presentation of the curriculum for the education part  

Module VII: Organisation of examinations  

 Examination regulations and examination pedagogy  

Module VIII: Pedagogy:  
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 Effective teaching/learning methods to enhance memory and creativity  

 Training planning, organization and evaluation  

 Training methods and techniques used included presentation, discussion, 

case analysis, team work, on-site visit.  

At the end of the training the participants and the lecturers completed the evaluation 

forms to provide their feedback  and help to improve the training in the future.   

3.3 | Evaluation Report and Recommendations 

3.3.1 | Goals and methods of evaluation 

Goals 

As a rule, the evaluation has the following goals:  

 It has to provide objectified knowledge about the progress (quantity and quality) 

of processes.  

 It serves the control of such processes and helps capturing the strong and the 

weak points. Therefore, it is an instrument of quality assurance.  

 It serves the legitimization. In other words, a successful evaluation is an evidence 

of competence of the person responsible for the process being evaluated.  

 Transparency, in order to make a dialogue possible.  

In order to achieve these goals, the evaluation was performed in a process-related 

and summative manner: process-related (also formative, development-related) in order 

to evaluate the quality of the project progress and if necessary, to make changes. The 

summative evaluation or evaluation of results serves the evaluation of the specified 

objectives within the framework of the project, final evaluation of impact and efficiency 

of the project lecturers management, of cooperation and transfer.  
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Methods  

As a rule, it is reasonable to use a combination of qualitative and quantitative instru-

ments for evaluations: “If one wants to ensure the availability of statements concerning 

relevant program conditions and impacts through the framework of mutually reinforc-

ing evidences so the multiple methodical access providers, in general, a more compre-

hensive and informative picture than a monomethodic approach”33:  

Whereas for the analysis of process-related data (program control, execution etc.) 

first of all qualitative survey methods are suitable, for the verification of achievement 

of the goals, of impact and causal assessment quantitative survey and evaluation meth-

ods have to be implemented34. Within the framework of evaluations, the most fre-

quently used methods are:  

 Secondary analysis of available materials  

 Guided interviews  

 Standardized surveys or partly standardized surveys  

 Case studies  

Which methods are selected and implemented in particular depends on the central 

questions of evaluation discussed herein, therefore which goals and tasks are set, who 

performs the evaluation and which research paradigm must be the basis for this?  

Within the framework of the present evaluation the mixed model – consolidation 

model – is implemented. According to the general description it means that first of all 

a quantitative survey/research is performed. The obtained data material is subsequently 

evaluated quantitatively, then it is followed by qualitative research method which is 

aimed at the consolidation of achieved results. So, it provides material for the 

 
33 Brandtstädter, Jochen (1990) Development during the course of life. Approaches and problems of 

lifespan development psychology. In: Mayer, Karl Ulrich (Hg.): Life courses and social transformation 
(special issue of the Cologne magazine for sociology and social psychology. Opladen: Westdeutscher Verlag.). 
34 (Stockmann, Reinhard: Was ist eine gute Evaluation. Saarbrücken: Centrum für Evaluation, 2002. 

(CEval-Arbeitspapiere; 9) 
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interpretation of expected and unexpected effects and illustrates the results of quanti-

tative studies on the basis of case examples.  

Therefore, for the evaluation of the Train the Trainer Courses  

 A Training Teachers Dual Vocational Training  

 B Training Teachers Technicians Training  

Standardized as well as partly standardized surveys were used in the form of written 

questionnaires. Complementary results were achieved by accompanying observations 

of the trainings.  

3.3.2 | Data sources 

The conclusions of the evaluation research will contribute to improve the quality, 

and especially the effectiveness of training, show the limitations of the training model 

and indicate the direction for further activities.  

In the Train-the-trainer courses will take part each at least 15 participants/teachers 

of the project partners.  

The trainings will be set each for two days. The trainings will be completed with a 

qualified participants’ certificate that contains a description of the issues, priorities etc. 

of the training. Train-the-trainer program is targeted for teachers of vocational schools, 

lecturers of project partners and other vocational education providers. The goal is to 

offer this program at vocational schools on a permanent basis, so that teachers get 

qualified for the ongoing independent implementation of courses in all regions.   

Train-the-trainer courses consist of a larger set of modules that deal with technical 

aspects and didactic matters. From this set the modules are demand-driven selected 

and combined to a training session. Doing this way, the training can be carried out 

tailored to the regional conditions and needs of the participants.  
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The scope of the evaluation included the following research questions:  

 Assessment of compliance of training with the expectations of participants. 

 Assessment of the level of satisfaction of trainees. 

 Assessment of the possibilities of implementation of training in different coun-

tries trainees. 

 Determine the impact of training on the growth of professional qualifications and 

job situation and personal development training participants.  

 Responds to the question of how the skills acquired during the training can be 

useful to participants in their daily work. 

As research tool, written questionnaires were used. These studies rely on written 

interviews, in which an important role is played by the written questionnaire. The qual-

ity of a given questionnaire will determine the quality of the data obtained through it. 

The questionnaire is of the nature of impersonal, standard questions, the order of ques-

tions arranged so as to facilitate the development of data. Closed-ended questions give 

answer options, previously developed by the investigator. The subjects shall only 

choose from suggested answers. Responses are selected such that the cover generally 

all the possible solutions that may lead one in relation to the question posed.   

They facilitate the work of the investigator. The anonymity of the survey is a factor 

conducive to honest answers than the face-to-face interview. The study does not re-

quire large research teams, allow you to quickly examine a fairly large community, and 

are also relatively inexpensive. Polls often use units involved in the study of public 

opinion. This type of research is recommended where it is difficult to use other types 

of tests.  

Participants were asked to fill out questionnaires in which they were be able to assess 

the quality of training in its various aspects. The current evaluation is quality control of 

training and the level of satisfaction of its participants. Satisfaction with the course and 

program content classes, and thus the efficiency on the "level of response" is a 
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prerequisite for proper motivation to learn and consequently to high efficiency to the 

next level. The questionnaire is divided into three parts: the first part concerns the 

evaluation of motivation to participate in the training, the second part concerns the 

evaluation of the usefulness of training for the participant, the third part concerns the 

evaluation of the teachers and the organization of training.  

All trainers will be asked to fill out questionnaires in which they will be able to assess 

the quality of training in its various aspects. The questionnaire is divided into four 

themes:  

 Was time length appropriate for the training?  

 How do you evaluate the trainees learning, activity, participation?  

 What else would you suggest?  

 Other remarks  

3.3.3 | Results of the evaluations and summary recommendations 

Course A Training for dual vocational training  

Two thirds of the participants work as teachers in the field of education, the remain-

ing persons are the project workers of all project partners involved.  

Over 90% of the participants stated that the course fully met their expectations and 

the objectives pursued were fully achieved.  The answers to the other questions were 

less positive. 60 - 75% of the participants stated that their competences and knowledge 

had been improved, what they have learned is valuable for their daily work and they 

can implement the training in their countries. For the other participants, this was only 

partially the case. 

The various questions on the assessment of teachers and the organisation of the 

training were answered by around 95% with excellent or good answers. The other 



192 

 

participants criticised in particular the organisation of learning. There were too few 

practical exercises and especially too little time for discussion.   

The evaluations by the participants were largely confirmed by the lecturers. During 

the two-day training, 17 different subject areas were covered by 13 teachers. The teach-

ers assessed the training with the following comments:  

 Trainers: Trainings should be shorter; 11 trainers: The length of the training (2 

days) was good however there was no enough time for intensive group work and 

exchange of experiences and discussions, as well as practice. 

 Less topics  

 The goal of the training was not the presentation of the project outcomes but the 

training of teachers  

 Participants were passive; not many questions and discussion  

 Discussion culture should be improved; Questions often seen as a criticism and 

therefore very long justification, what is not needed  

 Presentations should be more interactive  

 More practise for teachers   

 External trainers should be informed about the background of the participants 

 External trainers should make presentation at the beginning of the trainings not 

as one of the last presentations  

 Participants should arrange better their trip in order to stay till the end of the 

training  

In summary, it can be stated that the training of teachers to implement dual voca-

tional training fulfilled the objectives and expectations to a high degree both from the 

point of view of the participants and the lecturers. At the same time, however, starting 

points for improvements became clear. These include, in particular, a reduction in the 

number of topics and lecturers, more interactive training through group work, practical 
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exercises, etc., and more time for discussion. The moderation of the very complex 

training was particularly helpful and target-oriented.  

Course B Training for Technician training 

Almost all participants stated that the course fully met their expectations, the objec-

tives pursued were fully achieved and the range of topics of the training was correctly 

chosen.75 - 85% of the participants stated that their didactic skills and professional 

competences and knowledge had been significantly improved and that what they had 

learnt was valuable for their daily work. However, only 10 of 15 participants see the 

possibility to implement the training through their organisation in their home country 

and only 7 people believe that they will be able to implement the complete training in 

the future. The other participants only see possibilities of a partial implementation, but 

no person denied these questions.  

The various questions on the assessment of teachers and the organisation of the 

training by the participants were answered by around 95% with excellent or good an-

swers. Only the insufficient time for discussions was criticized in the first place. Ac-

cordingly, suggestions for improvement related to more interactive behaviour and 

more group work.  

The evaluations by the participants were largely confirmed by the lecturers. During 

the two-day training 8 different topics were covered by 8 teachers. The teachers evalu-

ated the training with the following comments:  

 At the beginning participants were passive, with time they became more open and 

explained their point of views; they were cooperative  

 More interactive work and exchange;  

 More group work   

 Good project development progress; Concept and Curriculum extensively de-

scribed and discussed  
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 Low participation and little creativity of attendees  

 Better combine theory with practice  

In summary, it can be stated that the training for the implementation of a technician 

training fulfilled the objectives and expectations to a very high degree from the point 

of view of both the participants and the lecturers. Improvements concern in particular 

stronger interactive design of the training and group work. The moderation of the com-

plex training was very helpful and target-oriented. Particularly positive was the imple-

mentation of the training in a vocational training centre and the associated opportunity 

to visit training workshops, to talk to teachers and to experience what was experienced 

in the training in practice.  

Comparative assessments and recommendations  

Both training courses for VET teachers have met the objectives and expectations to 

a considerable extent. The evaluations of Training B were somewhat more positive 

than those of Training. Training A suffered from too many topics and lecturers as well 

as from the fact that the presentation of the quite pleasing project results in Poland 

dealt with too intensive topics which were not the subject of the training.   

The following recommendations are summarised for the design of the curricula and 

future implementation of the training courses.  

 The developed curricula have proved their worth and should be used consistently. 

Any overload with "foreign" topics (e.g. project results) must be avoided. About 

75% of the training should deal with questions of content (e.g. modules of tech-

nician training or basic elements of dual training) and about 25% with basic ped-

agogical questions.  

 The involvement of practitioners (e.g. representatives of training SMEs) is very 

positive. However, they should be involved in the corresponding content modules 

and encouraged to concentrate on the respective topic and to limit general re-

marks to a minimum.  
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 The participants should formulate their experience background and their expec-

tations of the training in a short questionnaire in good time before the training. 

All instructors must receive these answers so that they can better adapt and pre-

pare for the participants  

 Target groups that are as homogeneous as possible increase learning success. 

Therefore, Training A should primarily be attended by teachers from vocational 

schools and Training B by teachers from vocational schools and other vocational 

education and training institutions as well as universities.  

 At the beginning of the training, icebreakers, creativity exercises etc. should be 

used, which open and promote a constructive discussion culture.  

 Important for successful implementation are interactive designs, group work, 

short role plays, concrete practical examples, etc. Sufficient time for discussions 

should be planned for each module.  

 In any case, the training must comprise two full days with a total of 16 hours. In 

order to better combine theory and practice, the arrival and departure days should 

be used for exchanges with practitioners and visits (e.g. visits to training compa-

nies and teaching workshops).   

 Each training should be evaluated and lead to an ongoing improvement process.  

 It is recommended that each participant receive a certificate of attendance at the 

end of the training.  

 The opportunities for intensive use of training in all countries and regions must 

be improved. During the trials in Vilnius and Gdansk, the possibilities were rated 

comparably low, because almost half of the participants feel overwhelmed by their 

own performance, especially because they lack their own qualified teachers. Future 

implementations in the regions concerned should therefore be carried out in co-

operation with universities which have relevant experience, knowledge and quali-

fied lecturers. In addition, a pool of lecturers should be set up, which will initially 
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be formed from the teachers of the trials in Vilnius and Gdansk and continuously 

supplemented and expanded. 
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4 | Curricula for the training of trainers in SMEs 

A particular obstacle in countries with predominantly school-based vocational train-

ing is that companies have little experience and often lack employed qualified training 

personnel. In order to eliminate this bottleneck, "training of in-company instructors" 

should be conducted in as many companies as possible before the dual vocational train-

ing system is introduced - and continuously thereafter - in order to train and prepare 

in-company instructors optimally for its implementation. 

In some partner countries, access to in-company vocational training is tied to bind-

ing regulations. Among other things, a person with recognised trainer aptitude must be 

available in the company. However, these requirements vary from one country to an-

other. While Latvia, for example, requires a comprehensive qualification, this can be 

achieved with less effort in Poland. In order to meet the different national conditions, 

two different programmes for the training of trainers in companies have been devel-

oped within the project and tested, evaluated and implemented in different countries. 

These programmes can be used by companies to improve communication, cooperation 

and work processes even independently of the participation in dual vocational educa-

tion. 

4.1 | Curricula for the Training of Trainers in SMEs 

4.1.1 | Curriculum A35 

The term of pedagogy 

Pedagogy – What is it? 

 Science of teaching and learning. 

 
35 Prepared by the Latvian Chamber of Crafts 
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 Science of upbringing and self-education. 

 Teaching and upbringing process practice. 

Pedagogy – Why is it for me? 

 The master must teach the apprentice: 

o to be a crafts professional. 

o to be a crafts enthusiast. 

 The master needs to teach and educate the client: 

o to be a user of the product of the master’s work. 

o to be an appraiser of the unique product. 

Pedagogy – is it universal? 
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Vocational Pedagogy 

 The term of vocational pedagogy. 

 Work environment-based vocational training. 

 Vocational training goals and objectives. 

 Regulations. 

Education – Good or bad? 

Education is the process, by which a person acquires knowledge, skills and atti-

tude, which they individually need to be able to solve the problems of their life 

without violating the norms defined by the society. 

Pedagogical Processes 

 

 

 

 

 

   
  

Teaching  
process 

(didatics) 
 

Upringing process 
(upbringing theory) 

Pedagogical 
process 
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Learning Process 

 

 

 

 

   

 

 

Study process in the enterprise 

The enterprises applicability for the training 

 Determining whether the company is suitable for the implementation of 

vocational training. 

 Goals and tasks of vocational training. 

 Legal regulations of education. 

 The granting and cancellation of the training organization permit. 

The planning and managing of vocational training in the enterprise 

 Requirements for dual education system: structure, areas of responsibility, 

competences and control. 

 Cabinet of Ministers regulations on posts in which the professional activities 

of a person are considered to be craft (a list of crafts). 

 Required documentation for organization of training. 

 The functions and tasks of the employee involved in the training. 

Teaching Learning 

Learning  
Process 
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 Preparation of the curriculum. 

Selection and approval of the trainees for the given profession 

 The candidates’ application options. 

 Criteria for selecting candidates. 

 Candidate selection procedure. 

Concluding the training contract 

 Legal basis. 

 Content of the training agreement. 

 Rights and duties of educators and trainees. 

 Apprenticeship registration. 

 Legal possibilities of terminating a study agreement. 

 Determination and evaluation of the probation period. 

Implementation of vocational training in the enterprise within the framework 

of business processes  

 The methodological concept of vocational training is focused on order ful-

filment and business processes. 

 Choosing appropriate work tasks and involving the trainee. 

 Acceptance and execution of study/work orders. 

The study process is described by: 

 Deliberately organized direct teaching and learning. 
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 Learning new information by close interaction between the teacher and the 

student. 

 Developing skills and abilities by improving the students’ knowledge. 

 

Structure of the study process 

 

 
 

 
 

 
 

 
 

Learning 

Learning the subject (ideas are formed). 

Understanding the teaching material (concepts are formed, the nature of things and 

phenomena and their interconnections are revealed). 

Memorizing the knowledge. 

Learning objective 

(leading component) 

Study  

content 

Teaching methods, forms of or-

ganization 

Study outcome  

and its analysis 
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Using the knowledge in practice. 

 

Memorization without understanding – warehouse of facts. 

Understanding without memorization - empty brainstorming. 
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Teaching and learning 

Teaching is giving the knowledge that is in-

cluded in certain subjects. Students are told 

about theories, problem-solving methods. 

Learning involves gaining 

knowledge from real problem solv-

ing, creatively reworking infor-

mation. 

 
Teaching  means to focus on the inputs 

of the learning process, that is, what the 

teacher gives to the students. 

Learning means focusing on what the 

student gains and how useful it is to 

them. 
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The teaching process reflects the teach-

er's view of phenomena or processes 

 

Students’ view is formed in the learning 

process 

 

 

Individual learning styles  

 Activists – «you can try everything at least once», act first and think after, new 

experience creates joy.  

 Thinkers – cautious, thoroughly thinking before deciding, collects data from both 

the source and other people. 

 Theorists – thinking about the problem in a logical way, step by step, trying to put 

everything into rational schemes, avoiding subjectivity. 

 Pragmatics – try ideas, theories, assumptions to see if they work in practice; if 

knowledge, skills and abilities work, then they are accepted. 

 Identify your learning style with a questionnaire! 

Learning Principles 

 Purposefulness principle. 

 The principle of science and comprehensibility. 

 Systematicity and consistency principle. 
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 Connecting learning with life, practice. 

 Principle of reflection of teaching and development; 

of theoretical thinking. 

 A positive emotional background in teaching. 

 Directions for self-education. 

 Harmonization of different forms of learning;  

depending on learning objectives, content and methods. 

 Persistence of learning outcome. 

Characteristics of the educators‘ competences 
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Academic Knowledge 

 

Professional skills 
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Social skills 

 
 

                   
 

 

 

 

 

 

 
  

Social skills 

Communicative 

Verbal Non-verbal Organizational 

Co-operation with 

colleagues 

Co-operation with 

the social partners 
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Structure of professional capacity 

 

 

 

                   

 
 

 

 

 

 

 

 

 

 

 

Professional / crafts spe-
cific 

Generally accepted /  
all occupations 

Quality 
 

Knowledge, 

skills 

Ability to 

solve problems 

Responsibil-

ity 

Ability to act 

accordingly 

 

Habits Standards / norms Values 

Professional competence 

 

Social  
competence 

Methods of 
competence 

 

Professional  
experience 
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Methods 

A method is a planned and effective way for a master and apprentice to work to-

gether to achieve goals. 

Classification of Methods 

 

Explanatory and illustrative 

 

 

Reproductive 

 

 

Presentation of problems 

 

 

Heuristics method: 

Watch, compare, conclude! 
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Research methods 

 

 
 Shifting attention from searching the right answer to the skill to solve prob-

lems, because in real life very often there are no correct and incorrect an-

swers. 

 A person obtains the result that they can achieve by applying certain types 

of problem solving. 

Teaching methods appropriate for educational purposes 

Educational goal Teaching method 

Knowledge 

 Classical lecture 
 Book reading 
 Watching videos 

Understanding 

 Group discussion 
 Guided self-discovery 
 Demonstration 

Application 

 Exercises and tasks 
 Problem solving 
 Questions and new challenges 
 Discussions 
 Computer simulation 
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Integration 

 Independent tasks 
 Research projects 
 Traineeships in companies 
 Group work 

The forms of pedagogical process organization 

Teaching forms 

Theoretical training Practical training 

 Lesson 
 Seminar 
 Consultation 
 Laboratory lesson 
 Additional lesson 
 Test 
 Examination 

 Vocational training lesson 
 Vocational training practice 
 Qualification exam 

 

Out of class activities 

 

By specialization By interest 

 Professional hobby groups 
 Scientific and technical circles 
 Unions   
 and others 

 

 Subject circles 
 Applied creative activity groups 
 Interest clubs 
 Artistic amateur clubs 
 Sports sections 
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Self-education forms 

 working according to interests; 

 independent acquisition of scientific and artistic skills; 

 independent creative activity; 

 observation of surroundings. 

Learning aid 

Material objects 

 Training equipment, tools 
 Training manufacturing devices 
 Demonstration equipment 
 Technical teaching aids 

Sign system 

 Textbooks and methodical 
teaching aids 

 Didactic material 
 Task cards 
 Instruction cards 
 Support synopsis 
 Workbooks 

Activity logic regulators 

Theoretical level 

1. Principles 
2. Regulations 
3. Methods 
4. Teaching methodology 

Empirical level 

1. Activities 
2. Operations 
3. Teaching operation methodol-

ogy 
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Control function of learning outcomes 

 informative - information on progress; 

 educational - In the process of evaluation, knowledge and skills are strength-

ened; 

 upbringing - leads the student to work systematically, promotes responsibility; 

 regulatory - the evaluation results in adjustments in the study process. 

Cognitive performance evaluation functions 

 informative - the student gets information about his level of learning and the 
quality of teaching work; 

 upbringing- positive learning achievements, obvious progress lead to better 
self-esteem; 

 incentive - objective assessment motivates future activity. 

B. Blūma’s Taxonomy in assessment of learning outcomes 

Knowledge remember, recognize, define... 

Comprehension transform, explain, discover connections 

Usage generalize, organize, ... 

Analysis compare, compare, group, classify... 

Synthesis create, construct, formulate... 

Evaluation judge, argue, conclude... 
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Lesson planning 

 Subject 

 Goals: 

o Educational 

o Developing 

o Socializing 

 Knowledge, skills and abilities to be acquired. 

 Course progress 

Stage Time Content Methods 

Introduction 4 min. 

Theme topicality, usefulness, 

place among other 

knowledge, skills 

Outline 

New material 
25 

min. 

Didactic conditions of lesson 

planning 

Lecture 

Demonstration 

Confirmation 
11 

min. 

Creating  a lesson plan in 

groups of four 

Group work 

Discussion 

Evaluation 
20 

min. 
Presentations Demonstration 

Closing 5 min. 

Lesson summary, individual 

assignments, theme for the 

next lesson 

Outline 
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Learning activity management 

The lesson organization must comply with the following conditions: 

 When starting a class, the instructor must be precise about what issues will 

be outlined and what form of control will be implemented. 

 The instructor introduces how the lesson will be structured (first presenta-

tion, then practical exercises with tasks, etc.). 

 When describing the topic, it is necessary to indicate which knowledge and 

theoretical skills will be supplemented in practical classes, thus actualizing 

the practical significance of theoretical knowledge. 

 At the end of the lesson, the teacher introduces the task of independent 

work and makes a summary of the issues discussed in the lesson. 

 To conclude it has to be said what will be reviewed in the next lesson, thus 

creating a transition to the new material. 

 

Types of ability 

 

 

  

Linguistic Logical mathematical 

Spatial Body-kinetic 

Musical 

Interpersonal Intrapersonal 
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Basic features of the adult learning process 

 The result of the training is optimal if the trainer is specially trained for working 

with adults and knows: 

o adult cognitive process differences. 

o previous adult learning experience. 

o learning motives. 

o forms and methods of adult learning. 

o adult control and self-control methodology. 

 The adult learning process is successful if the learners themselves are involved 

in the planning and structuring of the learning process and in the development 

of approaches. 

 The training process is much more successful if the learner's personal experience 

is respected and used. 

 The successful outcome of an adult education depends on the motivation for 

learning. 

Motivation  

 The desire to fully acquire theoretical knowledge and skills necessary for the 

achievement of their individual professional or interest objectives. 

 The desire to acquire a document confirming the completion of a course or ed-

ucation program. 

 The desire to acquire a document confirming the education acquisition to ensure 

successful competition when offering themselves on the labour market. 
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 The place of work requires the applicant to obtain the qualification in question 

in order to be able to use him more widely for the performance of their profes-

sional duties. 

 Family members delegate learners to acquire new knowledge and skills in order 

to improve the family's social status or functional quality. 

Student types 

Diligent students who want to perfectly acquire the necessary knowledge, skills and 

abilities, actively participating in the study process in both theoretical and practical 

training sessions. 

The negatives are those trainees who are never satisfied, who are sceptical of any re-

quirements. It seems to them that the theoretical conditions to be pursued in the 

field of professional activity are often illogical and restrictive of the person's pro-

fessional discretion, adherence to these conditions only impedes the creation and 

development of a creative approach in the field of study. 

Impulsive learners are those whose main manifestation is frequent change of mood, 

as well as spontaneous and unpredictable action. They are usually emotional and 

active in the learning process. Trying to learn all the new and interesting things 

which does not cause learning difficulties. In practical classes, they accurately per-

form their assigned tasks until they have to deal with a more extreme situation. 

The optimistic type create aa positive relationship with the teaching staff in the learn-

ing process, their main goal is to maintain good relationships with members of the 

group and training staff. The content of the teaching does not cause hardships for 

them, because they believe that everything you need to learn is necessary for the 

success of your further self-expression. They try to see and understand the rational 

elements in the theory and practice, that they believe can best help you to feel suc-

cessful and safe, by completing certain professional tasks independently. 
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Risky learners are specific types of character, their most important goal is to prove 

themselves in risky situations. When they interact with teachers they try to create a 

rational relationship, but always try to dominate the conversation with their ideas, 

previous adventures, which may also be exaggerated. Teaching staff should objec-

tively evaluate the expressions of these people and strive to increase their self-criti-

cism and self-confidence limits. 

Uncertain learners are those who are unable to objectively assess their abilities, skills 

and knowledge. Their self-esteem is lowered in any area. These people are usually 

monotonous both in work and in training, they do not express their opinion 

loudly, fearing to look less knowledgeable or powerful. Teachers of theoretical sub-

jects must pay particular attention to analysing and evaluating the learning out-

comes of these people in the training process, emphasizing their success and en-

couraging them to continue their learning process. 

Pedagogical activity direction 

 

Learning outcomes  

Remember! 

 An adult person perceives a rating very personally, therefore the instructor 

should be reminded that it’s the product of the course worker that has to 

be evaluated; 

 Adult training evaluates what a person has learned, not vice versa; 

Organizational Orientation to the discipline 

Communication Motivation for recognition 

Intelligence 
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 Before evaluating it is necessary to clarify what will be taken into account 

(to be considered); 

 Individual ratings are not published in the group, but provided to each stu-

dent individually; 

 Mistakes have to be discussed in cases when most students make them, not 

naming particular names of students. 

Upbringing 

 Targeted impact of adult generation on the younger generation. 

 Targeted sharing of the older generation’s knowledge, experience and atti-

tude towards the younger generation and the creation of its’ experience. 

Socialization process 

Level Components 

1. Society 
Economic, social, political, cultural 

structure 

2. Institutions 
Companies, mass media, school, univer-

sity, army, church 

3. Activities 

Child-parent relationship, school learn-

ing process, peer communication, rela-

tionships between friends and relatives 

4. Subject 

Experiential models, attitudes, 

knowledge, emotional structures, cogni-

tive abilities 
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The regularities of human development, their observance in the upbringing 

process 

Basic social needs: 

 To be accepted and wanted. 

 For parents to notice the child. 

 Need for identification. 

 The need to be included in a conflict-free community. 

 Requirements for adequate training. 

 Accepted and involved in the peer community. 

 The need to engage in adult life according to own strengths. 

Categorical qualities: 

 trust – primordial distrust; 

 autonomy – shame, doubt; 

 initiative – guilt; 

 success – feeling of inferiority; 

 identity – role diffusion; 

 intimacy – insulation; 

 creativity, productivity – stagnation; 

 «I» integrity – hopelessness. 

Causes of intergenerational conflicts 

 There is no unambiguous definition of the transition of a child to an adult. 
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 The actions of the adult generation is not clearly understandable to the stu-

dents. 

 The change in family structure (values) is much slower than in society. 

 The conflict of the new generation’s roles in society. 

 Disharmony of adaptation and forced behaviour with the young person’s 

personal identity. 

 The new generation is not a single social structure. 

 Conflict of the social environment. 

Timetable 

Curriculum for the trainers of trainers in SME 

Nr. Theme Theory Practice 

1.  Vocational pedagogy concept. Work-based profes-

sional education. Legislation of vocational education. 

4 2 

2. Determining the suitability for implementing voca-

tional education in the company. 

2 2 

3. Planning and implementing vocational training in the 

company.  Creating the training programs. 

8 4 

4. Selecting the students and determining their suitabil-

ity for the chosen profession. 

4 2 

5. Creating a motivational learning environment, appro-

priate training material and tasks. 

6 4 

6. Coordinating teaching methods, materials and forms 

of organizing 

20 6 



 

223 

 

7. Teaching differentiation and individualization. 4 2 

8. Evaluation of learning achievements. Evaluation 

functions and methods. Quantitative and qualitative 

evaluation. 

6 4 

9. Organizing and implementing final examinations of 

the vocational training. Cooperation with social part-

ners in the final examinations. 

4 2 

10. Developing the personality of the vocational educa-

tion students. 

8 6 

 Altogether (hours): 66 34 

4.1.2 | Curriculum B36 

Objectives of the course 

The shortage of skilled workers is on everyone's lips. Vocational training is an im-

portant tool to ensure the generation of skilled workers in their own companies. The 

task for instructors is to technically and pedagogically competent involve the youth in 

the operating and economic environment and to professionally qualify them. The train-

the-trainer program provides the necessary knowledge to successfully passing the 

trainer aptitude examination and for operational practice.  

Training for trainers is great importance for the commercial development also inde-

pendent of a company training. The teaching of management and manual skills of vo-

cational and occupational education strengthens fundamentally innovation, competi-

tiveness and productivity in the company. In order to implement a dual system of 

 
36 Prepared by the Hanseatic Institute for Support of Small and Medium Enterprises, Gdansk 
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vocational training, it is critical that exist in the company people with appropriate edu-

cational qualifications. This is achieved with this course in SMEs. The realization of the 

course therefore aims to prepare for the introduction of dual education systems in 

SMEs. Thus employees receive targeted competencies to vocational training for young 

people and SMEs are well prepared for their tasks as training partners in the dual sys-

tem.  

The training on the current Ordinance on Trainer Aptitude (AEVO) includes the 

following four areas of action: training requirements and plan training, preparing of 

training and assist in the recruitment of apprentices, perform of training and complet-

ing of training.  

Participants in the course will be prepared to:  

 Independent planning and the training organization with trainees according to 

principles of psychology and pedagogy. 

 Competent preparing of trainees for the productive work based learning training 

and cooperating in the team. 

 Getting to know and adapting requirements and manners of the work to their 

possibility, the possessed knowledge and a skill. 

 To correctly announcing oneself with trainees. 

 Applying methods of the work developing the activity and the self-reliance of 

trainees. 

 To do a selection of tasks, forms and methods of the work supporting the further 

professional development. 

 Competent acquainting trainees with the organization of a workstation. 

 To plan of implementing to the work pursuant to applicable regulations in keeping 

order, discipline, health and safety at work. 
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 Motivate trainees to the knowledge exploitation and the ability in implementing 

innovative solutions on-the-fly. 

 To teach educators the given profession according to the program documentation 

being in force in the given profession. 

 To shape appropriate attitudes towards the work and the process and products of 

the work. 

 To formulate questions and directed problems for trainees in a bright, logical and 

understandable way. 

 To organize and to conduct practical classes in accordance with applicable rules 

and provisions at the workplace. 

 To show advantages of the profession by appealing e.g. to authority in the given 

profession, whether being published of public aspects in the given profession. 

 To organize training positions in the own workroom. 

 To use modern technical means during work and teaching. 

 To improve professional skills and to modernize the workroom.  

Requirements for participants in the course 

The practical education in the enterprises can lead: 

 The employer, for whom teaching and education with pupils or juveniles consti-

tutes the basic job and is being made in week's hours predicted for teachers. 

 The employer or employees appointed by them for which the teaching and edu-

cation work with pupils or juveniles doesn't constitute the basic job or is made in 

week's hours lower than predicted for teachers, in frames of week's working hours 

applying to them, hereinafter referred to with "instructors of the practical learning 

of the profession". 
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 Instructors of the practical learning of the profession, should have qualifications 

required from teachers, determined in provisions on detailed qualifications re-

quired from teachers and determining schools and accidents, which it is possible 

to employ not-having teachers of the higher education or the left unit of the 

teacher education in. 

 Instructors of the practical learning of the profession, should have at least the title 

of the champion in the profession which they will be teaching, or in the profession 

falling within the scope of the profession which they will be teaching or pedagogic 

arrangements required from teachers or the completed course and: 

 The certificate of leaving the technical vocational school, supplementing the tech-

nical vocational school or the equal school or the certificate of leaving a vocational 

college or the diploma of leaving the college or college and professional title in 

the profession which they will be teaching, or in the similar profession for the 

profession which they will be teaching, and to say the least three-year work expe-

rience in the profession which they will be teaching, or 

 The certificate of leaving the vocational secondary school and the title of the 

skilled labour or equal in the profession which they will be teaching, and to say 

the least four-year work experience purchased in this profession after obtaining 

the professional title, or certificate of leaving comprehensive secondary school, 

technical secondary school, profiled secondary school, supplementing compre-

hensive secondary school, technical vocational school and the supplementing 

technical vocational school, educating in other profession than the one which they 

will be teaching, or of average professional school and title of the skilled labour 

or equal in the profession which they will be teaching, and to say the least six-year-

old work experience purchased in this profession after obtaining the professional 

title, or diploma of obtaining a university degree on direction (specialities) appro-

priate for disappointment which they will be teaching, and the to say the least 

three-year work experience purchased in this profession after receiving diploma 
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or the diploma of obtaining a university degree on other specialties and to say the 

least six-year-old work experience in the profession which they will be teaching. 

General curriculum of the train the trainer program in SMEs 

The course includes issues from the field of psychology, pedagogy, methodology of 

teaching and popularizing the cooperation. The majority of classes are held in the form 

of exercises, in the course of which listeners are solving diverse problems based on the 

theoretical knowledge get route of lectures, own experience, literature and hints of driv-

ers. It allow for adapting its work to happening changes in the industry and the voca-

tional education. 

Field 

of action 

1 

Train-

ing re-

quire-

ments 

and plan 

training 

 

 

 Represent the advantages and benefits of company training and 

to be able to justify. 

 Assist in the planning and decision making with regard to the 

operational training needs based on the law, collective agree-

ments and operational framework. 

 The structures of the VET system and its interfaces represent. 

 Apprenticeships for the operation to select and justify this. 

 The qualification of the company for the training in the targeted 

professional training as well as to consider whether and to what 

extent training content through measures outside the training 

premises, in particular training in association, inter-company 

and external training, can be taught. 

 The possibilities of using preparatory to the professional train-

ing measures to assess. 

 During operation match the responsibilities of the training par-

ticipants, taking into account their functions and qualifications. 
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Field 

of action 

2 

Pre-

paring of 

training 

and assist 

in the re-

cruitment 

of ap-

prentices 

 

 Create on the basis of training regulations a company training 

plan, which is geared particularly toward professional typical 

work and business processes. 

 The possibilities for interactivity and participation to take ac-

count of employees' representations in VET. 

 The need for cooperation to identify and in content and organ-

ization with the cooperation partners, in particular the voca-

tional school, tune. 

 Criteria and procedures for selecting trainees to apply taking 

into account their diversity. 

 Prepare the vocational training contract and cause the registra-

tion of the contract with the competent body. 

 The possibilities to consider whether parts of the training can 

be carried out abroad. 

Field 

of action 

3 

Per-

form of 

training 

 

 Create conditions conducive to learning and a motivating learn-

ing culture, to provide feedback and to receive. 

 The trial period to organize, make and evaluate. 

 To develop from the company training plan and the typical pro-

fessional work and business processes company learning and 

work tasks and shape. 

 Training methods and media target groups selected and situa-

tion-specific use. 

 Apprentices to assist them in learning difficulties through indi-

vidual design of training and learning advice to use training sup-

port aids if necessary and the possibility to extend the training 

period to examine. 
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 Trainees to make additional training opportunities, in particular 

in the form of additional qualifications, and the possibility of 

shortening the length of training and to consider the premature 

admission to the final examination. 

 To recognize the social and personal development of students 

to promote, problems and conflicts in good time and to work 

towards a solution. 

 Determine services and evaluate performance appraisals, evalu-

ate third parties and examination results to lead assessment in-

terviews and to draw conclusions for the further training 

course. 

 To promote intercultural competence. 

Field 

of action 

4 

Com-

pleting of 

training 

 

 Apprentices on the contract or trade test preparation, taking 

into account the exam dates and the training to lead to a suc-

cessful conclusion. 

 For registration of trainees to provide for audits by the compe-

tent body and these draw attention to implementing relevant 

particularities. 

 Contribute to the creation of a written testimony on the basis 

of performance appraisals. 

 To inform trainees about occupational development paths and 

vocational training opportunities and advice. 
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4.2 |  Implementation of Train the Trainer in SMEs in Latvia37 

The training took place from the 02.11.2018. till the 14.12.2018 in Riga. 

The „Train the Trainers in SMEs” curriculum was prepared taking into account the 

recommendations developed by the project partners, the work on the Master BSR pro-

ject, as well as the personal experience of the lecturer. 

An educator with whom the Latvian Chamber of Crafts has developed long-term 

cooperation was invited for the preparation and implementation of the curriculum. 

As a result, a training program of 100 hours was prepared. 20 participants took part 

in the training, all successfully completing the program. All participants were represent-

atives of Latvian Chamber of Crafts’ craft companies. 

Participants sector:  

 10 participants – construction crafts group (carpenters, roofers, painters, 

stone-cutters, tinsmiths) 

 3 participants – metalworking crafts group (blacksmiths); 

 5 participants – woodworking crafts group (carpenters); 

 2 participants – various crafts (photographers). 

Considering that 85 - 90% of the members of the Latvian Chamber of Crafts are 

men, this training was no exception: 1 out of 20 participants was a woman. 

Age of participants: 

 age group 25 – 34 years: 5 participants 

 age group 35 – 44 years: 3 participants 

 age group 45 – 54 years: 12 participants 

 
37 Prepared by Latvijas Amatniecibas kamera 
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This data shows the real situation of Latvian Chamber of Crafts, that people with 

work experience are the most active. 

Practically all participants are master craftsmen: 20 of the 18 participants are master 

craftsmen, 1 journeyman, 1 is not qualified, but has a lot of work experience and the 

quality of the work is equal to the master qualification. 

Companies are mostly either individual or micro. On the question of the position in 

the company, all participants in the training responded according to how they were 

registered Register of Enterprises of Latvia: 

Position in the company: 

 Director – 7 participants; 

 Business manager – 5 participants; 

 Member of the Board – 8 participants 

At the end of the training, all participants received a Latvian Chamber of Crafts 

certificate for completing a 100-hour training program. It is stated in the certificate that 

the graduate has completed a 100-hour training program within EU funded project 

“ICC4VET” and is a competent practice training supervisor in crafts enterprises / 

small and medium-sized enterprises. 

As a result of the training, the participants are able to: 

 Train trainees/apprentices in the company. 

 Prepare a trainee/apprenticeship program and a training plan for the company. 

 Set criteria and procedures for the selection of trainees/apprentices. 

 Cooperate with vocational schools in case the trainee is a vocational school 

student, to be able to agree on study periods. 

 Prepare a study agreement, to enter into an agreement with a trainee/appren-

tice and the vocational school if the trainee is studying. 
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 Register a training contract in the Chamber of Crafts. 

The prepared and adapted training program “Trainer the Trainers in SMEs” will be 

implemented by the Latvian Chamber of Crafts in the newly established Master School. 

4.3 | Evaluation Concept for Tests „Train the Trainers in SMEs“38 

4.3.1 | The aim of the evaluation 

The general aim of the study is to evaluate the effectiveness of training „Train the 

Trainer in SMEs“ realized within the Project “Establishment of two-stage industry 

competence centres of vocational education and training”(ICC4VET) (Work based 

Learning).  The conclusions of the evaluation research will contribute to improve the 

quality, and especially the effectiveness of training, show the limitations of the training 

model and indicate the direction for further activities.  

A training management cycle can be divided into three major steps: planning, im-

plementation and evaluation. The evaluation is the final step of the training management 

cycle. Evaluation of training is one of the main components of a training programme. 

The results of the training evaluation are reflected in the next phase of training planning 

to improve future training programs. It does not only provide the trainer with useful 

information in order to further improve the training course, but also creates an impres-

sion of completeness. 

What is an Evaluation? 

Several definitions of evaluation have been offered, and the following are some of 

those most commonly used: An evaluation is the systematic and objective assessment 

of an ongoing or completed project, program or policy, its design, implementation and 

 
38 Prepared by Võru County Vocational Training Centre 
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results. The aim is to determine the relevance and fulfilment of objectives, development 

efficiency, effectiveness, impact and sustainability.39 

A program evaluation is the systematic collection of information about the activities, 

characteristics, and outcomes of programs to make judgments about the program, im-

prove program effectiveness, and/or inform decisions about future programming.40 

There are many different types of evaluations depending on the object being evalu-

ated and the purpose of the evaluation.  

Perhaps the most important basic distinction in evaluation types is that between 

formative and summative evaluation. Formative evaluations strengthen or improve the ob-

ject being evaluated - they help form it by examining the delivery of the program or 

technology, the quality of its implementation, and the assessment of the organizational 

context, personnel, procedures, inputs, and so on. Summative evaluations, in contrast, 

examine the effects or outcomes of some object - they summarize it by describing what 

happens subsequent to delivery of the program or technology; assessing whether the 

object can be said to have caused the outcome; determining the overall impact of the 

causal factor beyond only the immediate target outcomes; and, estimating the relative 

costs associated with the object. 

Formative evaluation includes several evaluation types: 

 Needs assessment determines who needs the program, how great the need is, and 

what might work to meet the need. 

 Evaluability assessment determines whether an evaluation is feasible and how stake-

holders can help shape its usefulness. 

 Structured conceptualization helps stakeholders define the program or technology, the 

target population, and the possible outcomes. 

 
39 Glossary of Key Terms in Evaluation and Results Based Management 
40 Patton, M.Q. (1997). Utilization-focused Evaluation: The New Century Text (3rd ed.). Thousand 

Oaks, CA: Sage. 
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 Implementation evaluation monitors the fidelity of the program or technology deliv-

ery. 

 Process evaluation investigates the process of delivering the program or technology, 

including alternative delivery procedures. 

Summative evaluation can also be subdivided: 

 Outcome evaluations investigate whether the program or technology caused demon-

strable effects on specifically defined target outcomes. 

 Impact evaluation is broader and assesses the overall or net effects -- intended or 

unintended -- of the program or technology as a whole. 

 Cost-effectiveness and cost-benefit analysis address questions of efficiency by standardiz-

ing outcomes in terms of their dollar costs and values secondary analysis re-exam-

ines existing data to address new questions or use methods not previously em-

ployed. 

 Meta-analysis integrates the outcome estimates from multiple studies to arrive at an 

overall or summary judgement on an evaluation question.41 

  

 
41 Patton, M.Q. (1997). Utilization-focused Evaluation: The New Century Text (3rd ed.). Thousand 

Oaks, CA: Sage.) 
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4.3.2 | Five steps of training evaluation 

The processes of training evaluation can be divided into five steps: identify purposes 

of evaluation; select evaluation methods; design evaluation tools, collect data; and ana-

lyse and report results. 

Step 1: Identify Purposes of Evaluation  

Before developing evaluation systems, the purposes of evaluation must be deter-

mined. These will affect the types of data and the data collection methods. The most 

common reason for evaluating training programs may be to determine the effectiveness 

of training programs in order to improve future programs. Evaluation can help us learn 

from experience of past training programs. For example, we may want to know which 

parts of the training were successful and which not, or whether the approach to the 

training should be changed. We can use these lessons learned to improve plans for 

future training programs. 

The following purposes of evaluating training programs are: 

 To determine whether the objectives of the training were achieved. 

 To see how the knowledge and skills learned in the training are put into practice. 

 To assess the results and impacts of the training programs. 

 To assess the effectiveness of the training programs. 

 To assess whether the training programs were properly implemented. 

 To identify the strengths and weaknesses of the training programs. 

 To assess whether the training programs were suitable in terms of the training 

contents, timing, participants and other aspects. 

 To find problems of the training programs and solutions for improvement. 

Step 2: Select Evaluation Method 
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One of the most commonly used methods for evaluating training programs is the 

four levels of evaluation by D. L. Kirkpatrick. According to his concept, capacity de-

velopment is realized by the four sequential steps:  

1. Reaction - evaluation on this level measures how participants react to the training 

program. It is important to get a positive reaction. Although a positive reaction 

may not ensure learning, if participants do not react favourably, they probably will 

not be motivated to learn. 

2. Learning - evaluation on this level measures the extent to which participants 

change attitudes, improve knowledge, and/or increase skills as a result of attend-

ing the training program. One or more of these changes must take place if a 

change in behaviour is to happen. 

3. Behaviour - evaluation on this level measures the extent to which change in par-

ticipants’ behaviour has occurred because of attending the training program. In 

order for change to take place, four conditions are necessary: 

 The person must have a desire to change. 

 The person must know what to do and how to do it. 

 The person must work in the right climate. 

 The person must be rewarded for changing. 

4. Results - evaluation on this level measures the final results that occurred because 

the participants attended the training program. Examples of the final results in-

clude increased production, improved quality and decreased costs. It is important 

to recognize that these results are the reason for having some training programs.42 

  

 
42 Kirkpatrick (2006) Evaluating Training Programs 
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Step 3: Design Evaluation Tools 

Various evaluation tools can be selected depending on the purposes and methods of 

evaluation: 

 Questionnaires 

 Surveys 

 Tests 

 Interviews 

 Focus group discussions 

 Observations 

 Performance records 

For the Train the Trainer in SMEs training evaluation the written questionnaire and 

the interview are used.  

The questionnaire is probably the most common form of evaluating training programs 

to evaluate the reactions of training participants. Questionnaires can be developed 

through five steps:  

Step 1: Determine what you want to find out 

The following are some common types of information we may want to ask participants.  

 Contents: Was the content appropriate?  

 Materials: Were the materials useful?  

 Teaching method: Was the teaching method appropriate?  

 Trainer/Facilitator: Was the trainer/facilitator effective?  

 Motivation to learn: Were you motivated to learn the contents?  

 Program relevance: Was the program relevant to your needs?  
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 Level of understanding: Did you understand the contents? Time: Was the time 

and length of program appropriate?  

 Length: Was the program length appropriate?  

 Facilities: Were the training facilities appropriate?  

 Overall evaluation: What is your overall rating of the program?  

 Planned improvements: How will you apply what you have learned?  

 Questions are developed later, but it might be useful to develop this information 

in outline form so that related questions can be grouped together. 

Step 2: Select the types of questions 

 Questions that might be asked in a questionnaire can be classified into two major 

categories: open-ended and close-ended.  

 Open-ended questions have an unlimited answer. The question is followed by a 

blank space for response. Open-ended questions give participants the opportunity 

to express their own thoughts. They produce varieties of answers and more diffi-

cult to analyse. The following are some examples of open-ended questions: Which 

part of the contents of the training program interests you more than others? How 

do you think we can improve the contents of the training program?  

 Close-ended questions ask respondents to select one or multiple responses from 

the list. 

 Below are several types of close-ended questions.  

 Two-option response: Respondents are asked to choose one out of two options, 

such as yes-no, true-false, disagree-agree.  

 Rating scale: Respondents are asked to choose the most appropriate answer to 

reflect their opinion from the complete range of possible answers. The range can 
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be presented in numbers (e.g., 1 to 5), or in words (e.g., strongly agree to strongly 

disagree).  

 Checklist: It is a list of items. Respondents are asked to check those that apply to 

the situation 

 Multiple choice questions: Respondents are requested to choose appropriate an-

swers from multiple choices. 

 Open-ended short-answer questions: Respondents are requested to explain their 

answers in short sentences. 

Step 3: Design the questionnaire 

The third step in questionnaire design is to develop the questions based on the types 

of questions planned and the types of information needed. 

Step 4: Pre-test the questionnaire 

The fourth step in questionnaire design is to test the questions. It is ideal if the pre-

pared questions can be tested on a sample group of participants. If this is not feasible, 

they can be tested on a group of people at approximately the same job level as the 

participants.  

Step 5: Finalize the questionnaire 

Based on the result of pre-test in Step 4, the questionnaire forms will be final-

ized.The most common data-collection method for the impact survey might be the 

follow-up questionnaire. 

Interviews can be used especially when qualitative information is needed about the 

impact of the training program. Interviews have the following advantages and disad-

vantages that should be considered when selecting them as the data collection method. 
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Advantages of interviews: 

 Good for uncovering feelings and hidden causes. 

 Non-verbal signals can indicate key issues. 

 Spontaneity – follow the unexpected issues. 

Disadvantages of interviews: 

 Time-consuming. 

 An unrepresentative sample can skew the results. 

 Can be difficult to quantify. 

 Very dependent on the skills of the interviewer. 

Interviews have three types from which a suitable one was selected for each survey. 

1. Structured interview: the questions was set in advance. 

2. Semi-structured interview: the general content was predetermined but additional 

exploration was allowed. This form of interview is particularly useful in situations 

where there are key issues to be investigated, but there is less certainty about the 

range of respondents' reactions to them. 

3. Unstructured interview: free-flowing conversation rather than a specific set of 

questions. 

Step 4: Collect Data 

To improve the effectiveness of questionnaire data collection were recommended fol-

lowing: 

 Keep responses anonymous -If there is no specific reason why you would like to identify 

each participant’s questionnaire, it is recommended to keep responses anony-

mous. It allows the participants to feel open and comfortable to give comments 

that can help improve future programs  
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 Distribute questionnaire forms in advance - For lengthy evaluations for training pro-

grams that span several days, or if you want the participants to evaluate each indi-

vidual session, it is helpful to distribute questionnaire forms early in the program. 

This will allow the participants to familiarize themselves with the questions, and 

to answer specific questions as they are covered in the program. Please note, how-

ever, that the participants should wait until the end of the program to reach a final 

conclusion on general issues. For this reason, questionnaire forms for general 

questions could be distributed at the end of the program. Explain the purpose of 

the questionnaire and how the information will be used  

 Explain the purpose of the questionnaire and how the information will be used - . This will 

help improve the response rate and encourage them to make comments that can 

be useful to improve future programs. 

 Allow enough time for completing the questionnaire - If we ask the participants to fill in 

the questionnaire forms at the end of the program, they may be in a hurry to leave 

and may provide incomplete information. It is recommended to set aside enough 

time to fill in the questionnaire forms as a scheduled session before the end of the 

program. 

Step 5: Analyse and Report Results 

Before summarizing and analysing the questionnaire, the data need to be entered 

into a computer. Many statistical software programs are available for such data. There 

are many ways to analyse data, but the analysis should be as simple as possible and 

limited to what is necessary to draw the required conclusions from the data. After 

knowing what kind of information will be relevant and useful to the primary users, the 

last step in evaluation process is to develop an evaluation report.  

Use figures to present statistical and complex data fairly quickly and easily. Pie charts 

and bar charts are among commonly used figures. Bar charts work better when many 

categories are compared, and relative magnitude is to be shown. 
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Evaluation report outline 

After knowing what kind of information will be relevant and useful to the primary 

users, you can develop an evaluation report outline.  

Summary  

 Purpose of evaluation  

 Evaluation audiences  

 Major findings and recommendations  

Program Description  

 Program background  

 Program goals/objectives 

 Program participants Program activities 

Evaluation Design and Methods  

 Purpose of the evaluation  

 Evaluation designs  

 Data collection methods 

Findings and Results  

 Description of how the findings are organized (e.g., by evaluation questions, 

themes/issues)  

 Results of analyses of quantitative and/or qualitative data collected 

Recommendations  

 Recommendations for action based on these conclusions 

Appendices  

 Questionnaires pre/post tests and Program expenditure summary  
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4.3.3 | Data sources 

The conclusions of the evaluation research will contribute to improve the quality, 

and especially the effectiveness of training, show the limitations of the training model 

and indicate the direction for further activities. In the Train-the-trainer courses will take 

part each at least 15-25 participants. 

The training lasts from 80 to 100 hours. Training is completed with an official exam 

or a qualified participant certificate describing the topics, priorities, etc. of the training. 

The Train-the-Trainer programme is aimed at owners and employees of companies 

who train young people in the company as part of dual vocational training. The aim is 

to offer this programme on a permanent basis to vocational schools and chambers so 

that they can continuously qualify owners and employees of companies for dual voca-

tional training in all regions. 

Train-the-trainer courses will consist of a larger set of modules that deal with tech-

nical aspects and didactic matters. From this set the modules are demand-driven se-

lected and combined to a training session. Doing this way, the training can be carried 

out tailored to the regional conditions and needs of the participants. 

The scope of the evaluation included the following research questions: 

 Assessment of compliance of training with the expectations of participants. 

 Assessment of the level of satisfaction of trainees. 

 Assessment of the possibilities of implementation of training in different coun-

tries trainees. 

 Determine the impact of training on the growth of professional qualifications and 

job situation and personal development training participants. 

 Responds to the question of how the skills acquired during the training can be 

useful to participants in their daily work. 



244 

 

Surveys and interviews must be carried out twice – in the beginning and at the end 

of the training. According to the methodology two questionnaires and three interviews 

will be prepared: 

Two written surveys of participants using an identical questionnaire - “Train 

the trainer in SMEs” 

Participants will be asked to fill out questionnaires in the first week of the training 

and in the last week of the training (see Annex 1) in which they will be able to assess 

the quality of training in its various aspects. The current evaluation is quality control of 

training and the level of satisfaction of its participants. Satisfaction with the course and 

program content classes, and thus the efficiency on the "level of response" is a prereq-

uisite for proper motivation to learn and consequently to high efficiency to the next 

level. The questionnaire is divided into three parts: the first part concerns the evaluation 

of motivation to participate in the training, the second part concerns the evaluation of 

the usefulness of training for the participant, the third part concerns the evaluation of 

the teachers and the organization of training. 

Two written surveys of all teachers using an identical questionnaire - “Train 

the trainer in SMEs” 

All trainers will be asked to fill out questionnaires twice in the first week of the 

training and in the last week of the training in which they will be able to assess the 

quality of training in its various aspects. The questionnaire is divided into two parts: 

the first part concerns the evaluation of the trainees´ engagement and the organization 

of  training, and the second part concerns the evaluation of the trainees´ readiness for 

independent work. 

Personal interviews with 3 participants - “Train the trainer in SMEs” 

Personal interviews with 3 participants will be carried out in the last week of the 

training  in which they will be able to assess the quality of training in its various aspects. 
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Personal interviews with 2 trainers “Train the trainer in SMEs” 

Personal interviews with 2 teachers will be carried out in the last week of the training  

in which they will be able to assess the training in its various aspects. 

Personal interviews with 3 companies on the importance and effects of Train 

the trainer in SMEs” 

Personal interviews with 3 companies will be carried out in the last week of the 

training  in which they will be able to assess the usefulness and quality of training in its 

various aspects. 

4.4 | Evaluation Report and Recommendations „Train the Trainers in 

SMEs“43 

In Germany, the dual vocational training proved itself to be of high value. In the 

participating countries Poland, Lithuania, Latvia and Estonia, vocational training takes 

mostly place with complementary internships in companies. The participation in voca-

tional training is low, the qualifications achieved are insufficient and the unemployment 

rate is comparatively high. Particularly in these countries with a predominantly school-

based vocational training, the relevant skills and competencies must be significantly 

improved and high-quality quality achieved. According to a survey 96% of companies 

in Lithuania demand better practical and 74% better theoretical skills and abilities. 

Moreover, in all the countries participating project countries, the participation in fur-

ther training as well as the skills and competences in further training programs should 

be strongly improved. While there are solid vocational and inter-company training ca-

pacities in Germany, there is inadequate capacity in vocational education and training 

in the other participating countries. Vocational schools and companies have no or little 

 
43 Prepared by: Võru County Vocational Training Centre 
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experience with dual vocational training, as well as with intercompany training or work-

based learning.44 

4.4.1 | Theory: Curriculum for the training of trainers in SMEs 

The trainings will be completed with a qualified participants’ certificate that contains 

a description of the issues, priorities etc. of the training. Train-the-trainer program is 

targeted for teachers of vocational schools, lecturers of project partners and other vo-

cational education providers. The goal is to offer this program at vocational schools on 

a permanent basis, so that teachers get qualified for the ongoing independent imple-

mentation of courses in all regions. 

Train-the-trainer courses will consist of a larger set of modules that deal with tech-

nical aspects and didactic matters. From this set the modules are demand-driven se-

lected and combined to a training session. Doing this way, the training can be carried 

out tailored to the regional conditions and needs of the participants. 

Nr.  Theme  Theory  Practice  

1.  Vocational pedagogy concept. Work-based professional 

education. Legislation of vocational education.  

4  2  

2.  Determining the suitability for implementing vocational 

education in the company.  

2  2  

3.  Planning and implementing vocational training in the 

company. Creating the training programs.  

8  4  

4.  Selecting the students and determining their suitability 

for the chosen profession.  

4  2  

 
44 Baltic Sea Academy, ICC4VET 
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5.  Creating a motivational learning environment, appropri-

ate training material and tasks.  

6  4  

6.  Coordinating teaching methods, materials and forms of 

organizing  

20  6  

7.  Teaching differentiation and individualization.  4  2  

8.  Evaluation of learning achievements. Evaluation func-

tions and methods. Quantitative and qualitative evalua-

tion.  

6  4  

9.  Organizing and implementing final examinations of the 

vocational training. Cooperation with social partners in 

the final examinations.  

4  2  

10.  Developing the personality of the vocational education 

students.  

8  6  

4.4.2 | Methodology of evaluation 

The aim of the study and evaluation report 

The project comprises several goals. One of the general goals is to implement and 

evaluate the training of trainers in SMEs. 

The aim of the study is to evaluate the effectiveness of training „Train the Trainer 

in SMEs“ realized within the Project “Establishment of two-stage industry competence 

centres of vocational education and training”(ICC4VET) (Work based Learning). The 

conclusions of the evaluation research will contribute to improve the quality, and es-

pecially the effectiveness of training, show the limitations of the training model and 

indicate the direction for further activities. 



248 

 

The main aim of the evaluation report is to summarize participants´, teachers´ and 

SMEs´ experience during implementation of dual training model.  

According to the aim, the tasks are to review 3 evaluation tests and summarize dis-

cussions with participants and SMEs after completing the dual training programme. 

The description of participants, trainers and SMEs 

The training course „Train the Trainer“ carried out in the project “Establishment of 

two-stage industry competence centres of vocational education and train-

ing”(ICC4VET) (Work based Learning) included two countries: Latvia (Latvijas 

Amatniecibas kamera) and Estonia (Võrumaa Kutsehariduskeskus) 

Participants of „Train the Trainer” 

Three groups of respondents were included from both countries: participants, train-

ers, SMEs. 

Participants  

38 participants took part in the surveys – 20 from Latvia and 18 from Estonia. 90% 

were male and 10% were female in Latvia and 56% were male and 44% were female 

participants in Estonia. 

The largest group of participants were at the age of 45-54 both from Latvia and 

Estonia. 

Latvia - 60%  of participants were 45-54 years old, 25% were 25-43 years old, 15% 

were 35-44 years old. 

Estonia – 39% of participants were 45-54 years old, 28% were 25-43 years old, 28% 

were 35-44 years old and 5% preferred not to answer to this question. 

The majority of respondents marked themselves as working in leading position.  
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35% marked themselves as manager, 30% as member of board, 15% as director, 

member of board, 10% as manager and 10% as business manager in Latvia. 

39% marked themselves as manager, 22% as leading specialist, 17% as technical 

manager, 11% as master and 11% as supervisor in Estonia. 

Trainers of „Train the Trainer” 

According to the data 1 trainer from Latvia and 4 trainers from Estonia responded 

to the survey questions and were interviewed.  

75% of trainers were female and 25% of trainers were male in Estonia and 100% of 

trainers were male in Latvia.  

The trainers from Latvia was in age group between 55-64 and 75% from the same 

age group from Estonia, 25% marked themselves between age group 35-44 (Figure 6). 

The trainer from Latvia possesses 15 years or more work experience, while in Esto-

nia 50% of respondents have 10 years to less than 15 years’ work experience and 25% 

have 5 years to less than 10 years and 25% have got 15 years or more work experience. 

The trainer in Latvia possesses Doctor, Associate Professor degree and 100% Esto-

nian trainers possess Master degree or equivalent qualification (Figure 8).  

Selected representatives of  SME sector 

The third group of respondents were entrepreneurs belonging to SMEs. The num-

ber of entrepreneurs participating in the interviews was 2 from Latvia and 3 from Es-

tonia.  

Study methods 

Research methods: written surveys as quantitative method and interviews as qualita-

tive research method. 
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Written surveys comprised closed-end and open-ended questions. The respondents 

had to answer to questions in five point agreement scale including options 1=Strongly 

Disagree; 2= Disagree; 3= Neither agree nor disagree; 4=Agree; 5=Strongly Agree or 

1 = very dissatisfied; 2=somewhat dissatisfied; 3= Neither satisfied nor dissatisfied; 

4=somewhat satisfied; 5=very satisfied.  

Interviews were face-to-face interviews that included two persons at once. 

The scope of the evaluation included the following research questions: 

 Assessment of compliance of training with the expectations of participants. 

 Assessment of the level of satisfaction of trainees. 

 Assessment of the possibilities of implementation of training in different coun-

tries trainees. 

 Determine the impact of training on the growth of professional qualifications 

and job situation and personal development training participants. 

 Responds to the question of how the skills acquired during the training can be 

useful to participants in their daily work. 

According to the methodology two questionnaires and three interviews were pre-

pared: 

Written survey of all participants of “Train the trainer in SMEs” 

Participants were asked to fill out questionnaires in which they were able to assess 

the quality of training in its various aspects. The current evaluation was quality control 

of training and the level of satisfaction of its participants. Satisfaction with the course 

and program content classes, and thus the efficiency on the "level of response" is a 

prerequisite for proper motivation to learn and consequently to high efficiency to the 

next level. The questionnaire was divided into three parts: the first part concerns the 

evaluation of motivation to participate in the training, the second part concerns the 
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evaluation of the usefulness of training for the participant, the third part concerns the 

evaluation of the teachers and the organization of training. 

Written survey of all teachers of “Train the trainer in SMEs” 

All trainers were asked to fill out questionnaires in which they were able to assess 

the quality of training in its various aspects. The questionnaire was divided into two 

parts: the first part concerns the evaluation of the trainees’ engagement and the organ-

ization of  training, and the second part concerned the evaluation of the trainees´ read-

iness for independent work. 

Personal interviews with 3 participants of “Train the trainer in SMEs” 

Interview questions concerned participants contentment, benefits, difficulties, use-

fulness of training. 

Personal interviews with 2 trainers.  

Interview questions concerned participants contentment, benefits, difficulties, use-

fulness of training. 

Personal interviews with 3 SMEs of „Train the trainer in SMEs”. 

 Interview questions concerned participants contentment, benefits, difficulties, use-

fulness of training. 

The collection of data 

Training measure was „Train the Trainer in SMEs“. 

Test of the training measure were carried out by the Latvian Chamber of Crafts and 

the Võru County Vocational Training Centre in Estonia. 

Scope of the training was 100 hours in Latvia, 80 hours in Estonia. 
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Period during which the tests were carried out was January to March 2019. 

In the training participated owners & employees of SMEs. 

Data collection: In Latvia data was collected once since the partners had already begun 

with the training and two times in Estonia. 

In the Train-the-trainer courses took part 20 participants, 1 trainer and 2 SMEs from 

Latvia and 18 participants, 4 trainers and 3 SMEs from Estonia. 

4.4.3 | Results and analysis 

Survey results of participants “Train the Trainer in SMEs” 

Primary data collection in Estonia 

In the first week of training was carried out a first written survey with all participants 

using identical questionnaire. The results show that 66% agreed and 17% neither agreed 

nor disagreed with “I was very motivated to participate in the training“.  66% agreed 

and 17% strongly agreed with “participation and interaction were encouraged“. 66% 

neither agreed nor disagreed and 17% agreed and 17% strongly agreed with “my crea-

tivity was encouraged“. 66% neither agreed nor disagreed and 17% agreed and 17% 

strongly agreed that “my initiative was highly evaluated“. 

Rating the usefulness of the training the results show that 50% strongly agreed and 

50% agreed with “training acquired abilities to work with trainees“, “introducing train-

ing system was effective“, “it is possible to implement this kind of training in our coun-

try“ and “I will introduce dual vocational training to others“.  

89% agreed and 11% strongly agreed with “training process was flexible“. 

89% agreed and 11% neither agreed nor disagreed that the and “the content was 

organized and easy to follow“ and “the topics were relevant to me“. 50% agreed and 

50% neither agreed nor agreed with statements “the training objectives met my 
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expectations“, “the materials distributed were relevant to me“, “the training improved 

my knowledge about vocational pedagogy“.  

28% strongly agreed, 28% agreed and 44% neither agreed nor disagreed with “train-

ing will be use useful for my work“. 

39% agreed, 33% neither agreed nor disagreed and 28% disagreed with “the training 

improved my knowledge about methodology of practical training. 

78% neither agreed nor disagreed, 11% strongly agreed and 11% strongly disagreed 

that “the training improved my knowledge about psychology“. 

Evaluating the trainer and organization of the training 83% strongly agreed and 17% 

agreed that “the training process was flexible“ and “the overall atmosphere of the train-

ing was encouraging“. 

50% strongly agreed and 50% agreed with the statements “the lecturer was a good 

communicator“, “the duration was relevant“ and “the teaching materials were pre-

sented in and organized manner“.  

50% agreed and 50% neither agreed nor disagreed that “topic were relevant to me“ 

and 83% agreed and 17% neither agreed nor disagreed that “the content was organized 

and easy to follow“. 

56% agreed, 22% strongly agreed, 22% disagreed that “lecturer was knowledgeable 

about the training topics“. 

83% strongly agreed and 17% neither agreed nor disagreed that “practical training 

in companies was in accordance with theory studies at school“. 

50% strongly agreed, 28% agreed and 22% neither agreed nor disagreed that “mate-

rials distributed were helpful“ .  
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Survey results of participants in Latvia and Estonia 

Results in Latvia 

The results show that 100% strongly agreed with the statements that “participation 

and interaction were encouraged“ and “my initiative was highly evaluated“. 70% 

strongly agreed and 30% agreed “my creativity was encouraged“. 55% strongly agreed 

and 45% agreed with “I was very motivated to participate in the training“. 

Rating the usefulness of the training 100% strongly agreed with the statements “the 

training objectives met my expectations“, “content was easy to follow“, “ training pro-

cess was flexible“, “the training improved my knowledge of methodology of practical 

training“, “training acquired abilities to work with trainees“ and “I will recommend 

dual vocational training to others“. 

50% strongly agreed and 50% agreed with “the topics were relevant to me“ and “the 

materials distributed were helpful“. 

90% strongly agreed and 10% agreed with “the training improved my knowledge 

about vocational pedagogy“ and “training will be use useful for my work“. 

95% strongly agreed and 5% agreed with “introducing training system was effec-

tive“. 

60% strongly agreed and 40% agreed with “the training improved my knowledge 

about psychology“.  

65% strongly agreed and 35 % agreed with “it is possible to implement this kind of 

training in our country“. 

Evaluating the trainer and organization of the training 100% strongly agreed with 

the statements “lecturer was knowledgeable about the training topics“, “the lecturer 

was a good communicator“, the content was organized and easy to follow“, “the topics 

were relevant to me“, “the duration was relevant“, “the teaching materials were pre-

sented in and organized manner“, “practical training in companies was in accordance 
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with theory studies at school“, “the training process was flexible“ and “the overall at-

mosphere of the training was encouraging“. 

70% strongly agreed, 30% agreed “materials distributed were helpful“.  

 Results of the second evaluation of participants in Estonia 

The results show that 94% strongly agreed and 6% agreed with the statement “par-

ticipation and interaction were encouraged“ and 89% strongly agreed and 11% agreed 

with “my initiative was highly evaluated“. 50% strongly agreed and 50% agreed “my 

creativity was encouraged“.  

44% strongly agreed and 56% agreed with “I was very motivated to participate in 

the training“. 

 Rating the usefulness of the training 89% strongly agreed and 11% agreed with “the 

content was easy to follow“, “the training improved my knowledge about psychology“, 

“I will recommend dual vocational training to others“ and “training will be use useful 

for my work“. 

61% strongly agreed, 34% agreed and 5% neither agreed nor disagreed with “the 

training objectives met my expectations“.  

60% strongly agreed and 40% agreed with “the topics were relevant to me“, “intro-

ducing training system was effective“. 

72%  agreed and 28% strongly agreed with “the materials distributed were helpful“ 

and “the training improved my knowledge about vocational pedagogy“.  

72% strongly agreed and 28% agreed with “ training process was flexible“.  

78% strongly agreed and 22% agreed with “the training improved my knowledge of 

methodology of practical training“.66% agreed and 34% strongly agreed with “training 

acquired abilities to work with trainees“. 78% strongly agreed and 22 % agreed with “it 

is possible to implement this kind of training in our country“. 
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Evaluating the trainer and organization of the training 100% strongly agreed with 

the statements “lecturer was knowledgeable about the training topics“, “the lecturer 

was a good communicator“, the content was organized and easy to follow“, “the topics 

were relevant to me“, “the duration was relevant“, “the teaching materials were pre-

sented in and organized manner“, “practical training in companies was in accordance 

with theory studies at school“, “the training process was flexible“ and “the overall at-

mosphere of the training was encouraging“. 

70% strongly agreed, 30% agreed “materials distributed were helpful“.  

Survey of trainers “Train the Trainer in SMEs” 

Latvia 

Latvian trainer evaluated trainees´ engagement and organization of training as fol-

lowing:  

Very satisfied with trainees´ knowledge at the end of the training, trainees´ partici-

pation and the length of the training. 

Somewhat satisfied with cooperation between trainers and trainees´ work and learn-

ing organization.  

Neither satisfied nor dissatisfied with the trainees´ knowledge at the beginning of 

the training. 

The trainer strongly agreed with “the trainees acquired enough knowledge and train-

ing competence”, “the trainees acquired enough pedagogical competence to work with 

trainees”, “the trainees acquired enough psychological competence to work with train-

ees”, “the trainees acquired enough methodology of practical training” and “the train-

ees acquired enough team work knowledge to work with trainees”. 
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Estonia 

75% were very satisfied and 25% were satisfied with trainees´ knowledge at the end 

of the training, cooperation between trainers and trainees´ work and with the length of 

the training. 

50% were very satisfied and 50% were satisfied with trainees´ participation, and 

trainees´ work and learning organization.  

75% were neither satisfied nor dissatisfied and 25% were somewhat satisfied with 

the trainees´ knowledge at the beginning of the training. 

100%  trainers strongly agreed with “the trainees acquired enough knowledge and 

training competence” and “the trainees acquired enough psychological competence to 

work with trainees”.  

75% strongly agreed and 25% agreed with “the trainees acquired enough pedagogical 

competence to work with trainees”, “the trainees acquired enough methodology of 

practical training” and “the trainees acquired enough team work knowledge to work 

with trainees”. 

Personal open-end questions with selected participants  

1.  What you liked the most participating in dual vocational training programme? 

Latvia “An enthusiastic and knowledgeable lecturer. I liked the fact that the lessons were not 

"dry", there was not only theoretical knowledge, the training was closer to real work 

environment, based on realistic examples.“ 

“Learning was very interesting thanks to the lecturer's charisma. Many practical ex-

amples based on real experience.“ 

“Linking theory to practice. Professional lecturer. Easy to understand explanations. 

Positive environment.“ 

Esto-

nia  

“The lecturers were very knowledgeable and good communicators.“ 
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“The best parts were psychology and assessment methods.“ “During the training were 

given a lot of practical examples and that we could apply theoretical knowledge into 

practice.“ 

2. Which specific difficulties you encountered during participating in dual vocational 

training programme? 

Latvia “I did not encounter any particular difficulties.“ 

“There was no difficulty. We have concluded training contracts with apprentices, stu-

dents have come to practice from schools.“ 

Everything was clear and understandable. 

Esto-

nia  

“Nothing to mention.“ 

“No difficulties.“ 

“Everything was easy to follow.“ 
3. Which theoretical knowledge you mostly lacked during the studies? 

Latvia “I can't name anything that was missing. “ 

“In my opinion, this curriculum is well-designed, incorporating all the main topics 

needed for the training of supervisor. “ 

“There was not a lack of anything.“ 

Esto-

nia  

“I would like to know more how to form documents e.g. internship diary, self-analysis. 

I received all the knowledge I needed.“ 

“Nothing.“ 
4. Which part of the training was the most useful for you? 

Latvia “Planning the learning process in an enterprise, determining the appropriateness of 

trainees for the chosen profession.“ 

“Study process planning, methods.“ 
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“Everything was worthwhile.“ 

Esto-

nia  

“Psychological examples.“ 

“Other trainees´ experiences.“ 

“Learning outcomes and assessment criteria.“ 
5. How would you evaluate cooperation and coordination between school and train-
ing partner? 

Latvia “I would evaluate it positively. 

“I appreciate the cooperation and rate it positively. 

“Positive. 

Esto-

nia  

“There is cooperation between school and company. Although school might show more 

interest toward trainee during the internship.“ 

 “OK. Positive.“ 

“School should organize trainings more often, even in the beginning of the students´ in-

ternship period.“ 
6.How does participating in dual vocational training programme prepare you for the 
future to work with students or trainees? 

Latvia “The training helps to understand and structure the knowledge and teaching methodol-

ogy necessary for the training supervisor. 

“The training helps to prepare for work with trainees: to plan the learning process, to 

choose teaching methods, to evaluate the trainees' learning outcomes 

“The training gives the supervisor the necessary knowledge to train apprentices and 

trainees in the company and manage the training. 

Esto-

nia  

“I can be part of the training process, to help trainees during their internship.“ 

“The training gave overview about vocational pedagogy, psychology, learning outcomes 

– I can feel more secure if need to supervise trainees.“ 

“It was very beneficial.“ 
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7. If the training was repeated, what should be left out or changed? 

Latvia “The training was helpful, I would not change anything.“ 

“I would not change anything.“ 

“Nothing should be changed.“ 

Esto-

nia  

“I cannot mention a thing.“ “Nothing. “Everything was fine.“ 

8. How satisfied were you with this training? 

Latvia “I was satisfied.“ 

“I was very satisfied with this training.“ 

“I was satisfied.“ 

Esto-

nia  

“I liked the training.“ 

“I was satisfied.“ 

“Very satisfied.“ 

Personal open-end questions with trainers  

1. Please indicate the main benefits of  training  „Train the trainer in SMEs“ 

Latvia “The main benefit - trained practice managers in craft enterprises.“ 

Esto-

nia  

“It is extremely important that the supervisor would understand what and how organ-

ize trainees´ work in a company. That journeyman has got to achieve settled learning 

outcomes and individual purposes as well.“ 

“Hopefully, now they understand better what is the goal and their role in trainees´ in-

ternship. So far is has been an annoying responsibility for supervisors in a company.“ 

“Trainees were extremely satisfied  with the training topics, like psychology, motiva-

tion, assessment, methodology“ 
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2. How would you evaluate content of „Train the trainer in SMEs“? 

Latvia “In my opinion, in terms of content and number of hours, the content of the study is 

optimal to provide the necessary knowledge for the trainees - prospective or already ex-

isting practice managers.“ 

Esto-

nia  

“It was well-organized.“ 

“The content met the trainees´ needs. “ 

“I think the topics and length of the training was suitable for participants.“ 
3. Please indicate knowledge, skills, and abilities of which subject the trainee needs 
the most for the trainer´s job in a company?  

Latvia “Professional, organizational, methodological skills, pedagogical, psychological 

knowledge, communication ability.“ 

Esto-

nia  

“Methodological skill, pedagogical skills.“ 

“Psychological knowledge. “ 

“How to interact with a trainee.“ 

4. Which main difficulties you encountered during training process? 

Latvia “There were no particular difficulties in the study process, as all the students have pro-

fessional experience. A lot of time was spent to explain teaching methods, as the train-

ees represent both individual companies, able to accept 1 to 2 trainees in practice, and 

companies with more staff, thus being able to accept more trainees in training.“ 

Esto-

nia  

“It is always good to work with intelligent people.“  

“No difficulties.“ 

“In Estonia we have no or little historical background and tradition to train supervi-

sors in a company. It is a huge challenge how to attract people who have no juridical 

responsibility to train journeymen.“ 

5. What kind of support would you expect from  your country´s government? 
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Latvia “Understanding the need for qualified work performers (including journeymen and 

masters) not only in theory but also in works. Support for craft companies participat-

ing in the training. Reducing bureaucracy in the circulation of documents. “ 

Esto-

nia  

“Government should support companies to carry out internships. One of the incentives 

could be paying money for supervisors. And government should make an agreement 

with companies who is responsible for what. Responsibilities should be agreed.“ 

“I think “Mentor Programme“ could be helpful for companies.“ 

“Our government should recognize the companies who are dealing with trainees.“ 
6. How and why is the training beneficial for trainees in their future working life? Ex-
plain. 

Latvia “The acquired knowledge will help the learners in their work with their own trainees, 

especially the knowledge of the teaching methods, the organization of the study process, 

methods of studying the trainees' professional orientation.“ 

Esto-

nia  

“Training helps to develop methodological, psychological, and teamwork skills. “ 

“This kind of training arises confidence to work with journeymen. “ 

“After completing the training supervisors and companies know more about school life 

and there is better cooperation between vocational school and company.“ 
7. How satisfied were you with participating in this programme/project? 

Latvia “I am satisfied.“ 

Esto-

nia  

“Satisfied.“ 

“Very satisfied.“ 

“I liked the training, the topics. This kind of training is very necessary.“ 
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Personal open-end questions with selected SMEs on the importance and 

effects of “Train the trainer in SMEs” 

1. Please indicate the main benefits of  training  „Train the trainer in SMEs“ for your 

company? 

Latvia “The necessary knowledge for the  practice manager profession was obtained during the 

training.“ 

“During the training the main issues related to the training of apprentices or trainees 

in the company were discussed, ranging from the planning of training and the appro-

priateness of trainees to the assessment of learning outcomes.“ 

Esto-

nia  

“I received more knowledge about vocational education.“ 

“Our supervisor knows more about vocational training at school, they got a lot of theo-

retical and practical knowledge.“ 

2. How would you evaluate content of „Train the trainer in SMEs“? 

Latvia “I liked the curriculum and especially the educator who managed the lessons with ease 

and understanding.“ 

“I would rate it as very well-made.“ 

Esto-

nia  

“Discussed topics were relevant and were completely understandable.“ 

“Well-done!“ 

3. Please indicate knowledge, skills, and abilities of which subject you need most for 

the trainer´s job in your company?  

Latvia “The main thing – to enjoy working with young people. Must be communicative, good 

organizer. Need pedagogical and psychological knowledge.“ 

“Methodological, organizational, psychological knowledge.“ 

Esto-

nia  

“Knowledge from curricula and learning outcomes.“ 

“Which key aspects to assess during the internship.“ 
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4. Which main difficulties you encountered during training process? 

Latvia “There was no difficulty.“ 

“There was no difficulty in learning.“ 

Esto-

nia  

“Everything was OK.“ 

“Nothing.“ 

5. What kind of support would you expect from  your country´s government? 

Latvia “Support for craft companies participating in the training. In general, support for craft 

businesses to make craftsmen interested in registering them. Reduce bureaucracy. 

“Reducing enormous bureaucracy. To prove with actions that qualified performers are 

needed in Latvia. Requiring qualifications. Supporting SMEs in their creation and 

start-up phase, differentiating taxes.“ 

Esto-

nia  

“Government should support entrepreneurs and entrepreneurship.“ 

“Support with refunding trainees.“ 

6. How and why is the training beneficial for trainees in their future working life? Ex-

plain. 

Latvia “Teaching and learning materials will be a "guidebook" for the management of train-

ing practices in the company.“ 

“So far, I have not participated in such training. The knowledge acquired in the train-

ing can be realized in practice.“ 

Esto-

nia  

“They know how to supervise trainees.“ 

“It is necessary to work hand in hand with school and company. This kind of training 

gives better overview what are the expectations of the school.“ 
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7. How satisfied were you with participating in this programme/project? 

Latvia “I am satisfied“ 

“I am satisfied with this programme.“ 

Esto-

nia  

“Very satisfied.“ 

“I was very satisfied. The training was comprehensive.“ 

4.4.4 | Conclusions and recommendations  

The conclusions of the evaluation research will contribute to improve the quality, 

and especially the effectiveness of training, show the limitations of the training model 

and indicate the direction for further activities. 

On the bases of the evaluation results, we can conclude that all three parties – par-

ticipants, trainers and SMEs were satisfied with participating in the nonformal dual 

training program “Train the Trainer in SMEs“.  

According to the survey results and interviews with participants there can be con-

cluded following:  

 First stage data collection showed not very high motivation level to participate 

in the training Estonia.t It was indicated relatively low usefulness level of training 

– like the knowledge about psychology and methodology of practical training. 

This can be explained by not having this kind of theory part in the training. 

Participants found dual education system effective and necessary. In evaluation 

of the trainers and the organization participants did not show contentment with 

lecturer, but agreed liked flexible training process and overall atmosphere. The 

reason can be found not meeting participant expectations to the training.  

 The situation changed after completing the training. The survey results done at 

the end of the training in Estonia indicated that all the participants motivation 
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level rose up. Participants in Latvia were motivated – they felt their interaction 

and initiative was encouraged and evaluated. The most useful parts were voca-

tional pedagogy, methodology of practical training, psychology, planning, learn-

ing outcomes and assessment methods. Participants from Latvia were very sat-

isfied with their trainer and the organization of the training. In Estonia the con-

tentment level in regards of this part, the results are a bit lower. It was empha-

sised in both countries that the lecturers were knowledgeable and gave a lot of 

practical examples based on real experience and participant could link theory to 

practice. Also the cooperation between school and SMEs was good and that 

they could apply theoretical knowledge into practice. 

 Participants would have liked to know more about fulfilling internship docu-

ments e.g. diary.  

 Trainers from both countries found the training extremely useful, although it 

was mentioned that participants were very motivated in the beginning of the 

training, but it changed by the end of the training. Trainers were satisfied with 

the trainees´ participation, organization and the length of the training. Trainers 

found that participants acquired enough pedagogical, psychological, team work 

and methodology of practical training skills to work with trainees. Trainers 

found that this kind of training brings different parties closer and supervisors in 

companies understand better vocational school´s expectancies, settled learning 

outcomes and trainees´ settled individual purposes. Trainers expect from the 

country´s government to understand the need for qualified work performers 

(journeymen and masters).  Government should reduce bureaucracy in the cir-

culation of documents and support for craft companies participating in the train-

ing.   

 Difficulties encountered during training were mostly connected with explaining 

teaching methods, as the trainees represent both individual companies, able to 

accept 1 to 2 trainees in practice, and companies with more staff, thus being able 

to accept more trainees in training 
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 SMEs found the benefits of the training as following: planning of training, as-

sessment of learning outcomes, vocational pedagogy, psychology, methodology 

and knowledge about curricula. SMEs did not mark any difficulties within the 

training but they mentioned that they expect support from the country´s gov-

ernment by recognizing their enterprises, reducing bureaucracy, requiring quali-

fications, differentiating taxes, refunding internship. 

Recommendations 

1. To develop legally regulated dual vocational training system.  

2. Responsibility and refunding should be shared equally between the vocational 

school and the practical training company. 

3. To solve the issue of equal payment for interns and SMEs.  

4. Organizing complementary training for SMEs before upcoming internship for 

free to indicate responsibilities for internship.  

5. Create mentor programs (up to 320 hours) by country´s government. 

6. System for appreciating and recognizing SMEs who offer quality practical training. 

7. Vocational school should regularly and more oftentimes monitor and support 

trainees during the internship. 

8. Government should support SMEs, reduce bureaucracy in the circulation of doc-

ument,, differentiating taxes so regulations would be more realistic and reasonable. 

Summary 

The aim of the project was to implement and evaluate the training „Train the Trainer 

in SMEs“ realized within the Project “Establishment of two-stage industry competence 

centres of vocational education and training”(ICC4VET) (Work based Learning). The 

evaluation report proved necessity for dual education program for SMEs in Latvia and 

Estonia and summing up, the conducted training program completely achieved the aim.  
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5 | Blueprints and curricula for a two-year advanced train-

ing as a technician 

The second stage of the Industry Competence Centres, consisting of a two-year 

technician training course, will not begin in Poland until after the end of the project on 

September 1, 2020. This development was anticipated to a certain extent during the 

project. Therefore, it was decided to implement the technician training in the partner 

countries using the example of the construction technician. 

The basis for this was the German training as a construction technician, which was 

prepared, to a large extent revised and finally adapted to national conditions and regu-

lations. Since the extensive development work, necessary preparations and a complete 

implementation of the two-year technician training within the framework of a three-

year project was not feasible in terms of time, the individual modules developed were 

tested, evaluated and implemented by different partners in parallel. Since Poland and 

the three Baltic countries have a strong interest in the implementation, individual train-

ing modules were tested and evaluated in different countries to capture different na-

tional conditions. 

The concept and curriculum of the technician training were designed in such a way 

that they will be used by the project partners in the future as closed training as well as 

different, self-contained modules for further vocational training. At the same time, a 

concept was developed for using the modules of the technician training in all partner 

countries for high-quality, ambitious master craftsman training. This qualification path 

was also successfully tested and implemented in Latvia. 
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5.1 | Implementation planning technician training  

5.1.1 | Implementation of two-year dual advanced training courses to 

become a technician 

The Polish reform programme envisages the establishment of the second level of 

the industrial competence centre starting on September 1, 2020, when the first gradu-

ates of the first level have completed their vocational education and will be followed 

by a technician training course. The project pre-empts the work on setting up the sec-

ond level. All development tasks, tests, evaluations, and implementations are carried 

out during the course of the project in the Baltic countries, which also have a great 

interest in these trainings. This means that the second level is already fully implemented 

in the Baltic countries during the project duration. With these results and experiences, 

it will be possible to implement level 2 of the industry competence centre in Poland 

from September 2020 without any further preparations.  

The Polish reform programme foresees a two-year technician training period in level 

2, which is linked to obtaining the right to enter a university of applied sciences. The 

project realises this qualification but goes far beyond that and understands level 2 as a 

comprehensive programme of vocational education and diverse further training. The 

project also starts with an appropriate set-up of such structures.  

While the "motor mechanic / mechatronics" occupation was selected in the project 

for initial vocational education in level 1, the development of the technician training is 

based on an example from the construction industry, so that experience can be gained 

from various economic sectors and occupations.  

The training comprises a total of max. 2,450 lessons à 45 minutes of teaching. The 

qualification is completed with an official state-approved examination as a technician 

of the respective department. In the case of the project, it is "construction technician". 

The qualification is completed with an official state-approved examination as a techni-

cian of the respective department. In the case of the project, it is "construction techni-

cian". At the same time, students are granted the eligibility for subject-related studies 
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at a university of applied sciences. Successful completion of Part IV "Vocational and 

occupational education" of the technician training entails the license to perform voca-

tional educations (qualification as an instructor). The training “Construction Techni-

cian” consists of four parts:  

Part A Interdisciplinary general basics: 480 hours lessons  

 Native language 100 h lessons  

 Foreign language (English) 150 h lessons  

 Policy & Society 50 h lessons  

 Environment Technology 30 h lessons  

 Energy Saving 30 h lessons  

 House technic 120 h lessons  

Part B subject-specific part: 1,400 hours lessons and project work 120 hours lesson  

Part C Interdisciplinary Business Administration and Management 350 hours lessons 

Part D Interdisciplinary Vocational and occupational education 80 hours lessons  

  

All four parts are divided into mainly compulsory and a few elective modules; each 

module is rated with credit points in relation to the learning outcomes. The entire train-

ing is located at EQF Level 6.  

A complete curriculum, teaching materials and standardized examination regulations 

are developed. Tests and scientific evaluations are carried out in Poland, Lithuania, 

Latvia, and Estonia. On the basis of the evaluation results, the concept, curriculum, 

examination regulations, teaching materials, etc. are revised and completed and appli-

cation notes and recommendations for future use are developed.  

The aim of the project is also to carry out master craftsman trainings in the industry 

competence centre. Like the technician's training, the master craftsman training is 
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directly connected to the 1st level when a journeyman's or skilled worker's qualification 

is obtained. The master craftsman training comprises four parts as well:  

Part I: Subject-related practice  

Part II: Subject-related theory  

Part III: Business Administration and Management  

Part IV: Vocational and occupational education  

Each part of the master craftsman training concludes with an independent examina-

tion; upon successful completion of all four examinations, the master craftsman's title 

is awarded in the chosen profession. At the same time, the graduates are entitled to 

study at a university. The master craftsman training is also located at EQF level 6.  

Parts III and IV largely correspond to those of the technician training, so that Parts 

I and II must be developed for each specific profession for the individual master crafts-

man trainings. Part I “Subject-related practice” and Part II “Subject-related theory” 

master craftsman training is largely identical to Part II “Construction Technology's” 

technician training. With the realization of the technician training "Construction" there 

are all documents for the master training "Construction".  

Within the context of another project45, a demanding master craftsman training 

course was developed, tested, evaluated, and successfully implemented in four coun-

tries in the Baltic Sea Region, using the example of "master craftsman electrician". 

These complete documents are transferred to the competence centres and their teach-

ers are trained to apply them independently. It is the declared aim that the competence 

centres will develop and implement curricula, examination regulations, etc. for master 

craftsman trainings in other occupations based on the existing training for master 

craftsman electricians. 

 
45 Common Vocational education to Master in the Baltic Sea Region (Master BSR), Lead Partner Hanse-
Parlament, 2015 - 2018  
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5.1.2 | Plan for testing and implementation of technician training 

The following actions will be realized in the framework of the project:  

a. Development and coordination of curricula, teaching materials, examination 

regulations etc. for the two-year technician training. 

b. Qualification of teachers for technical training. 

c. Tests and evaluations of the two-year training. 

d. On the basis of the evaluation results curriculum, teaching materials, exami-

nation regulations, etc. which will be revised and completed application notes 

and recommendations for future uses will be developed. 

e. Transfers and implementations.  

The abundance of consecutive work does not allow the complete training test to be 

carried out by one (or more) partners over a period of at least two years within the 

framework of a three-year project duration. For this reason, the individual parts and 

modules of the technician training will be tested in parallel by different partners in 

different countries during the project lifetime. This ensures that  

 all parts and modules of the technician training can be carefully tested and 

evaluated within the limited project duration.  

 experiences from different countries with different conditions can be gained, 

which will be included into the completion of the curriculum, teaching mate-

rials, examination regulations, etc.  

 Subsequent transfers and implementations will be strongly encouraged, con-

sidering different national conditions.  
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Development of curriculum, teaching materials, examination regulations  

Partner 2 Vocational training and technology centre of the Chamber of Crafts 

Schwerin took over the development of curriculum, teaching materials and examina-

tion regulations technician training with advice from Partner 1 Baltic Sea Academy. A 

first draft was comprehensively discussed in a workshop with all partners. This was 

followed by consultation and coordination of all partners with experts and authorities 

in their respective countries. Based on the approvals and consultations Partner 2 Vo-

cational training and technology centre of the Chamber of Crafts Schwerin completed 

the curriculum, teaching materials and examination regulations technician training.  

In parallel different partners carrying out the training tests: 

a. In their respective regions will provide SMEs with detailed information and 

become in-company training partners. 

b. Inform and advertise the participants for the trainings.  

The first step was to develop curricula and prepare teachers for the training of tech-

nicians. Then the train-the-trainer program was implemented and any additional exter-

nal teachers that may be needed was recruited.  

After the qualification of the teachers and the completion of the curriculum, the 

testing and evaluation of the technician training in the different countries took place.  

Performing the tests 

In the framework of the project, the individual parts and modules of the technician 

training are tested in parallel by different partners in different countries.  

 No official final exam; intern audit, own certificate and qualified certificate 

of attendance.  

 For later applications after the end of the project an independent examina-

tion regulation will be developed.  
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Part A “Interdisciplinary general basics” A.1 native language and A.2 foreign 

language (English)  

Testing in Latvia by Partner 6 Latvian Chamber of Crafts.  

Part A “Interdisciplinary general basics” A.2 foreign language (English)  

Testing in Lithuania by Partner 5  Panevezys Chamber of Commerce Industry and 

Crafts  

Part A “Interdisciplinary general basics” A.3 Policy & Society, A.4 

Environment Technology, A.5 Energy Saving and A.6 House technic  

Testing in Lithuania by partner 5 Panevezys Chamber of Commerce Industry and 

Crafts. 

Part B subject-specific part and project work   

Testing in Lithuania by Partner 4 Vilnius Builder Training centre.  

Part C Interdisciplinary Business Administration and Management   

Testing in Lithuania by partner 5 Panevezys Chamber of Commerce Industry and 

Crafts and in Latvian by partner 8 Latvian chamber of crafts.   

Part D Interdisciplinary Vocational and occupational education   

Testing in Estonia by partner 7 Võru County Vocational Training Centre, in Latvian 

by partner 8 Latvian chamber of crafts and in Poland by partner 3 Zespol Szkol 

Mechanicznych i Logistycznych im. inz. Tadeusza Tanskiego. 

According to this procedure, all testing’s of the technician training will be completed 

in the project life time.  
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Evaluations and implementations  

The evaluations of all test of the technician training were carried out by partner 7 

Võru County Vocational Training Centre. To this end, the partner presented an evalu-

ation concept, which was discussed and agreed with all partners at a workshop.  

The following key points are in concept:  

 A written survey of the participants after the completion of the first third 

of the training and at the end of the training.   

 A written survey of the teachers during the last third of the trainings.  

 Personal interviews with at least three participants.  

 Personal interviews with at least two lecturers  

 In case SMEs are involved, personal interviews with at least three SMEs.   

 Partner 7 Võru County Vocational Training Centre provides partners par-

ticipating in the testing with questionnaires for written surveys as well as 

guidelines for the personal interviews.  

 The partners participating in the testing carried out the surveys and inter-

views and send the results within 14 days after the completion of the re-

spective survey to partner 7 Võru County Vocational Training Centre.  

All documents for further implementations are ready, concerning in particular:  

 Partner 3 Mechanical and Logistics School of Vocational Education of 

Tadeusz Tanski for implementation of the technician training in the frame-

work of the second level of the industrial competence centre starting on 

September 1, 2020.   

 Partner 4 Vilnius Builder Training centre for the ongoing implementation 

of the technician training ‘Construction’   
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 Partner 6 Latvian Chamber of Crafts for the ongoing implementation of the

entire master craftsman trainings ‘Construction’

 Partner 2 Vocational training and technology centre of the Chamber of

Crafts Schwerin, partner 5 Panevezys Chamber of Commerce Industry and

Crafts and Partner 7 Võru County Vocational Training Centre, who can take

up the entire technician training or develop individual parts/modules in the

framework of further vocational training.

Transfer of the project results to 68 chambers, vocational training centres and uni-

versities from 13 countries, which are involved as associated project partners in the 

project implementation and receive sustainable implementation advice.  
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5.3 | Examination regulations for construction technician 

Examination Regulations Part I Uniform provisions  

 Article 1 

Admission requirements and exemption from examination parts 

 (1) Admission to examination for a Technician grade is subject to uniform re-

quirements pursuant to successful completion of at least three years of vocational train-

ing in the field of structural engineering or in a related profession. For shorter training 

periods, proof of professional activity over one year is additionally required so that a 

total of at least three years can be proven in a specialist field.  

 (2) Abilities and skills already acquired in other qualification measures that meet 

advanced training standards are recognised for the Technician´s training. They may 

entitle to exemption from certain parts of the examination, e.g.   

a) Further education as Business Management Specialist; exemption from the 

module examinations C1-C5 of the Technician´s training,  

b) Completion of a recognised pedagogical qualification test; exemption from the 

module examinations D1-D4 of the Technician´s training,  

c) Similar content-related training; full or partial exemption from module exams 

C1-C5 and D1D4.  

Article 2 

Standard study period 

 The standard study period is two years. It includes theoretical knowledge transfer, 

module examinations and the processing time related to the final exam.  
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Article 3 

Occupational profile of the Technician in the discipline of construction engi-

neering 

 (1) The Technician´s certificate proves that the participant is able to autonomously 

run a company, to perform managerial tasks in the relevant areas of technology, cor-

porate management, personnel management and development, to carry out trainings 

and to independently contribute own professional expertise, as well as to constantly 

adapt to new demands in the respective area. (2) The Technician’s degree in construc-

tion engineering shall focus on building construction, construction management, en-

ergy and building engineering and construction law. Under the module examinations 

and the project work, following joint activities, competences and skills are categorised 

as integral qualifications:  

1. Identifying customer needs, advising customers, calculating services and gen-

erating quotes, conducting contract negotiations, and determining contract goals.  

2. Taking responsibility for technical and commercial business management, cor-

porate organisation, personnel planning and deployment, quality management, liability, 

occupational safety, data and environmental protection.  

3. Executing orders taking into account technical rules and regulations, standards, 

labour laws and personnel requirements, as well as order processing and execution, 

planning and monitoring.  

4. Processing documentation, specifically by means of computer-aided systems.  

5. Considering material properties in planning, arrangement and execution of or-

ders.  

6. Planning and construction of buildings taking into account structural engineer-

ing and physical aspects and, in particular, safety and health-relevant precautionary 

measures. Review and implementation of remedial measures.  

7. Application of testing techniques, assessment and recording of results.  
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8. Performing errors and error detection, initiating measures to eliminate errors, 

evaluating, documenting and recording results.  

Article 4 

Degree 

 Upon passing the final exam, the title “Construction Technician” is awarded.  

Article 5 

Types of examination achievements 

 (1) Subject to the module plan (Appendix 1), the following types of exam achieve-

ments are laid down:  

1. Class exercises,   

2. Oral exams,   

3. Homework,   

4. Oral presentations,   

5. Participation in simulation games / conducting case studies  

6. Project work,   

7. The following are possible alternative examination achievements:   

- Oral presentations,   

- Computer programs,   

- Discussion boards,   

- Other written work,   

- Construction or drawn drafts,   

- Homework,   

- Project work.   



284 

 

Alternative examination achievements may also be delivered as in-sessional examina-

tions, outside the specified examination period.  

(2) In oral examinations, the examinee shall prove understanding of interrelations 

in the examination area and the ability to classify specific context-related issues. Fur-

thermore, the objective is to establish whether the candidate has command of broad 

basic fundamental knowledge of the examination area. (3) An oral presentation related 

to the teaching and learning context of the courses is to be delivered. It shall include 

autonomous systematic processing of a respective course-related topic or a subject area, 

including relevant source literature. Upon a brief, 15-30 minutes presentation, a discus-

sion focused around relevant topic is opened and deepened.  

(4) The aim of project works is to demonstrate the ability to develop, implement 

and present problem solutions, action instructions and concepts as well as, if necessary, 

collaboration in a team. The processing time for a project work is at least two weeks 

and a maximum of six months. Processing time and scope of a project work is deter-

mined by the respective teacher.  

(5) Experimental work includes theoretical preparation, structuring and delivering 

of an experiment, as well as a written presentation of the process steps, the experiment 

setup and the experiment results.  

(7) The scope of exemption from one or more module examinations is equivalent to 

the passing of the respective module examination.  

Article 6 

Evaluation of individual examination achievements, forming grades 

 (1) Examination achievements shall be graded as follows:  

 100-92 points   = very good   = outstanding achievement   

Below 92-81 points  = good    = performance significantly above average 

requirements  
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Below 81-67 points  = satisfying    = performance that meets average require-

ments  

Below 67-50 points  = sufficient    = performance that meets the requirements, 

despite   its deficiencies   

Below 50-30 points  = inadequate   = performance not meeting the  require-

ments due to its deficiencies, yet still manifesting some basic 

knowledge  

Below 30-0 points  = unsatisfactory = performance not meeting the require-

ments, manifesting very poor or lacking basic knowledge 

(2) Evaluation of a written examination achievement is announced four weeks at 

the latest upon delivery of the examination achievement.  

(3) If a module examination consists of several examinations, the module grade is 

calculated as weighted grade average of individual examinations. If a module examina-

tion consists of a class exercise and an alternative examination achievement, the exam 

is weighted 70%, vs. 30% for the alternative examination achievement.  

(4) The final examination project and the technical discussion are weighted with a 

ratio of 3: 1, thus forming the overall score.  

(5) The grades of all module examinations and weighted overall grade of the final 

assignment are included in the final grade. For the weighting, grades of the module 

examinations are multiplied by respective credits, in accordance with Appendix 1. The 

credits for the final examination project and the expert discussion are doubled for the 

weighting. The overall grade is calculated as the sum of weighted grades divided by the 

sum of credits allocated to the corresponding modules and to the final assignment.  
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Article 7 

Repetition of examinations 

(1) Module examinations that are not passed for the first time are deemed not to 

have taken place, provided they were held within the standard study period at scheduled 

standard examination dates (non-binding examination).  

(2) A second repetition of a failed module examination is permitted in case:  

1. of a particular hardship or  

2. if the examinee has passed at least half of all previous module examinations 

with at least “satisfying”, whereby no more than eight module examinations can be 

repeated a second time, or  

3. of only one failed module examination.  

The application shall be addressed in writing to the head of the proper examination 

board in the field of “structural engineering” and submitted to the proper examination 

office.  

(3) A failed final examination can be repeated once with a new topic. Assignment 

of the new topic shall be requested at the examination board, at the latest six weeks 

upon the announcement of the evaluation of the first final examination.  

Part II  

Examination requirements in the required general and subject-related 

theoretical knowledge  

Article 8 

Specific regulations concerning admission to examination 

Admission requirements to final examination as a Construction Technician are a suc-

cessful completion of the modules  
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a) A1-A4, containing knowledge required for the general part to obtain matricu-

lation standard, as well as  

b) B1-B9, containing required knowledge in the field of structural engineering.  

Article 9 

Objective, structuring and content of modules A1-A3 

 (1) In the examinations in modules A1-A4, the examinee shall prove general and 

subject-related competence with regard to professional communication, political and 

creative competence, and to sustainable energy.  

(2) According to the module plan, in each of the modules at least one complex 

case-related exercise is to be carried out:  

1. Vocational English  

The examinee shall understand issues of complex texts on specific and abstract topics, 

as well as be able to lead discussions in his own area of expertise. He shall be able to 

communicate spontaneously and fluently, expressing precisely and in detail his point 

of view on a wide range of topics, and explaining a topical issue by outlining advantages 

and disadvantages of various possible options.  

2. Native-language teaching  

The examinee shall have the ability to apply business communication and business cor-

respondence, in accordance with current regulations. Furthermore, he shall be able to 

offer to customers and clients different presentation techniques.  

3. Politics, social studies and environmental engineering  

The examinee shall identify and evaluate relevant issues subject to attention of policy-

makers, and forms in which politics occurs; he shall understand and analyse processes 

that take place between participants of a political process. Likewise, the examinee shall 

characterise the interplay between economic efficiency, environmental compatibility 



288 

 

and social acceptability, by outlining own recommendations for a sustainable economic 

system.  

4. Energy counselling  

The examinee shall determine and compare energy requirements of energy converters 

in private households. Likewise, he shall identify technical and constructive energy-

saving measures, by calculating their saving potential.  

Article 10 

Objective, structuring and content of modules A1-A3 

(1) In examination in modules B1-B9, the examinee has to prove the required level 

of expertise in the action fields, by demonstrating the ability to prepare, plan and exe-

cute construction projects, taking into account economic and legal framework condi-

tions and technical regulations, and he shall prove how to best document the entire 

development process.  

(2) According to the module plan, at least one complex case-related exercise in 

each module should be conducted:  

1. Structural design  

The examinee shall be able to read architectural drawings and generate them by himself 

for components and elements, by working in building design aspects of structural and 

building physics. He may assess existing building structures, including a proposal of 

remedial measures. The exercise comprises several qualification areas listed below un-

der a) to p): a) Basics of building construction  

b) General information on foundation engineering  

c) Construction pit and drainage  

d) Foundation  

e) Moisture protection  
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f) Steel construction  

g) Wooden structure  

f) Wall construction  

h) Mounting wall elements  

i) Frame construction  

j) Architectural history  

k) Thermal protection in structural engineering  

l) Ceiling construction  

m) Window and door construction  

n) Staircase construction  

o) Chimney construction  

p) Roof structures  

2. Structural drawing   

The examinee shall be able to produce structural construction drawings by using a CAD 

system. In doing so, knowledge of dimensions and tolerances should be taken into 

account. Further, load-bearing and non-load-bearing walls, windows, ceilings, ceiling 

cladding and suspended ceilings, stairs and sloped roofs with roofing can be chosen. 

The exercise comprises several of the following qualification areas listed under a) to i): 

a) Fundamentals of structural drawing  

b) Geometric basic construction   

c) Representation of bodies  

d) Determination of true sizes  

e) Architectural drawing  
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f) Practical introduction to a CAD program  

g) Drawing a layout  

h) Complex construction  

i) Data processing  

3. Mathematics, geometry and physics  

The examinee shall be able to apply mathematical procedures and algorithms and ex-

plore further teaching areas such as statics and surveying by applying knowledge on the 

use of formulas and tables.  

4. Structural material science / Building material chemistry  

The examinee shall prove knowledge of essential properties of building materials, and 

thus select proper building materials for construction projects, according to substance-

specific, economic and ecological criteria, and he shall be able to apply substance-spe-

cific test methods.   

The exercise comprises several of the qualification areas listed below, under a) to d): a) 

Chemical processes and reactions  

b) Building material parameters and test methods  

c) Natural and synthetic building materials  

d) Reinforced concrete steel construction  

5. Building law  

The examinee shall have the ability to prepare marketable service descriptions for con-

struction projects as well as execution planning and billing of the service provided. The 

exercise consists of the following qualification areas listed under a) to e): a) Public and 

private building law  

b) Allowances, service description and quantity calculation  

c) Types of costing  
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d) Construction contracts and operations scheduling  

e) Billing of construction services  

6. Construction management  

The examinee shall prove the ability to produce building calculations according to prin-

ciples of personnel, material and machine planning. Likewise, the examinee shall be 

able to differentiate between different procurement procedures.  

7. Engineering mathematics  

The examinee shall prove the ability to recognise the proper type of stress of a compo-

nent in cross-section and to undertake the dimensioning, including verification. The 

exercise comprises several of the qualification areas listed below under a) and b): a) 

Physical strengths  

b) Mechanics of materials  

8. Machinery and construction equipment  

The examinee shall prove the ability to specifically select proper machinery and con-

struction equipment for construction projects.  

9. Surveying  

The examinee shall prove the ability to stake out buildings and engineered structures 

and to execute survey planning, geodetic calculations and surface calculations. The ex-

ercise covers several of the qualification areas listed under a) to e): a) Position meas-

urement   

b) Altimetry  

c) Angular measurement and stakeout  

d) Initial measurement of the building structure  

e) Road course measurement  
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Article 11 

Duration of the Examination 

(1) The examination in modules A1-A4 and B1-B9 is in written form. Scope and dura-

tion of the individual module examinations depend on the amount of the credits to be 

earned, following the standard:  

1-3 Credits  = 90  minutes 4-6 Credits  = 120  minutes 7-9 Credits = 180  minutes 10-

12 Credits  = 240  minutes  

(2) If in the second attempt at least 30 points but less than 50 points were 

achieved, in at least two of the modules referred to in Art. 9 and 10, oral complementary 

examination may be carried out in the respective modules.  

(3) The module examinations are considered as failed if a module was awarded 

less than 30 points or less than 50 points upon a complementary examination.  

Part III 

Provisions for examination in required managerial, commercial and legal 

knowledge 

Article 12 

Special provisions for admission to examination and exemptions 

(1) The admission requirement to the final examination as a “Construction Tech-

nician” is a successful completion of modules C1-C5 containing required knowledge in 

“Business Administration, Law and Management”.  

(2) Examination in modules C1-C5 is organised as an examination performance.  

(2) At the request of the examinee, exemption from examination in modules C1-C5 

shall be granted if the candidate can prove an equivalent degree course with a recog-

nised final examination, e.g.:  
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a) applicable degree course with focus on corporate governance or SME man-

agement or  

b) applicable recognised advanced qualification, such as e.g. “Certified Business 

Administrator”.  

Article 13 

Objective, structuring and content of modules C1-C5 

 1) In examination in modules C1-C5, the candidate's professional capability as 

entrepreneur shall be demonstrated in the relevant action fields by adequately proving 

and documenting competence in analysing and duly assessing business, economic and 

legal issues, based on current market trends.  

(2) According to the module plan, in each module at least one complex case-re-

lated exercise shall be carried out:  

1. Assessment of competitiveness of companies  

The examinee shall demonstrate competent evaluation and decision-making with re-

gard to business, economic and legal requirements for a company's competitiveness. 

This includes competent evaluation and decision-making in the area of personnel de-

velopment planning.  

The exercise consists of several qualifications listed below under a) to f):  

a) analysis of business objectives and their classification in a business target sys-

tem,  

b) defending the significance of corporate culture and a company´s image for 

market performance and competitiveness,  

c) analysis of the market positioning of a company and argumentation of success 

potentials,  

d) use of internal and external accounting, in particular, the balance sheet and the 

profit and loss account, to analyse strengths and weaknesses of a company,  
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e) application of legal provisions in the analysis of corporate objectives and con-

cepts, in particular, taking into account the crafts and trade code, commercial, industrial 

and competition law;  

2. Preparation, implementation and evaluation of business setup and acquisition 

activities The examinee shall prove expertise in preparation, execution and evaluation 

of tasks related to a business setup and a takeover, taking into account personal, legal 

and business conditions, and objectives, explaining their significance for a business 

concept. In this exercise, several of the qualifications listed under a) to j) shall be com-

bined:  

a) supporting significance of personal qualification for successful self-employ-

ment,  

b) presenting and considering the economic, social and cultural significance of 

craft, and the benefits of memberships in craft organisations;  

c) identifying and assessing opportunities to use advisory services, support and 

public benefits in setting up and taking over a business;  

d) making and justifying decisions with regard to location, size, personnel require-

ments, structure and equipment of a business,  

e) development and evaluation of a marketing concept for market launch,  

f) preparing and arguing for investment planning and a financial concept; pre-

paring a profit forecast and implementing liquidity planning,  

g) deriving and arguing for a certain legal form, attendant to a business idea,  

h) application of legal provisions, in particular, civil law, corporate and tax law, in 

the context of a company formation or takeover,  

i) considering the need for private risk and retirement provision, pointing out 

options  
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j) cohesively explaining and supporting the significance of personal aspects as 

well as business and legal components of a corporate concept;  

3. Development of corporate governance strategies  

The examinee shall demonstrate the ability to identify operational growth potential and 

to develop business strategies, taking into account corporate strengths and weaknesses 

as well as market-related corporate governance opportunities and risks. For this exer-

cise, several of the qualifications listed below under a) to k) shall be combined:  

a) assessment of the importance of organisational business structures and work-

flows; introducing changes,  

b) assessing trends in product and service innovation, as well as in general market 

conditions, also in an international context, and deriving appropriate growth strategies;  

c) arguing the use of marketing tools for sales and procurement of products and 

services; recognising changes in capital requirement as a function of investment, finan-

cial and liquidity planning; demonstrating alternative forms of capital raising,  

e) development and evaluation of concepts for personnel planning, recruitment 

and qualification measures,  

f) taking account of labour and social security legislation in the formulation of a 

corporate strategy,  

g) presentation of opportunities and risks of inter-company cooperation,  

h) use of controlling to develop, pursue, enforce and modify business objectives;  

i) outlining instruments for the enforcement of claims and justifying their use,  

j) describing and arguing the need for business succession planning, including 

inheritance and family law and tax regulations,  

k) examining the need to initiate insolvency proceedings based on company data; 

indicating the consequences of insolvency law with respect to the continuation or liq-

uidation of a business company.  
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4. Implementing accounting in a craft business using industry-standard software  

The examinee shall demonstrate the ability to record and check business transactions, 

both, manually and electronically. In the task, several qualifications listed below under 

a) to d) shall be combined.  

a) generating documents, checking and allocating them to an account,  

b) creating, maintaining and checking the cash journal,  

c) preparing payroll accounting,  

d) contributing to the preparation of the annual financial statements.  

5. Innovation management  

In the examination part “Innovation Management”, the examinee shall present evaluate 

and devise in a draft solution a complex business problem of a company with opera-

tional relevance. The examinee shall outline references to the corporate strategy that 

affect the operational management of the company, by proposing a need for an inno-

vation-based solution as part of the corporate strategy. The topic of the project work 

is provided by the examination board and the processing by the examinee is subject to 

supervision by a teacher belonging to the specialist field.  

Article 14. 

Duration of the examination 

 (1) Examination in modules C1-C4 lasts two hours each and is to be delivered in 

writing. In the “Innovation management” module, the examinee shall prepare a written 

project work, amounting to approx. 30 processing hours.  

(2) The overall assessment of modules C1-C5 is calculated as arithmetic mean of 

the respective individual assessments.  

(3) If at least 30 points but less than 50 points were achieved in at most two of the  



 

297 

 

examination modules referred to in Article 15, a complementary oral examination may 

be held in the respective modules,  

(4) Passing the module examinations C1-C5 requires a generally satisfactory ex-

amination. The module examination is considered as failed, if a) a module was awarded 

less than 30 points or  

b) a module was awarded less than 50 points even upon a complementary examination. 

(5) Passing of the module examinations C1-C5 leads to the recognised advanced train-

ing qualification “Certified specialist for commercial management”.  

Part IV  

Provisions for the examination of required skills in vocational pedagogy  

Article 15 

Special approval requirements and exceptions 

(1) The admission requirement for the final examination as a Construction Tech-

nician is a successful completion of modules D1-D4.  

(2) At the request of the examinee, exemption from examination may be granted, 

if the student can prove to have passed an equivalent course with a recognised final 

examination.  

Article 16 

Objective, Structure and Content 

(1) The examination in the modules D1-D4 is held in form of an examination and 

it shall prove the subject-related and work-pedagogical knowledge and skills of the ex-

aminee, which are required for autonomous planning, implementation and control of 

a proper vocational training of trainees.  

(2) Examination consists of a written and a practical part.  
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(3) In the written part of the examination, the candidate has to solve case-related 

tasks in each of the following action fields:  

1. Checking the training requirements and planning of the training  

Module D1 includes the professional and pedagogical competence to scrutinise training 

requirements and to plan a training. The trainers shall be able  

a) to demonstrate and argue advantages and benefits of in-company training;  

b) to participate in planning and decision-making to bridge the needs of in-com-

pany training, based on the legal, collective agreement and the operational framework,  

c) to outline structures of the VET system and its interfaces;  

d) to choose and justify training occupations for a company,  

e) to examining the suitability of a business company with respect to a desired 

occupation, as well as, if and to what extent training content may be provided by 

measures outside the training centre, in particular, by training in a network, or as inter-

company or off-company training,  

f) assessing options of using preparatory training measures; and  

g) coordinating the tasks of the involved participants in a training, taking into 

account their function and qualification.  

2. Training preparation and recruitment of apprentices  

Module D2 includes a vocational and work-pedagogical competence to prepare a train-

ing taking into account organisational as well as legal aspects. The instructors and train-

ers shall hereby be able  

a) to draw up an in-company training plan, based on training regulations, in par-

ticular, dedicated to work and business-related work processes,  

b) to take into account VET-related participation and co-determination options 

of company interest groups   
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c) to explore the need for cooperation and to coordinate its content and organi-

sation in collaboration with partners, in particular, with vocational schools,  

d) to apply criteria and procedures for the selection of trainees, taking into ac-

count, amongst others, their diversity;  

e) to prepare a vocational training contract and to arrange for the registration of 

the contract with a competent authority; and  

f) to examine options whether parts of vocational training might be carried out 

abroad.  

3. Implementing training  

Module D3 includes vocational and work-pedagogical competence to endorse autono-

mous action-orientated learning in job-typical work and business processes. The train-

ers shall be able  

a) to establish learning-conducive conditions and a motivating learning culture, 

to give and receive feedback,  

b) to organise, design and evaluate the probation period,  

c) to develop and design company-oriented learning and work tasks, based on 

the company training plan and on typical work and company processes;  

d) to select adequate training methods and media, according to the target group 

and use them in a situation-specific manner,  

e) to assist trainees in learning difficulties by tailoring their training and learning 

guidance, and, if necessary, by providing training support and by exploring the possi-

bility of extending the training period;  

f) to provide trainees with additional training opportunities, in particular, in the 

form of additional qualifications, and to examine the option of shortening the training 

duration, as well as a possible early admission to the final examination;  
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g) to promote social and personal development of trainees, to opportunely rec-

ognise problems and conflicts in order to seek an amicable solution,  

h) to identify and assess performance; to evaluate third party performance assess-

ments and examination results; to conduct assessment interviews; to draw conclusions 

for the remaining course of training, and  

i) to promote intercultural competences.  

4. Completing the training  

Module D4 includes vocational and work-pedagogical competence needed to lead the 

trainee to a successful end and it highlights perspectives of a trainee’s professional de-

velopment. The trainers shall hereby be able  

a) to prepare trainees for final or journeyman's examination, taking into account 

exam dates, as well as to lead the training to a successful completion,  

b) to ensure that trainees register for examinations at the competent authority by 

explaining the trainees any implementation-relevant issues;  

c) to participate in the preparation of a written certificate on the basis of perfor-

mance assessment; and  

d) to inform and advise trainees on in-company career paths and further training 

options.  

Article 17 

Examination duration and organisation of Part IV 

(1) The written part of the examination shall last three hours.  

(2) The practical part of the examination consists of a presentation of a training 

situation and a technical discussion with a maximum duration of 30 minutes. Accord-

ingly, the exam participant has to choose a typical vocational training situation. The 

presentation should not exceed 15 minutes. The selection and arrangement of the 
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training situation are explained in the technical discussion. Instead of the presentation, 

a training situation may be also accomplished practically.  

(3) The assessment of the written part of the examination results from the arith-

metic mean of the equally weighted individual assessments of the individual modules. 

In the overall assessment, the written and the practical part of the exam are weighted 

equally.  

(4) If in at least two of the modules referred to in Article 16 at least 30 points but 

less than 50 points were achieved, an oral complementary examination may be held in 

the respective modules.  

(5) The prerequisite for passing the modules D1-D5 is the scoring of the written 

and practical part of the examination, each with a total of at least 50 points.  

(6) Passing of the modules D1-D5 leads to the separately recognised advanced 

training title “Trainer”.  

Part V  

Provisions regarding the final thesis to acquire the recognised title 

“Construction technician”  

Article 18 

Objective, Structure and Content 

(1) Module B10 is a comprehensive qualifying final examination for the recognised title 

“Construction technician”. The final examination comprises a project work and a tech-

nical discussion to prove relevant theoretical knowledge.  

a) Condition for admission to the final exam are at least 115 achieved credits, 

upon passing the module examinations, according to the module plan (Appendix 1).   

b) A proposal for the subject of the project work shall be submitted for approval 

by the examinee to the examination board, alternatively the subject may be provided 



302 

 

by the examination board. The project work is to be carried out by the examinee, under 

the supervision of a teacher belonging to the specialist field. The topic of the project 

work can be changed only once and only within the first two weeks of the processing 

time. In such case, within two weeks, the examinee is required to submit to the Exam-

ination Board for approval a proposal of a new topic, otherwise, within four weeks, the 

examination board will choose and assign a new topic.  

c) A technical discussion shall be conducted using the results of the project work, 

in which the examinee shall prove full understanding of the technical coherence of the 

project work. Furthermore, the examinee shall prove the sequencing of the project 

work process and the ability to identify subject-related issues in the project creation 

process, indicating respective solutions, always taking into account latest technological 

trends.  

Article 19 

Examination duration and organisation 

1) The processing time of the final thesis is seven weeks. Upon a reasoned request 

by the examinee, the examination board may extend the processing time. As a rule, the 

extension period granted should not exceed four weeks. In cases of particular hardship, 

if the candidate is prevented from completing the thesis on time due to reasons beyond 

his control, the examination board may extend the processing time by more than four 

weeks or suspend the process.  

2) Within two weeks upon submission of the final thesis, the examinee shall be 

notified in writing by the examination board of a date for the technical discussion. At 

the beginning of the technical discussion, the examinee presents to the examination 

board the process course and the results of the thesis by means of self-selected presen-

tation media.  

3) The technical discussion should not exceed a maximum duration of 60 

minutes.  
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4) The grade for the final thesis and for the technical discussion is to be an-

nounced to the examinee immediately afterwards 

5.4 | Implementation of construction technician training 

5.4.1 | Guide and checklist for the implementation of vocational train-

ing courses to technician’s level  

Suggestions and recommendations  Check 

A) Objectives of the training 

a) Providing skills to independently lead a company, to assume managerial tasks 

in the areas of technology, business administration, human resource manage-

ment and development, to establish vocational training in companies and to in-

dependently make use of the acquired enhanced professional competence by au-

tonomously adapting to new needs in the relevant areas. 

…......................................................................................................................................... 

b) The master´s programme consists of four independent parts. Each part fin-

ishes with a separate examination and a professional title, reflecting the enhanced 

skills. 

Part A1: “Practical knowledge” – completion with the title “Recognised Techni-

cian”. 

Obtaining crucial knowledge, abilities and skills to master and competently ac-

complish tasks of the respective profession and to identify and manage job-re-

lated challenges and solutions, by taking into account new developments. 

 

Part A2: “Subject-specific theory” – completion with the title “Technical Special-

ist”. 

Acquiring necessary theoretical knowledge in the respective profession by im-

parting knowledge in the fields of technology, safety, process engineering, mate-

rials engineering, mathematics and economic knowledge to be able to analyse 
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and assess challenges and to present, document and propose appropriate solu-

tions for order processing and for the administration and organization of a com-

pany. 

 

Part B1: Business Administration – completion with the title “Business Adminis-

trator”. 

Obtaining essential business and legal knowledge by situation-oriented introduc-

tion of comprehensive entrepreneurial competences - especially with regard to 

business, commercial and legal issues. Providing knowledge and skills for proper 

evaluation of companies´ competitiveness; preparing, implementing and evaluat-

ing of start-up and take-over activities and development of corporate manage-

ment strategies. 

 

Part B2: Occupational pedagogics – completion with the title “Instructor”. 

Obtaining necessary professional and work-pedagogical knowledge and the enti-

tlement to conduct vocational training in companies. Transfer of knowledge and 

skills in the fields “significance” and “legal framework”, training planning, re-

cruitment of trainees, training in the workplace, promotion of learning processes, 

team building and completion of the training. 

…......................................................................................................................................... 

c) The technician training consists of the following parts, which are concluded 

with a closed examination: 

Part A: General basics (not included in the master craftsman training) 

Part B: Subject-specific content (includes parts A1 and A2 of the master crafts-

man training  

            and goes beyond that) 

Part C: Business Administration and Management (corresponds to Part B1 of 

the master craftsman training)  

Part D: Vocational and work pedagogy ((corresponds to part B2 of the master 

training) 
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B) Participants and target groups 

1. Persons with completed vocational training (journeyman, skilled workers) of 

all trades 

…........................................................................................................................................ 

2. Persons without vocational training, but with long-term professional experi-

ence in their profession (at least five years) 

…………………………………………………………………………….. 

3. Potential start-up candidates 

……………………………………………………………………………......  

4. Students and graduates in the relevant disciplines 

………………………………………………………………………….. 

5. Temporarily unemployed persons with appropriate educational/vocational 

background who under a master´s or technician`s programme wish to improve 

their chances of obtaining work or to enhance their professional career. 

............................................................................................................................................... 

6. All persons who do not want to graduate from a master's or technician`s de-

gree, but only want to pursue specific parts of the master´s or technician`s pro-

gramme (particularly Part  “Business administration” and Part “Occupational 

pedagogics”) as advanced vocational training 

 

C) Notices and Information for participants  

Emphasizing that these are four independent training courses that 
a) can be completed separately and with a separate professional title. 
b) successful completion of all four parts “automatically” leads to a master de-

gree. 

………………………………………………………………………….... 

Recommendation to consider the completion of each individual part of the mas-

ter's programme as an essential cornerstone of advanced education and – if the 

“master” title is pursued – recommendation to start with the parts B1 “Business 

Management” and B2 “Occupational pedagogics”. 

……………………………………………………………………………… 

Indicating target-group-specific significance, as well as the advantages and 
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benefits from completing each individual training part as well as benefits from 

gaining the master or technician title, such as: 
 significant importance for the autonomous exercise of the chosen pro-

fession 
 very high success rates of business start-ups with completed training 
 great career opportunities to assume leadership functions 
 high attractiveness and personal image gains from the master or techni-

cian training 
 a master´s or technician`s degree is held in high regard by companies 

and customers, an excellent marketing element to underscore quality as-
surance by securing due qualification 

 outstanding significance of practical knowledge and skills in business ad-
ministration, management and corporate governance 

 entitlement to conduct vocational training of young people, and thus de-
cisive contribution to attracting qualified junior staff  

 pivotal importance of acquired occupational and work-pedagogical 
knowledge for personnel development and promotion, for team devel-
opment and for increasing motivation in companies 

……………………………………………………………………………….. 

Information about the significance of the master's or technician`s education, 

reaching beyond just acquiring professional qualification, such as full entitlement 

to a university degree in some countries, classification in the Qualifications 

Framework at “bachelor´s” level. 

………………………………………………………………………………… 

Special emphasis on 
a) cost estimation of the participants´ fees, e.g. not only indication of total 

cost but also cost per participant hour and; 
b) in particular, financial support and tax incentives. 

……………………………………………………………………………… 

Repeated dissemination of information via various media channels – in writing 

and particularly active in face-to-face meetings, in form of individual consulta-

tions, at meetings, trainings, via consultants, etc. 

D) Recruiting participants 

Early and repeated announcement of courses on advanced education in 
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professional journals, on websites, via newsletters, circulars, etc. 

………………………………………………………………………………… 

Production of posters, hand-outs with invitations to advanced education training 

courses or related information on counselling events and information place-

ment/introduction in educational establishments, chambers, universities, etc. 

………………………………………………………………………………… 

Sending personal invitation letters with indication of date, including a reply sheet 

by mail and/or by e-mail;  

address at least 50 times the number of potential participants than the desired 

number of participants 

………………………………………………………………………….. 

Repeated telephone follow-up activities to addressed potential participants 

…………………………………………………………………………….. 

Conducting press conferences/discussions and issuing press releases to achieve 

publications in the daily press. At least one press release shall be issued within 

the framework of the master or technician training testing and at least one press 

conference must be held (see E). 

…………………………………………………………………………….... 

Involvement of propagators (e.g. consultants, teachers, etc.), who approach po-

tential participants in person to submit invitation letters 

……………………………………………………………………............ 

Use every opportunity for personal contact to pass on information and to advice 

potential participants about your measures 

……………………………………………………………………………....... 

At least 15 (ideally 25) participants per training 

………………………………………………………………………………...... 

The parts A1 “Practical knowledge” and A2 “Subject-specific theory” in the 

master training or part B in the training of technicians are each occupation-re-

lated. In principle, in parts “Business administration” and “Occupational peda-

gogics”, participants can be persons from all trades and business segments. 



308 

 

Participants from various areas and trades will promote the exchange of experi-

ence among themselves. 

………………………………………………………………………………… 

The advanced training courses can be conducted under a full-time scheme with 

daytime lessons or under a day-release scheme with evening lessons and at week-

ends. In order to meet all demands it is advisable to offer both forms of courses, 

according to the respective demand. Parts “Business administration“ and “Occu-

pational pedagogics” are particularly suitable for a day-release scheme. 

E) Implementation of advanced training 

Assuring timely and binding reservation of training rooms and training work-

shops and securing an adequate equipment 

……………………………………………………………………………. 

Timely recruitment of lecturers and organising a complete teaching timetable for 

each respective complete advanced training block: 
a) At least one full-time lecturer shall be active in each educational block, a 

competent specialist on the respective advanced training topic or profes-
sion. 

b) Secondary qualified instructors who are generally particularly cost-effec-
tive. 

In addition to professional qualification and experience, pedagogic abilities and 

teaching experience are of paramount importance. 

If necessary, follow-up trainings and/or train-the-trainer seminars shall be con-

ducted. For this purpose, specific concepts, curricula and teaching materials were 

developed for the “Master BSR” project which are available free of charge. 

……………………………………………………………………………. 

Timely preparation and provision of documents, materials, etc. for 
a) all teachers and staff; 
b) all participants. 

Provision in paper form as well as electronically (see internet platform). 

The following documents and materials have been designed and are available 

free of charge: 
 Analyses of the education and labour markets in the Baltic Sea Region 
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 Concepts for conducting programmes in Denmark, Germany, Poland, 
Lithuania and Latvia 

 A concept for a uniform master's or technician`s programme for the 
BSR 

 Curricula and teaching materials for all parts of the master's and of the 
technician`s programme 

 Concept and documentation for the evaluation of all parts of the train-
ings 

 Examination regulations for all parts of the programmes 
 Concepts, curricula and teaching materials for a dedicated train-the-

trainer seminar 

……………………………………………………………………………… 

For each continuing education – establishment and operation of an user-friendly 

Internet platform, including 
 setting all documents and materials for download 
 links to textbooks, etc. for self- study 
 existing e-learning systems for each training course 
 announcement of appointments, classrooms etc. 
 complete addresses of all lecturers and contact persons 
 complete addresses of all participants for communication with one an-

other 
 interesting information, such as the announcement of further events, 

current publications, important links, etc. 

F. Evaluation of advance training programmes 

Any advanced occupational educational measure is subject to evaluation in order 

to identify and implement further developments and improvements in future 

training programmes. 

For this purpose, at various times during implementation written and oral inter-

views with the participants and lecturers shall be conducted, together with an ac-

companying monitoring analysis. 

……………………………………………………………………………. 

The concepts, questionnaires, guides etc. developed are free of charge for all and 

any future use. 
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…………………………………………………………………………… 

The advanced programme courses shall be first-class and cost-intensive to give 

the participants very significant added value. In this respect, it is advisable to fol-

low on a random basis further career paths of individual graduates and to iden-

tify their benefits. The obtained results are ideal in terms of information and ac-

quisition of new participants (see C and D). 

G) Evaluating and conducting examinations 

The following procedures are required for the advanced programmes: 
 Grouping into level class 5 “Higher Vocational Training” or level class 6 

“Bachelor and other comparable trainings and competences” within the 
Qualifications Framework. 

 Assessment of obtained competencies and skills with credit points 
(CPs).  

 Awarded CPs can be transferred across countries. 
 The completed advanced courses as well as the title are recognised 

across the Baltic Sea Region. 

............................................................................................................................................... 

Concepts for conducting examinations, including quality assurance measures, as 

well as uniform examination rules were designed. The documentation is available 

free of charge for all and any use. 

……………………………………………………………………………. 

In countries with a binding examination system in place, examination is subject 

to national law and thus leading to a “national degree title”. Further, an addi-

tional evaluation is to be carried out in these countries, based on the designed 

uniform examination regulations. In countries without any examination regula-

tions in place, examinations are based on the designed uniform examination reg-

ulations. 

Examinations or additional evaluations based on the designed uniform examina-

tion regulations lead to the title “Master Baltic Sea Region” or “Technician Baltic 

Sea Region”. 

………………………………………………………………………………. 
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Competences, knowledge and skills already acquired in other qualification 

measures that meet the trainings requirements, are recognized for the trainings 

and can lead to the exemption from examination of certain parts of the exam. 

H) Implementation report 

Within four weeks of completion, each implementing partner shall provide a 

conclusive execution report on the implemented advanced training measures, in-

cluding 

a) short description of the implemented measures on informing and attracting 

new participants and copies of the produced information material, press releases, 

press reports, etc. 

b) short description of the implemented preparatory measures  

c) the number of participants in each training part 

d) covered trades and activity areas 

e) eventual participant dropouts, specifying their reasons 

f) very brief characterisation of the engaged teaching staff  

g) examination results 

h) own experience and assessment of the implementation  

i) specific recommendations and information regarding future implementations 

of training programmes 

j) own plans regarding future implementations of training programmes by the 

implementation partner after project completion 
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5.4.2 | Implementation of foreign language and native language in Lat-

via47 

The training took place in Riga from 06.01.2020. until 06.03.2020. 

The English language curriculum was prepared taking into account the recommen-

dations of the project partners, as well as the personal experience of the lecturer. 

As a result, a curriculum of 150 hours was prepared, according to the knowledge 

required for B1 level. 

Since so far in the Latvian Chamber of Crafts we have paid more attention to the 

training of masters, this time we offered apprentices, journeymen and other craftsmen 

the opportunity to learn English. As a result, 20 participants took part in the training. 

Participants by craft groups 

 9 participants – construction and building occupations (carpenter, chimney 

sweep, plumber, plasterer, painter, tiler); 

 5 participants – woodworking occupations (carpenters, weaver); 

 1 participant  – clothing, textiles and leather-processing occupations (tailor); 

 2 participants – food processing occupations (cook); 

 3 participants  – occupations dealing with health and body-care (hairdresser, 

stylist)   

Demographic indicators of training participants 

 7 women  

 13 men 

 
47 Prepared by Latvian Chamber of Crafts 
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Age of participants 

 age group 18 - 24 years: 3 participants 

 age group 25 - 34 years: 12 participants 

 age group 35 - 44 years: 5 participants 

Previous education of the participants 

• secondary education - 6 participants 

• secondary vocational education – 14 participants  

Work experience of the participants 

• up to 5 years - 9 participants 

• 6 - 10 years – 8 participants 

• 11 - 20 years – 3 participants  

The training was carried out with both theoretical training and practical work. Ac-

cording to the curriculum, students had to perform written assignments (including dic-

tation), prepare short presentations, play various role / situation games. 

The participants admitted that the start of the training was difficult because the Eng-

lish language skills were quite poor. 

Nevertheless, at the end of the training, all participants received a LAK certificate 

for the acquisition of a 150-hour training program according to B1 level. 

Some participants expressed their commitment to continue learning English. 

We will offer the prepared and tested training program “Language training. English” 

in the future for craftsmen, cooperation partners and other interested parties. 
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5.4.3 | Implementation of state and society, environmental engineer-

ing, energy saving and house technic48 

Introduction: This part of the technician training for construction technicians has 
been conducted, implemented and tested in Latvia and Lithuania. As an example the 
implementation report from Latvia follows.  

Testing Part A3 „State and Society, Environmental Engineering“  of 

Technician Training Curriculum  

Scope of part A3 - 100 hours 5 modules:   

 Labour and social order;  

 Industrialisation;   

 Significance and value of labour;   

 Europe;  

 Environmental engineering.  

Testing performed by: Panevezys Chamber of Commerce, Industry and Crafts  

Time and place: 7 October – 18 December 2019 in Panevezys, Lithuania   

Target group: 22 last-year students of vocational training centre   

Majority (68%) of target group aged 18-24, the rest of participants were younger 

than 18.  

64 % male, 36 % female.  

Students of different study fields: mechatronics, construction, car mechanics, health 

and beauty services etc.  

Lecturers involved: 2 lecturers from Panevezys College.   

 
48 Prepared by Panevezys Chamber of Commerce, Industry and Crafts 
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Form of training: full-time lectures and a workshop. Two entrepreneurs and a rep-

resentative of Panevezys CCIC took part in a workshop on value of labour.  

No final examination was carried out, knowledge of students was tested at the end 

of each module.   

At the end of training the participants received certificates of attendance, stating that 

they have successfully completed a 100-hour training course on State and Society, En-

vironmental Engineering. 

Evaluation questionnaires were completed by all participants and 2 teachers at the 

beginning and end of the training.  

General assessment:   

By students:  

Usefulness and satisfaction of the training   

From 4,71 (the content was easy to follow, helpful material, relevant topics) to 3,80 

(the training helps to improve my job situation)  

Teachers and organisation of the training   

From 4,85 (lecturers were knowledgeable and good communicators, encouraging 

atmosphere) to 4,41 (duration of training) By teachers:  

Trainees‘ engagement and organization of training:  

From 5,0 (trainees‘ participation, overall atmosphere, organization) to 4,0 (trainees´ 

knowledge at the beginning of the training)  

Trainees‘ readiness for independent work:  

From 5,0 (possible implementation of the training, satisfaction with the training pro-

gram) to 4,25 (the training helps to improve trainees´ job situation)  
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Remarks and conclusions 

Part A3 “State and Society, Environmental engineering” of Technician training cur-

riculum developed in the framework of ICC4VET project covers many aspects of so-

ciety, social order, technological progress and labour as well as environment protection 

and energy saving. The training consists of 5 small modules, provides general 

knowledge on the above topics and is quite universal.   

The training could be used: 

 As a whole 100-hour course with minor adjustments in line with country’s 

specifics. 

 As a flexible combination of separate modules in accordance with needs 

and specifics of the participant groups. 

Panevezys Chamber of Commerce, Industry and Crafts will recommend using the 

curriculum for educational institutions or other interested parties in the future. 

Testing Part A4 „Energy consultancy and HVACR“ of  Technician Training 

Curriculum  

Scope of part A4 - 150 hours  

Course contents in 7 modules:   

Systems engineering - heating;  

Systems engineering - ventilation;   

Air tightness;   

Modernisation planning;  

Air tightness measurement with blower door and thermography;  

Fire alarm system;  

Building services engineering.  
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Testing performed by: Panevezys Chamber of Commerce, Industry and Crafts  

Time and place: 5 November 2019 – 27 February 2020 in Panevezys, Lithuania   

Target group: representatives of local companies providing construction or building 

maintenance services  

The whole course content was divided into 3 parts and offered as separate special-

ized training courses in order to focus on specific areas and to better respond to the 

participants‘ needs:   

„Modernisation planning“ (40 hours)  

„Heating, ventilation, air tightness and its measurement“ (40 hours)  

„Building services engineering, fire alarm system“ (72 hours)  

Participants by age: majority aged 35-44 (42 %), 25-34  (29%), 45-54 (29%) The 

majority of participants were male (86 %) and 14 % female.  

Lecturers involved: 2 lecturers from Panevezys College and one external lecturer 

from energy performance certification company.   

Form of training: full-time lectures and workshops.  

No final examination was carried out, knowledge of participants was tested at the 

end of each module.   

At the end of training the participants received certificates of attendance, stating that 

they have successfully completed a particular training course. 

Evaluation questionnaires were completed by 20 participants and 3 teachers at the 

beginning and end of the training.  

General assessment:   

By participants:  

Usefulness and satisfaction of the training   
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From 4,95 (the skills acquired during the training can be useful to my daily work; the 

training helps to grow on professional  level) to 4,22 (I will recommend dual vocational 

training to others)  

Teachers and organisation of the training   

From 4,88 (the lecturers were knowledgeable and good communicators) to 4,44 (du-

ration of training) By teachers:  

Trainees‘ expectations and motivation:  

From 5,0 (trainees´ knowledge at the end of the training; organization of the train-

ing) to 4,0 (trainees´ knowledge at the beginning of the training)  

Trainees‘ readiness for independent work:  

From 4,83 (skills acquired can be useful to daily work, training helps to grow on 

professional level, improves trainees‘ job situation) to 4,5 (training improves trainees‘ 

personal development)  

Remarks and conclusions 

Part A4 “Energy consultancy and HVACR” of Technician training curriculum de-

veloped in the framework of ICC4VET project is very thorough and covers all aspects 

of building systems, technical facilities and services, as well as laws and regulations re-

lated to energy saving.   

The content of this training is aimed at people working in separate areas of construc-

tion and building maintenance. It is perfect for acquiring or updating specific profes-

sional knowledge and skills. The participants emphasized that the training was very 

useful to their daily work and improved their qualification.  

The training could be used:  

 As a whole 150-hour course with minor adjustments in line with specifics 

of the country. 
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 As 3 separate specialized training courses. 

 As a flexible combination of separate modules in accordance with needs 

and specifics of the participant groups. 

Panevezys Chamber of Commerce, Industry and Crafts will recommend using the 

curriculum for educational institutions, companies or other interested parties in the 

future.  

5.4.4 | Implementation of subject-specific learning content, technology 

construction technic and project work49 

Training Part I 

Testing Technician training 

Part B1 - 9:  Subject-specific learning content Technology Construction Technic and 

B12 Project work  

Implementing Partner 

PP4 Vilniaus statybininkų rengimo centras (VSRC), Lithuania  

Implementation Period 

February-May 2019   

  

 
49 Prepared by Vilniaus statybininkų rengimo centras (VSRC) 
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Participants 

20 participants enrolled for the course. The participants include adult learners (work-

ers of construction companies) and CVET students who already acquired a certain 

qualification in Building and Construction.   

Training Organization 

Theory lessons and practical workshops are delivered at the premises of Vilnius 

Builders Training Centre. The lessons are organized as evening classes to address the 

needs of the learners who are employed.  

The training content is based on the curriculum prepared by Berufsbildungs- und  

Technologiezentrum der Handwerkskammer Schwerin and adapted to the national re-

quirements. The training course  comprises 1200 hours + 120 hours of project work.  

30% of the total training time is dedicated to theory lessons and 70% is practical 

training delivered at the Sectoral Practical Training Centre for Construction based at 

Vilnius Builders Training Centre.  

120 hours of project work will be optional for participants to choose to complete 

either at the company or at the school workshop.  

Evaluation 

1st written survey was carried out during the second week of the training with all 

participants having completed the provided questionnaire forms. 

Period: June 2019 – March 2020  

Training Part II 

Testing Technician training   
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Part B1 - 9: Subject-specific learning content Technology Construction Technic and 

B12 Project work  

Implementing Partner 

PP4 Vilniaus statybininkų rengimo centras (VSRC), Lithuania  

Implementation Period 

June 2019 – March 2020  

Participants 

Twenty participants enrolled for the course. The participants include adult learners 

(workers of construction companies) and CVET students who already acquired a spe-

cific qualification in Building and Construction.   

Training Organization 

Theory lessons and practical workshops have delivered at the premises of the Vilnius 

Builders Training Centre. The lessons are organized as evening classes to address the 

needs of the learners who are employed.  

The training content has based on the curriculum prepared by Berufsbildungs- und 

Technologiezentrum der Handwerkskammer Schwerin and adapted to the national re-

quirements. The training course comprises 1200 hours, including project work. Five 

trainers conducted the training.  

20% of the total training time dedicated to theory lessons and 80% is practical train-

ing delivered at the Sectoral Practical Training Centre for Construction based at Vilnius 

Builders Training Centre and companies.  

Ninety-four hours of project work will be optional for participants to choose to 

complete either at the company or the school workshop.  
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Evaluation 

2nd written survey carried out during the last week of the training with all participants 

having completed the provided questionnaire forms. Personal interviews with 3 partic-

ipants and personal interviews with 2 teachers have been carried out in the middle of 

the training. 

Documentation and Evidence 

We cannot provide you with the signature lists and photos due to the general data 

protection regulation. However, all the evidence is collected and kept by Partner PP4 

in the project file. 

Assessment of acquired skills 

The assessment of the acquired knowledge and competencies consisted of two parts: 

theoretical (100-question test with optional answers) and practical (presentation of pro-

ject work).  

The results of the theoretical knowledge test (10 - highest rating, 6 - lowest) are as 

follows:  

 
  

Number of  

participants   

Points   Grade   

2   95 - 100   10   

5   85 - 94   9   

8   75 - 84   8   

3   65 - 74   7   

2   55 - 64   6   
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The results of the project work evaluation (10 - the highest evaluation, 6 - the lowest) 

are as follows:  

Number of par-

ticipants  

Points  Grade  

3  95-100  10  

7  85-94  9  

6  75-84  8  

4  65-74  7  

All participants got the certificates. 

Observations and gained experience  

The knowledge acquired by the participants during the training is needed and applied 

in the labour market. Some of the training participants had a long time since they grad-

uated from vocational or higher education institutions and had not participated in any 

in-service training courses. So, the training raised their various competencies in the 

professional field.  

Most of the participants attended in the training on their initiative; some were moti-

vated by the employer or co-workers, our school graduates, and teachers, family mem-

bers.  

This training improved most of the participant's personal development, helped to 

grow on a professional, personal level, improved some of them employment situation. 

Training participants were the most active at the beginning of the training, later ac-

tivity and attendance of contact lessons decreased. The reason for this was that it was 

difficult for some training participants to reconcile work, learning, and family respon-

sibilities. In the second half of the training, teachers had to put a lot of effort into 

selecting the teaching materials to keep the participants interested in the practice. The 
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activities organized in preparation were purposeful and rationally distributed. Practical 

training organized by theory studies. Conditions created for independent, distance 

learning. The participants of the training highly appreciated the teachers' efforts to con-

vey the teaching material. 

The participants of the training were more interested in those lectures where IT 

knowledge was improved, and various calculations performed. The training partici-

pants had more interesting practical lessons than theoretical ones.  

It was observed that the participants of the training managed to absorb the trans-

mitted information at different rates. It was especially noticed when conveying the top-

ics of modules B3, B4, B7. It was mainly due to differences in education, in partage, 

problems at work, or in the family.  

For the teachers who taught the participants, participation in the project posed many 

challenges, as it is necessary to have in-depth knowledge in the field of the subject 

showed, update, or develop the teaching material according to the curriculum. So, the 

teachers updated their experience in the field of the taught subject.  

The training contributed to the teachers´ personal development. The latest infor-

mation in the subject area had to be searched in foreign languages: English, German. 

Polish. There was little information in Lithuanian teaching about some topics. 

Knowledge of foreign languages had deepened during the preparation of the teaching 

material.   

The teachers who participated in the training have already updated and adjusted their 

curricula based on the “Construction technician” program developed by the project 

partner and the experience gained during the training. VSRC students study or will 

study according to them.  

This program meets the needs of the state economy, because lots of Lithuanian 

companies are looking for qualified engineers and technicians. It's an excellent oppor-

tunity for any Lithuanian vocational training institution that wants to raise its prestige 

and attract as many stakeholders as possible.  
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Recommendations 

Based on the experience and observations gained during the training, the following 

recommendations are made:  

The content of the training modules is appropriate, meets the needs and expecta-

tions of construction professionals, has been well and very well evaluated by partici-

pants. Therefore, taking into account the needs of the training participants, it is recom-

mended to organize such training for other vocational training institutions of the coun-

try, which train specialists in the field of construction.  

Recommended to adapt the curriculum prepared by Berufsbildungs- und Technol-

ogiezentrum der Handwerkskammer Schwerin for customers‘ needs and national re-

quirements when organizing training. Only after delving into the content of individual 

modules, the needs, and preferences of customers and training participants. The train-

ing should be shorter, approximately 500-600 hours. Duration of the training no more 

than a half year. More attention to the teaching of practical subjects. It is essential to 

combine theoretical knowledge with possible, responsibly choose practical tasks.  

Before organizing the training, it would be worthwhile to arrange a test of the 

knowledge and abilities of the training participants. It is necessary because the ability 

to absorb information is unequal. After the knowledge and skills test, it is expedient to 

divide the training participants into groups of no more than 6-10 people.  

Taking into account the content of the modules, recommended to change and sup-

plement the initial and continuing education programs, according to which construc-

tion specialists trained in Lithuanian vocational and higher education institutions. The 

topics of modules B5, B7, B9 included in the content of higher education curricula.  

It is possible and recommended to implement this training in our country. Cooper-

ation between the state, municipalities, and businesses must be encouraged at all levels 

of adult education. It would also better address the issue of funding for the creation of 

such competence centres.  
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The creation of vocational training competence centres would be significant in 

promptly solving the problem of lack of specific knowledge and competencies of con-

struction specialists. In particular, they would serve individuals who received their ed-

ucation five or more years ago.  

5.4.5 | Implementation of business administration and management in 

Latvia50 

Introduction: This part of the technician training for construction technicians has 
been conducted, implemented and tested in Latvia and Lithuania. As an example the 
implementation report from Latvia follows. 

The training took place in Riga from 03.09.2019. until 20.12.2019 

The "Business Administration and Management" curriculum was prepared taking 

into account the recommendations developed by the project partners, the implemen-

tation of the project "Master BSR", as well as the lecturer's many years of personal 

experience. 

An educator with whom LAK has established long-term cooperation was invited to 

prepare and implement the curriculum as the lecturer. 

As a result, a curriculum of 378 hours was prepared. 

"Business Administration and Management" is one of the 2 main study topics in the 

Latvian Chamber of Crafts for obtaining the qualification of a master craftsman. It did 

not require much difficulty to set up a training group. 20 participants took part in the 

training, 15 of them were those who had already submitted documents for the master's 

qualification exams, or planned to do so in the near future. The other 5 participants 

were students working in different professions, who were interested in the training 

 
50 Prepared by Latvijas Amatniecibas kamera 
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organized by LAK in order to gain knowledge in building and organizing their own 

company. 

Participants by craft groups: 

 8 participants – construction and building occupations (stonemason, tinsmith, 

plumber, potter, plasterer, painter, chimney sweeps) 

 1 participant – metal-working and technical equipment specialist occupations 

(car mechanic) 

 3 participants – woodworking occupations (carpenters) 

 2 participants  – clothing, textiles and leather-processing occupations (tailor) 

 2 participants – food processing occupations (baker, cook) 

 1 participant  – occupations dealing with health and body-care (manicurist) 

 3 participants – occupations dealing with glass, paper, ceramics, musical instru-

ments and others (florists) 

Demographic indicators of training participants 

 7 women   

 13 men 

Age of participants 

 age group 18 - 24 years: 2 participants 

 age group 25 - 34 years: 7 participants 

 age group 35 - 44 years: 8 participants 

 age group 45 - 54 years: 1 participant 

 age group 55 - 64 years: 2 participants 
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Previous education of the participants 

 basic education - 1 participant 

 secondary education - 3 participants 

 secondary vocational education – 12 participants  

 higher education – 4 participants  

Work experience of the participants 

 up to 5 years - 2 participants 

 6 - 10 years - 4 participants 

 11 - 20 years - 12 participants 

 more than 30 years - 2 participants 

Part of the training was theoretical training, including organized group work, part 

was independent work. The students had to prepare a presentation about themselves 

and their profession, develop a business plan and a project idea. 

At the end of the training, all participants received a Latvian Chamber of Crafts 

certificate for the acquisition of a 378-hour training program, which confirms the ability 

to run a craft enterprise (SME). 

Participants positively assessed both the content of the training and the skills of the 

lecturer. At the end of the training, the students were invited to express their sugges-

tions and proposals, which should be taken into account when organizing this training 

in the future. Suggestions made:  

 To include more questions related to psychology.  

 To expand the topic of record keeping. 

 To plan acquisition of knowledge about related computer programs. Some par-

ticipants thought that these could be separate study topics. 
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The prepared and adapted study program “Business Administration and Manage-

ment” has been approved by the Crafts Council of the Latvian Chamber of Crafts. We 

will continue to implement this program in the training of future masters, as well as 

offer it to other interested parties. If necessary, consultations are possible (for example, 

the development of a business plan, development of projects and preparation of doc-

uments for submission, preparation of founding documents). 

5.4.6 | Implementation of vocational and occupational education in 

Poland51 

Introduction 

This part of the technician training for construction technicians has been conducted, 

implemented and tested in Latvia, Poland and Estonia. As an example the implemen-

tation report from Poland follows.  

Pedagogical training for instructors of practical vocational training was conducted in 

the period from 18.12.2019 to 30.01.2020. 18 participants took part in the course - 14 

men and 4 women. They represented the following employers: Toyota, Auto Diug 

(Jeep, Fiat, Alfa Romeo, Isuzu), Scania, Markos, Cemarol, Autoservis, Fiskars, Conti-

nental (Kia, Citroen). The course was conducted in cooperation with the Adult Educa-

tion Centre of the Department of Professional Development in Słupsk, which is au-

thorized to organize such a course.  

The main objective of the training was to acquire knowledge and skills in the field 

of pedagogy, psychology and methodology necessary to perform the tasks of a practical 

vocational training instructor. The course was directed to people who are applying for 

the right to teach the profession. Completion of the course entitles to act as a practical 

vocational training instructor based on the knowledge of teaching and educational 

 
51 Prepared by Zespol Szkol Mechanicznych i Logistycznych 
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methods. The course is open to entrepreneurs who would like to employ trainees or 

apprentices in their company (e.g. hairdressers, carpenters, trade, manufacturing and 

others) and other people who would like to broaden their knowledge of pedagogy, 

psychology and methodology of vocational training.  

The legal basis for organising the course is the ordinance of the Minister of National 

Education of 22 February 2019 on practical vocational training. The course covers is-

sues in the field of pedagogy, psychology and methodology and didactic skills in a total 

of 48 hours, including:   

 Issues in the field of pedagogy, psychology and methodology - a total of 40 

hours;   

 didactic skills - 8 hours.  

Teaching content of individual classes and description of learning outcomes  

N.  Scope of the content of the classes - curriculum section  Hours  

1  
Basics of pedagogy with particular emphasis on work peda-

gogy  
5  

2  
Elements of psychology in communication and "instructor-

learner" relations  
8  

   

3  Methodology of practical vocational training  27  

4  Teaching skills  8  

   

5  Total  48  
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Basics of pedagogy with particular emphasis on work pedagogy  

N.  

Scope of the content of the 

classes  

Hours  Learning outcomes - a learner 

after completing the course 

can:  

1 

Scope and tasks of work 
pedagogy;  

Education and upbringing: pre-
vocational, pro-vocational and 

professional;  
Active participation, further and 
further education and training  

1  

- define the scope and 
tasks of work pedagogy,  
- describe the subject 
matter - and professional, 
prooccupational and profes-
sional upbringing,  
- define career guidance 
functions, - identify opportu-
nities for further education  

2 

Legal acts regulating the princi-
ples of solving pedagogical 
problems Types of schools and 
forms in which vocational edu-
cation can be  
organized Classification opro-
fessions of vocational educa-
tion;  
- didactics, care, education;  

  

1  

- Identify the statutory 
tasks of the teacher in the field 
of didactics, vocational training 
and other forms of vocational 
training for the professional ed-
ucation professions, identify the 
types of schools  

providing, caring for and educat-
ing,  
- describe the classifica-
tion functions  

3 

Legal basis for organizing 
practical vocational training; 
Labour Code - Section IX - 
Youth employment and other 
legal acts concerning the em-
ployment of young people  

2  

- to lay down rules for the 
organisation of practical voca-
tional training,  
- indicate the tasks of the 
practical vocational training in-
structor,  
- define rules for the em-
ployment of juvenile workers  
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N.  

Scope of the content of the 

classes  

Hours  Learning outcomes - a learner 

after completing the course 

can:  

1 

Scope and tasks of work 
pedagogy;  

Education and upbringing: pre-
vocational, pro-vocational and 

professional;  
Active participation, further and 
further education and training  

1  

- define the scope and 
tasks of work pedagogy,  
- describe the subject 
matter - and professional, 
prooccupational and profes-
sional upbringing,  
- define career guidance 
functions, - identify opportu-
nities for further education  

4  

Instructor of practical vocational 
training in the education system: 

tasks, responsibilities;  
Rules of conduct - ethics in per-

forming the tasks of a practi-
cal vocational training  

instructor  

1  

- describe the professional 
profile of a practical vocational 
training instructor,  
- indicate the responsibili-
ties of the practical training in-
structor,  
- formulate a code of ethics 
for practical vocational training 
instructors  

  Total  5    
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Elements of psychology in communication and "instructor-learner" 

relationships  

N.  
Scope of the content 

of the classes  

Hours  Learning outcomes - a learner after 

completing the course can:  

1  

Human developmen-
tal periods and learn-
ing opportunities and 
needs  

1  

- indicate the developmental pe-
riods during which a person can gain 
an occupation or retrain,  
- to identify the learner's needs 
and abilities to learn at different  
developmental periods, identify ways to 
support learning in different develop-
mental periods  

2  
Stress in education - 
importance and man-

agement of stress  
2  

- define the stress,  
- to assess the stress situation, - 
choose how to manage a stressful situa-
tion to achieve the desired effect in 
working with the learner  

3  
Conflict - conflict 

analysis and manage-
ment  

2  

- to define the conflict,  
- identify the source of the con-
flict, - indicate examples of conflict 
management principles in working with 
a learner  

4  
Diagnosing the possi-
bilities and needs of 

the students  
2  

- conduct a learner's observation 
in order to diagnose their abilities and 
needs;  
- draw conclusions from observa-
tion to planning work with the learner  

5  
Motivating the 
learner to learn  

1  

- indicate ways of motivating the 
learner to undertake and carry out prac-
tical tasks - identify and assess the im-
portance of punishment and reward in 
motivating learning,  
- determine the importance of 
rules, arrangements and agreements in 
incentivising,  
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N.  
Scope of the content 

of the classes  

Hours  Learning outcomes - a learner after 

completing the course can:  

1  

Human developmen-
tal periods and learn-
ing opportunities and 
needs  

1  

- indicate the developmental pe-
riods during which a person can gain 
an occupation or retrain,  
- to identify the learner's needs 
and abilities to learn at different  
developmental periods, identify ways to 
support learning in different develop-
mental periods  

2  
Stress in education - 
importance and man-

agement of stress  
2  

- define the stress,  
- to assess the stress situation, - 
choose how to manage a stressful situa-
tion to achieve the desired effect in 
working with the learner  

  Total  8    
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 Methodology for practical vocational training  

N.  
Scope of the content 

of the classes  
Hours  

Learning outcomes - a learner after 

completing the course can:  

1 
Subject and tasks of 
vocational training 
methodology  

1  

- define the subject and tasks of the vo-
cational training methodology,  - indi-
cate the terms of reference for the 
practical vocational training methodol-
ogy  

2 

The core curriculum 
of training in profes-
sions, their role in 
planning and organiz-
ing practical voca-
tional training;  
  
The core curriculum 
of general education - 
links to vocational 
training;  

2  

- define the functions of the core 
curriculum of training in professions,  - 
indicate the elements that make up the 
structure of the core curriculum of the 
training in a given profession in the con-
text of planning practical training,  - in-
terpret selected elements of the core 
curriculum of education in a given pro-
fession in the context of practical train-
ing,   
- identify links between the core 
curriculum of education in a given pro-
fession and the core curriculum of gen-
eral education for the development of 
key competences  

3 
Social competences. 
Principles of teaching 
learning  

  
2  

- to interpret the principles imple-
mented by the teacher  
(representativeness, independence, the 
binding of theory and practice,  
accessibility),   
- interpret the principles imple-
mented by the learner (awareness and 
importance, use of experience, pattern), 
- indicate exemplary ways of using the 
principles of teaching in the implemen-
tation of practical vocational training 
tasks  
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N.  
Scope of the content 

of the classes  
Hours  

Learning outcomes - a learner after 

completing the course can:  

1 
Subject and tasks of 
vocational training 
methodology  

1  

- define the subject and tasks of the vo-
cational training methodology,  - indi-
cate the terms of reference for the 
practical vocational training methodol-
ogy  

4 

The purpose of educa-
tion in education;  
Classification of ob-
jectives;  
Purpose of education 
and requirements pro-
gramme  

2  

- to define a goal in education,   
- to classify targets in education,  - 
formulate exemplary training objectives 
for the designated profession on the ba-
sis of the core curriculum,  - formulate 
the learning objective as a  
programme requirement,  - apply the 
principles of operationalisation of ob-
jectives in the chosen profession for 
the conditions of practical training  

5 

Teaching material and 
subject matter educa-
tional;  
Informational func-
tion;  
Motivating function;  
Formulation principles 

1  

- describe the principles of formulating 
the topic of educational activities - of 
choosing the teaching material,  - to de-
termine the importance of the topic of 
educational activities,  - formulate ex-
emplary topics for learning activities in 
the task force of learners. 
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N. 
Scope of the content 

of the classes  
Hours  

Learning outcomes - a learner after 

completing the course can:  

6 

Technodidactic 
equipment - organi-
zation of profes-
sional education; Job 
as a training position  

2  

- to determine the importance of 
the media and teaching resources in ed-
ucation,   
- Plan the equipment and organi-
zation of the workplace for educational 
purposes,   
- select the equipment to perform 
the task at the workstation,    
- indicate the importance of 
health and safety rules at work at the 
workplace,  - assess the equipment of a 
sample workstation for training pur-
poses  

7 
Planning tasks to be per-
formed by the learner  

2  

- identify, on the basis of the 
core curriculum of education in the 
chosen profession, examples of tasks to 
be performed by the learner on his/her 
own,   
- identify, on the basis of the 
core curriculum of education in the 
chosen profession, exemplary tasks to 
be performed by the learner in a group 
(in collaboration) with other people,  - 
formulate recommendations to  
examples of tasks,   
- choose a place, equipment and 
other materials to do the job,   
- indicate the control rules (in-
cluding self-control) during sample per-
formance tasks     
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N. 
Scope of the content 

of the classes  
Hours  

Learning outcomes - a learner after 

completing the course can:  

8 
Methods and forms of 
work in practical train-
ing 

2  

- describe the course of sample  
practical activities,    
- characterise examples of meth-
ods used in practical training,   - choose 
the educational method according to 
the subject matter of the classes, organi-
zational possibilities, the time foreseen 
for realization and the expected possi-
bilities of the learner,   - plan the reali-
zation of classes using selected meth-
ods,   
- describe the working tech-
niques used in practical vocational 
training,  - adjust the working technique 
to the method used, the subject matter 
and the expected effect responsibilities  

9 

Planning of practical vo-
cational training and 
workday planning - sce-
nario  

2  

- describe the structure of the ed-
ucational scenario,   
- design a scenario for selected 
practical activities,   
design a scenario for a working day for a 
juvenile employee who is studying in a 
company,   

N.  
Scope of the content 

of the classes  
Hours 

Learning outcomes - a learner after 

completing the course can:  

10  Workstation manual  1  

 determine the functions of the work-
station manual,   

 design instructions for a sample  
workstation  
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N.  
Scope of the content 

of the classes  
Hours 

Learning outcomes - a learner after 

completing the course can:  

11  

Work card (worksheet) 
in the organisation of 
practical vocational 
training  

1  

 define the role of the work card 
(worksheet) in the organisation of 
practical vocational training,   

 design a sample work sheet  
 (worksheet)  

12  

Evaluation in the im-
plementation of practi-
cal vocational training;   
Methods of testing 
knowledge and skills;   
Assessment criteria;   
Feedback in the assess-
ment  

2  

 Define formal requirements for school 
and continuing education grades,  - de-
scribe methods of testing knowledge 
and skills in practical vocational training,  

 define the role of the assessment crite-
ria, - formulate feedback for an example 
assessment situation,  - apply school as-
sessment with reference to an exemplary 
situation, the relevant requirements of 
the curriculum and school assessment 
rules  

13  
Checklist in support of 
performance and self-
assessment  

1  
 analyze a sample checklist,   
 design a checklist for a selected task per-

formed by the learner  

14  

The curriculum of the 
profession:   

1) functions and princi-
ples of construction;  

2) structure;    
3) legal requirements    

2  

 define the functions of the vocational 
curriculum,   

 formulate exemplary provisions for indi-
vidual elements of the curriculum of the 
profession with regard to practical voca-
tional training  

15  
Modification of the 
sample curriculum of 
the profession  

1  
- define rules for the modification of the 
curriculum of the profession  
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N.  
Scope of the content 

of the classes  
Hours 

Learning outcomes - a learner after 

completing the course can:  

16  

Evidence of qualifica-
tions in the profes-
sion/examination;    
Apprenticeship exam - 
rules conduct the ex-
amination  

2  

 examine the examination procedures for 
the examination to confirm qualifica-
tions   
in the profession/occupational examina-
tion,   

 analyze the examination tasks from the 
examination guide for the profes-
sion/examination,   

 specify the requirements for passing  
the examination confirming  
qualification for the occu-
pation/occupation,  - deter-
mine the rules for the jour-
neyman's examination  

17 

School documents:   
1. school curriculum;   
2. teacher's teaching 

plan - curriculum;   
3. the class book;   
4. the grade sheet  

1  

 to interpret the provisions of the school 
curriculum,   

 make entries in the class book,  - de-
velop a teacher's teaching plan for prac-
tical vocational training,  - name the 
classes according to the school curricu-
lum and grade sheet    

 Total  27    
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Teaching skills  

 N.  
Scope of the content 

of the classes  

Hours  Learning outcomes - a learner after 

completing the course can:  

1  
Simulation of sample 

practical activities  
3  

- demonstrate the course of sample prac-
tical activities  

2  
Explanatory demon-
stration in practical 

training  
2  

- perform a demonstration of the perfor-
mance of a specific activity at the work-
station  

3  
Evaluation of the task 

performed  
2  

- assess the observed performance of a 
particular activity or set of activities at  

the workstation or simulate the practical 
part of the vocational test/examination 
and assess according to school criteria 
and examination rules  

4  

Maintaining the 
principles of occu-
pational health and 
safety, environmen-
tal protection and 
fire safety at the 
workplace  

1  

- assess the preparation of the workplace 
in terms of occupational health and 
safety, environmental protection and fire 
safety  

  Total  8    

The training was followed by a final examination, which was passed by all partici-

pants. Each participant received a special certificate on a ministerial print. Com-

pletion of the course entitles to accept young workers in service establishments, 

commercial establishments, production plants, etc. 

The training should be described as a very big success. This is due to the fact that 

the course was very popular - much more than we assumed, employers were very 

satisfied with it. The participants were very active and presented high attendance.   

In the future, we plan to continue organizing such courses in cooperation with the 

Vocational Development Department, because we as a school cannot complete it 
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due to lack of legal qualifications. Employers are increasingly interested in this 

form of cooperation, which also makes it easier for us to gain new partners for 

our students. This also has a significant impact on the continuation of dual teach-

ing.  

5.5 | Evaluation of technician trainings52 

5.5.1 | Evaluation Concept 

The Aim of the Evaluation 

The general aim of the study is to evaluate the effectiveness of training „Technician 

Trainings“ realized within the Project “Establishment of two-stage industry compe-

tence centres of vocational education and training”(ICC4VET) carried out in Latvia, 

Lithuania, Estonia, Germany, and Poland.  The conclusions of the evaluation research 

will contribute to improve the quality and especially the effectiveness of training, show 

the limitations of the training model and indicate the direction for further activities.  

A training management cycle can be divided into three major steps: planning, imple-

mentation and evaluation. The evaluation is the final step of the training management cycle. 

Evaluation of training is one of the main components of a training programme. The 

results of the training evaluation are reflected in the next phase of training planning to 

improve future training programs. It does not only provide the trainer with useful in-

formation in order to further improve the training course, but also creates an impres-

sion of completeness. 

  

 
52 Prepared by Võru County Vocational Training Centre 
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Five Steps of Training Evaluation 

The processes of training evaluation can be divided into five steps: identify purposes 

of evaluation; select evaluation methods; design evaluation tools, collect data; and ana-

lyse and report results. 

Step 1: Identify Purposes of Evaluation  

Before developing evaluation systems, the purposes of evaluation must be deter-

mined. These will affect the types of data and the data collection methods. The most 

common reason for evaluating training programs may be to determine the effectiveness 

of training programs in order to improve future programs. Evaluation can help us learn 

from experience of past training programs. For example, we may want to know which 

parts of the training were successful and which not, or whether the approach to the 

training should be changed. We can use these lessons learned to improve plans for 

future training programs. 

The following purposes of evaluating training programs are: 

 To determine whether the objectives of the training were achieved. 

 To see how the knowledge and skills learned in the training are put into practice. 

 To assess the results and impacts of the training programs. 

 To assess the effectiveness of the training programs. 

 To assess whether the training programs were properly implemented. 

 To identify the strengths and weaknesses of the training programs. 

 To assess whether the training programs were suitable in terms of the training 

contents, timing, participants and other aspects. 

 To find problems of the training programs and solutions for improvement. 
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Step 2: Select Evaluation Method 

One of the most commonly used methods for evaluating training programs  is the 

four levels of evaluation by D. L. Kirkpatrick. According to his concept, capacity de-

velopment is realized by the four sequential steps:  

Reaction - evaluation on this level measures how participants react to the training 

program. It is important to get a positive reaction. Although a positive reaction may 

not ensure learning, if participants do not react favourably, they probably will not be 

motivated to learn. 

Learning - evaluation on this level measures the extent to which participants change 

attitudes, improve knowledge, and/or increase skills as a result of attending the training 

program. One or more of these changes must take place if a change in behaviour is to 

happen. 

Behaviour - evaluation on this level measures the extent to which change in partic-

ipants’ behaviour has occurred because of attending the training program. In order for 

change to take place, four conditions are necessary: 

 The person must have a desire to change. 

 The person must know what to do and how to do it. 

 The person must work in the right climate. 

 The person must be rewarded for changing. 

Results - evaluation on this level measures the final results that occurred because 

the participants attended the training program. Examples of the final results include 

increased production, improved quality and decreased costs. It is important to recog-

nize that these results are the reason for having some training programs.53  

 
53 Source: Kirkpatrick (2006) Evaluating Training Programs 
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Step 3: Design Evaluation Tools 

Various evaluation tools can be selected depending on the purposes and methods of 

evaluation: 

 Questionnaires 

 Surveys 

 Tests 

 Interviews 

 Focus group discussions 

 Observations 

 Performance records 

For the Train the Trainer in SMEs training evaluation the written questionnaire and 

the interview are used.  

The questionnaire is probably the most common form of evaluating training pro-

grams to evaluate the reactions of training participants. Questionnaires can be devel-

oped through five steps:  

Step 1: Determine what you want to find out 

The following are some common types of information we may want to ask participants.  

 Contents: Was the content appropriate?  

 Materials: Were the materials useful?  

 Teaching method: Was the teaching method appropriate?  

 Trainer/Facilitator: Was the trainer/facilitator effective?  

 Motivation to learn: Were you motivated to learn the contents?  

 Program relevance: Was the program relevant to your needs?  
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 Level of understanding: Did you understand the contents? Time: Was the time 

and length of program appropriate?  

 Length: Was the program length appropriate?  

 Facilities: Were the training facilities appropriate?  

 Overall evaluation: What is your overall rating of the program?  

 Planned improvements: How will you apply what you have learned?  

Questions are developed later, but it might be useful to develop this information in 

outline form so that related questions can be grouped together. 

Step 2: Select the types of questions 

Questions that might be asked in a questionnaire can be classified into two major 

categories: open-ended and close-ended.  

Open-ended questions have an unlimited answer. The question is followed by a 

blank space for response. Open-ended questions give participants the opportunity to 

express their own thoughts. They produce varieties of answers and more difficult to 

analyse. The following are some examples of open-ended questions: Which part of the 

contents of the training program interests you more than others? How do you think 

we can improve the contents of the training program?  

Close-ended questions ask respondents to select one or multiple responses from the 

list. 

Below are several types of close-ended questions.  

 Two-option response: Respondents are asked to choose one out of two options, 

such as yes-no, true-false, disagree-agree.  

 Rating scale: Respondents are asked to choose the most appropriate answer to 

reflect their opinion from the complete range of possible answers. The range can 
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be presented in numbers (e.g., 1 to 5), or in words (e.g., strongly agree to strongly 

disagree).  

 Checklist: It is a list of items. Respondents are asked to check those that apply to 

the situation 

 Multiple choice questions: Respondents are requested to choose appropriate an-

swers from multiple choices. 

 Open-ended short-answer questions: Respondents are requested to explain their 

answers in short sentences. 

Step 3: Design the questionnaire 

The third step in questionnaire design is to develop the questions based on the types 

of questions planned and the types of information needed. 

Step 4: Pre-test the questionnaire 

The fourth step in questionnaire design is to test the questions. It is ideal if the pre-

pared questions can be tested on a sample group of participants. If this is not feasible, 

they can be tested on a group of people at approximately the same job level as the 

participants.  

Step 5: Finalize the questionnaire 

Based on the result of pre-test in Step 4, the questionnaire forms will be finalized. 

The most common data-collection method for the impact survey might be the fol-

low-up questionnaire. 

Interviews can be used especially when qualitative information is needed about the 

impact of the training program.  

Interviews have the following advantages and disadvantages that should be consid-

ered when selecting them as the data collection method. 
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Advantages of interviews: 

 Good for uncovering feelings and hidden causes. 

 Non-verbal signals can indicate key issues. 

 Spontaneity – follow the unexpected issues. 

Disadvantages of interviews: 

 Time-consuming. 

 An unrepresentative sample can skew the results. 

 Can be difficult to quantify. 

 Very dependent on the skills of the interviewer. 

Interviews have three types from which a suitable one was selected for each survey. 

1. Structured interview: the questions was set in advance. 

2. Semi-structured interview: the general content was predetermined but addi-

tional exploration was allowed. This form of interview is particularly useful 

in situations where there are key issues to be investigated, but there is less 

certainty about the range of respondents' reactions to them. 

3. Unstructured interview: free-flowing conversation rather than a specific set 
of questions. 

Step 4: Collect Data 

To improve the effectiveness of questionnaire data collection were recommended 

following: 

 Keep responses anonymous -If there is no specific reason why you would like to iden-

tify each participant’s questionnaire, it is recommended to keep responses anon-

ymous. It allows the participants to feel open and comfortable to give comments 

that can help improve future programs  
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 Distribute questionnaire forms in advance - For lengthy evaluations for training pro-

grams that span several days, or if you want the participants to evaluate each 

individual session, it is helpful to distribute questionnaire forms early in the pro-

gram. This will allow the participants to familiarize themselves with the ques-

tions, and to answer specific questions as they are covered in the program. Please 

note, however, that the participants should wait until the end of the program to 

reach a final conclusion on general issues. For this reason, questionnaire forms 

for general questions could be distributed at the end of the program. Explain 

the purpose of the questionnaire and how the information will be used  

 Explain the purpose of the questionnaire and how the information will be used - . This will 

help improve the response rate and encourage them to make comments that can 

be useful to improve future programs. 

 Allow enough time for completing the questionnaire - If we ask the participants to fill in 

the questionnaire forms at the end of the program, they may be in a hurry to 

leave and may provide incomplete information. It is recommended to set aside 

enough time to fill in the questionnaire forms as a scheduled session before the 

end of the program. 

Step 5: Analyse and Report Results 

Before summarizing and analysing the questionnaire, the data need to be entered 

into a computer. Many statistical software programs are available for such data. There 

are many ways to analyse data, but the analysis should be as simple as possible and 

limited to what is necessary to draw the required conclusions from the data. After 

knowing what kind of information will be relevant and useful to the primary users, the 

last step in evaluation process is to develop an evaluation report.  

Use figures to present statistical and complex data fairly quickly and easily. Pie charts 

and bar charts are among commonly used figures. Bar charts work better when many 

categories are compared, and relative magnitude is to be shown. 
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Evaluation report outline 

After knowing what kind of information will be relevant and useful to the primary 
users, you can develop an evaluation report outline.  
 

Summary  

● Purpose of evaluation  

● Evaluation audiences  

● Major findings and recommendations  

Program Description  

● Program background  

● Program goals/objectives 

● Program participants Program activities 

Evaluation Design and Methods  

● Purpose of the evaluation  

● Evaluation designs  

● Data collection methods 

Findings and Results  

● Description of how the findings are organized (e.g., by evaluation questions, 

themes/issues)  

● Results of analyses of quantitative and/or qualitative data collected 

Recommendations  

● Recommendations for action based on these conclusions 

Appendices  

● Questionnaires pre/post tests  

● Program expenditure summary54 
  

 
54 Source: Manual on Training Evaluation. Project on Improvement of Local Administration in 

Cambodia 
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Data Sources 

The conclusions of the evaluation research will contribute to improve the quality, 

and especially the effectiveness of training, show the limitations of the training model 

and indicate the direction for further activities. 

In the Technician Training trainings will take part in each at least 20 participants.  

The trainings are carried out in Latvia, Lithuania, Estonia, Germany, and Poland.  

“Technician Training” training is targeted for adult learners and students. The goal 

of the training program is to develop, implement and evaluate two-year dual training 

courses for the technician in an industry sector.  

The period during which the tests will be carried out are between January 2019 to 

March 2020 in all countries.  

The trainings will be set as full time lessons 6 weeks or full-time work in enterprise 

and lessons on evenings/weekends or 1-year full-time training.  

The trainings will be completed with own certificate and qualified certificate of at-

tendance that contains a description of the issues, priorities etc. of the training. No 

official final exam or intern audit is required. 

“Technician Training” will consist of a larger set of parts that deal with technical 

aspects and didactic matters. From this set the modules are demand-driven selected 

and combined to a training session. Doing this way, the training can be carried out 

tailored to the regional conditions and needs of the participants.  

 Training parts A1&A2 which measure Language Training will be tested by PP6 

Latvijas Amatniecibas kamera (LAK), Latvia; the scope of training is 250 hours; 

 Training parts A3&A4 which measure Society & Environment will be tested by 

PP5 Panevezys Chamber of Commerce Industry and Crafts (PCCCI), Lithuania 

and PP7 Võrumaa Kutsehariduskeskus (VK), Estonia;  the scope of training is 

250 hours; 
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 Training parts B1-B11 which measure Technology Construction & Project Work 

will be tested by PP4 Vilniaus statybininku rengimo centras (VSRC), Lithuania;  

the scope of training is 1,300 hours; 

 Training part C which measures Business Administration and Management will 

be test by PP2 Berufsbildungs- und Technologiezentrum der Handwerkskammer 

Schwerin (BTZ), Germany; PP5 Panevezys Chamber of Commerce Industry and 

Crafts (PCCCI), Lithuania and PP6 Latvijas Amatniecibas kamera (LAK), Latvia; 

the scope of training is 350 hours; 

 Training part D which measures Vocational & Occupational Education will be 

tested by PP3 Zespol Szkol Mechanicznych i Logistycznych im. inz. Tadeusza 

Tanskiego (ZSLM), Poland, the scope of training is 80 hours; PP6 Latvijas 

Amatniecibas kamera (LAK), Latvia; the scope of training is 100 hours  and PP7 

Võrumaa Kutsehariduskeskus (VK), Estonia; the scope of training is 80 hours. 

The scope of the evaluation includes the following research questions: 

 Assessment of compliance of training with the expectations of participants. 

 Assessment of the level of satisfaction of trainees. 

 Assessment of the possibilities of implementation of training in different coun-

tries trainees. 

 Determine the impact of training on the growth of professional qualifications and 

job situation and personal development training participants. 

 Responds to the question of how the skills acquired during the training can be 

useful to participants in their daily work. 

Data collection 

Written surveys for participants and teachers must be carried out twice – in the 

first/second week of the training and in the penultimate/last week of the training which 

need to be carried out by all project partners. Personal interviews with 3 participants 
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and personal interviews with 2 teachers will be carried out only by PP4 Vilniaus 

statybininku rengimo centras (VSRC), Lithuania in the middle of the training.  

According to the methodology two questionnaires and two interviews will be pre-

pared: 

Two written surveys of participants using an identical questionnaire - “Technician 

Trainings” 

Participants will be asked to fill out questionnaires in the first/second week of the 

training and in the penultimate/last week of the training in which they will be able to 

assess the quality of training in its various aspects. The current evaluation is quality 

control of training and  the  level of satisfaction of its participants. Satisfaction with the 

course and program content classes, and thus the efficiency on the "level of response" 

is a prerequisite for proper motivation to learn and consequently to high efficiency to 

the next level. The questionnaire is divided into three parts: the first part concerns the 

evaluation of motivation to participate in the training, the second part concerns the 

evaluation of the usefulness of training for the participant, the third part concerns the 

evaluation of the teachers and the organization of training. 

 

Two written surveys of all teachers using an identical questionnaire - “Technician 

Trainings” 

All trainers will be asked to fill out questionnaires twice in the first week of the 

training and in the last week of the training in which they will be able to assess the 

quality of training in its various aspects. The questionnaire is divided into two parts: 

the first part concerns the evaluation of the trainees ‘engagement and the organization 

of  training, and the second part concerns the evaluation of the trainees´ readiness for 

independent work. 

Personal interviews with 3 participants - “Technician Trainings” 



354 

 

Personal interviews with 3 participants will be carried out in the last week of the 

training  in which they will be able to assess the quality of training in its various aspects. 

Personal interviews with 2 teachers “Technician Trainings” (Annex 4) 

Personal interviews with 2 teachers will be carried out in the last week of the training  

in which they will be able to assess the training in its various aspects. 

5.5.2 | Evaluation Report and recommendations 

Results and Analysis Language Training (Part A1. Work-related English) in 

Latvian Chamber of Crafts 

Students results 

Period during which the test was carried out: January 2019 to March 2020 

Participants: 20 Adults with training time at vocational school: (60%), training time 

in the company: (20%) and training time in the training workshop: (20%). 65 percent 

(13 respondents) were male and 35 percent (7 respondents) were female. respondents 

60 percent were age 25-34 (12 respondents), 25 percent were age 35-44 (5 respondents) 

and 15 percent were age 18-24 (3 respondents). 

Expectations and motivation: The first/second week of the training results indi-

cate that participants was very interested (4.50) and highly motivated to participate in 

the training (4.50). They agreed that their participation and interaction were encouraged 

(4.05). Trainees were not very satisfied with their own contribution high to individual 

work (4.00). Penultimate/last week of the training results indicate slight improvement 

of satisfaction level. Trainees were extremely interested (5.00) and highly motivated to 

participate in the training (4.65). Their participation and interaction were encouraged 

(4.30) and trainees evaluated their own contribution high to individual work (4.15).  
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Total results in this part of the questionnaire indicate that participants were highly in-

terested (4.75) and motivated to participate in the training (4.58). They agreed that their 

participation and interaction were encouraged (4.17) and trainees evaluated their own 

contribution not very high to individual work (4.08) 

Usefulness and satisfaction of the training: The first/second week of the training 

results show that trainees found it possible to implement this training in their country 

(4.80). The topics were relevant (4.55) and the materials were helpful (4.50). It is pos-

sible to implement this training in other foreign countries (4.40).  It was agreed that 

introducing a dual education system was effective (4.35) and the training improved 

trainees´ personal development (4.30). Certainly respondents would recommend dual 

vocational training to others (4.25). The trainees were satisfied with the training (4.15). 

For participants the content was not very easy to follow (4.00) neither they were very 

satisfied with meeting one´s objectives of the training (4.00). Furthermore, it was not 

agreed highly that the training helps to grow on professional level (4.00) or the skills 

acquired during the training can be useful to their daily work (4.00).  The respondents 

did not agree that the training helps to improve their job situation (3.65).  

Penultimate/last week of the training results indicate that respondents changed their 

opinions in regards usefulness of the training. Now they agreed completely that it is 

possible to implement this training in their country (5.00). For participants the topics 

(4.95) and the materials (4.90) were relevant and they would recommend dual voca-

tional training to others (4.90). They were convinced that it is possible to implement 

this training in other foreign countries (4.85) and introducing a dual education system 

was effective (4.80). The participants were very satisfied with the training (4.70). 

It was agreed that the training improved their personal development (4.60) and the 

training objectives met their expectations (4.55). It appears that the content was easy 

to follow (4.55). It would be correct to claim that according to respondents’ opinions 

the training helps to grow on professional level (4.20), can be useful to my daily work 

(4.15) and helps to improve my job situation (4.05). The last was not rated on very high 

average level.  
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Total results show that respondents totally agreed that it is possible to implement 

this training in their country (4.90). The topics handled were relevant to them (4.75) as 

well the distributed materials (4.70). “Communication, correspondence, etiquette. Many topics 

were interesting and useful. The main thing that will be useful is the acquired knowledge in communi-

cation, preparation of various documents and presentations”. The participants were certain it is 

possible to implement this training in other foreign countries (4.63). It was agreed that 

introducing a dual education system was effective (4.58) and they would recommend 

dual vocational training to others (4.58). Trainees personal development was improved 

(4.45). Moreover, they were very satisfied with the training (4.42). Likewise, the training 

objectives met their expectations (4.28) and the content was easy to follow (4.28) On 

the other hand “At times, the topics seemed too fragmented, too demanding.” They 

agreed that the training helps to grow on professional level (4.10). The skills acquired 

during the training can be useful to my daily work (4.08). Conversely to all mentioned 

above the participants did not agree totally that the training helps to improve their job 

situation (3.85). 

Respondents were also asked a number of questions to evaluate the teachers and the 

organization of the training. Based on the questionnaire results we can conclude that 

trainees were very satisfied with the teachers and the organization and all average points 

were rated very high. The first/second week of the training results also indicate that 

for trainees the training process was flexible (5.00) and the atmosphere was encourag-

ing (5.00). As well the practical training was in accordance with theory studies (4.85). 

Furthermore, the lecturer was a good communicator (4.75) and knowledgeable (4.55). 

In addition, the teaching materials (4.45) and the topics (4.35) were distributed in an 

organized manner. The participants were satisfied with the duration of training (4.30). 

In the penultimate/last week of the training results indicate only high and very high 

average points. Not only that the practical training was in accordance with theory stud-

ies (5.00) and the teaching materials were distributed in an organized manner (5.00), 

but also the training process was flexible (5.00) and the overall atmosphere was encour-

aging (5.00). The participants totally agreed that the lecturer was a good communicator 
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(5.00) and knowledgeable about the training topics (4.90) who presented the topics in 

an organized manner (4.90). In addition to that the duration of training was relevant 

(4.80). 

Total results in this part of questionnaire indicate that the participants were totally 

satisfied with the teacher and the organization of the training. In other words the train-

ing process was flexible (5.00) and the overall atmosphere of the training was encour-

aging (5.00). The trainees agreed totally that practical training was in accordance with 

theory studies (4.92) Similarly were contented with the lecturer who was a good com-

municator (4.88) and knowledgeable about the training topics (4.72). Not only that the 

teaching materials (4.72) and the topics (4.63) were presented in an organized manner, 

but also the duration of training was relevant (4.55) “The duration of the training was optimal 

enough to be able to master all the planned topics.” 

Teachers results 

Participants’ expectations and motivation: The first/second week of the training 

results indicate that the teacher was very satisfied with the length of the training (5.00). 

On the other hand the trainer was not very satisfied with the overall atmosphere (4.00) 

and the organization of the training (4.00). Moreover, she was not contented with train-

ees´ participation (3.00), initiative (3.00) and the close cooperation between trainees 

(3.00). In addition to all mentioned above she was not satisfied with trainees´ 

knowledge at the beginning of the training (3.00).  

Penultimate/last week of the training results indicate that the trainer was extremely 

contented with the length (5.00), the overall atmosphere (5.00) and the organization of 

the training (5.00). Trainees´ participation (4.00), initiative (4.00) and the close cooper-

ation between trainees (4.00) was not evaluated highly by the teacher. She was not very 

satisfied with the trainees´ knowledge at the end of the training (4.00).  

Total results in this part of questionnaire indicate that the teacher was very satisfied 

with the length of the training (5.00). The organization (4.50) and the overall atmos-

phere of the training (4.50) were evaluated highly as well “The training process and work 
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with participants was satisfying.” However, the teacher was not very contented with train-

ees´ knowledge at the end of the training (4.00). Not only that the teacher was not 

contented with trainees´ initiative (3.50), participation (3.50) and the close cooperation 

between trainees (3.50), she evaluate trainees´ knowledge at the beginning of the train-

ing insufficient (3.00). 

Readiness for independent work.: The first/second week of the training results 

show that the teacher was very satisfied with the training program (5.00) and was cer-

tain that it is possible to implement this training in their country (5.00). However, the 

teacher was not very certain that the training can be implemented in other foreign 

countries (4.00). She was not very convinced that the training helps trainees to grow 

on professional level (4.00) and personal level (4.00) or the trainees acquired enough 

knowledge (4.00). The same was about belief that the skills acquired during the training 

can be useful to trainees´ daily work (4.00) or the training helps to improve trainees´ 

job situation (4.00). 

Penultimate/last week of the training results indicate that the teacher was very sat-

isfied with the training program (5.00) and was convinced that the trainees acquired 

enough knowledge (5.00). She was certain that it is possible to implement this training 

in their country (5.00) as well as in other foreign countries (5.00) and the skills acquired 

during the training can be useful to trainees´ daily work (5.00). On the other hand the 

teacher was not very certain that the training improved trainees´ personal (4.00) and 

professional development (4.00) or would improve trainees´ job situation (4.00). 

Total results in this part of the questionnaire indicate trainer´s full satisfaction with  

the training program (5.00). In addition to that it is possible to implement this training 

in our country (5.00), companies need the support from the government.. Most prob-

ably it is possible to implement this training in other foreign countries (4.50). In addi-

tion to all mentioned above the trainer was certain that the skills acquired during the 

training can be useful to trainees´ daily work (4.50) and the trainees acquired enough 

knowledge (4.50). On the other hand the teacher was not very convinced that the 
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training improved trainees´ personal (4.00) and professional development (4.00) and to 

improve trainees´ job situation (4.00). 

Overall: Based on respondents´ answers we can conclude that participants were 

very motivated to participate in the training (4.5), but the teacher was not satisfied with 

trainees´ participation (3.5). The teacher was more satisfied with the training program 

(5.00) than the trainees (4.42). They agreed almost equally that it is possible to imple-

ment this kind of training in their country – the teacher more (5.00) compared with 

trainees (4.9). Both parties were not very convinced that the training helps trainees to 

grow on professional level - participants (4.1) compared with the teacher (4.00).  The 

teacher was certain that the training helps to improve trainees´ job situation (4.00) com-

pared with trainees, who were not certain about that aspect (3.85). Participants were 

convinced more that the training improved their personal development (4.45) than the 

teacher (4.00). The teacher agreed more that the skills acquired during the training can 

be useful to their daily work (4.50), compared with the participants (4.08). Participants 

were totally satisfied with overall atmosphere or the training (5.00) compared with the 

teacher (4.50). 

Results and Analysis Language Training (Part A2. Native Language) in 

Latvian Chamber of Crafts 

Students results 

Period during which the test was carried out: January 2019 to March 2020 

Participants: 20 Adults with training time at vocational school: (60%), training time 

in the company: (20%) and training time in the training workshop: (20%). 55 percent 

(11 respondents) were female and 45 percent (9 respondents) were male. Out of all 20 

respondents 65 percent were age 25-34 (13 respondents), 20 percent were age 18-24 (4 

respondents) and 15 percent were age 35-44 (3 respondents). 

Expectations and motivation: The first/second week of the training results indi-

cate very good feedback results. Participants were very interested (4.50) and highly 
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motivated to participate in the training (4.50). Their participation and interaction were 

encouraged (4.35) and their own contribution to individual work was evaluated very 

highly as well (4.30). Penultimate/last week of the training results indicate that the 

trainees were was very interested in the training topics (5.00). Participants contributed 

highly to individual work (4.80) and were extremely motivated to participate in the 

training (4.70). In addition to all mentioned above trainees participation and interaction 

were encouraged (4.65) 

Total results in this part of the questionnaire indicate that the participants were very 

interested (4.75) and highly motivated to participate in the training (4.60). They evalu-

ated their own contribution high to individual work (4.55) and agreed that participation 

and interaction were encouraged (4.50). 

Usefulness and satisfaction The first/second week of the training results show 

that the participants were extremely satisfied with the content (5.00) and materials 

(4.90). Introducing a dual education system was effective (4.90) and trainees would 

recommend dual vocational training to others (4.80). They agreed very much that the 

skills acquired during the training can be useful to their daily work (4.75) and would be 

possible to implement this training in their country (4.60). For participants the topics 

were relevant (4.65) and the training improved their personal development (4.50). They 

were more than certain that it is possible to implement this training in other foreign 

countries (4.50). Trainees totally agreed that the training objectives met their expecta-

tions (4.40) and the training helps to grow on professional level (4.40). Participants 

were satisfied with the training (4.35). The lowest average points received opinion the 

training helps to improve my job situation (4.10).  

Penultimate/last week of the training results indicate that the trainees were even 

more satisfied with the training in every aspect than in the beginning. The participants 

were totally contented with the content (5.00), the topics (5.00) and with the materials 

(5.00). It was entirely agreed that the skills acquired during the training can be useful to 

their daily work (5.00) as well was introducing a dual education system (5.00). The 

trainees were very certain that the training improved their personal development (4.95) 
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and they will recommend dual vocational training to others (4.95). The training objec-

tives met their expectations (4.85) and it was highly believed that it is possible to im-

plement this training in their country (4.80). The participants were convinced that the 

training helps to grow on professional level (4.75). They were very satisfied with the 

training (4.70). The trainees agreed that the training helps to improve their job situation 

(4.55) and it is possible to implement this training in other foreign countries (4.55). 

Total results in this part of the questionnaire indicate that for participants the con-

tent was easy to follow (5.00). It was highly agreed that the materials distributed were 

helpful (4.95). “The acquired knowledge about preparing a presentation, as well as busi-

ness correspondence will be useful in the future”. According to trainees´ opinions in-

troducing a dual education system was effective (4.95). The skills acquired during the 

training can be useful to my daily work (4.88) “The acquired knowledge will be useful 

in further work, preparing various documentation, presentations, and reports.” Re-

spondents totally agreed that they will recommend dual vocational training to others 

(4.88). As well the topics were relevant to them (4.83). Trainees were certain that the 

training improved their personal development (4.72) Also was highly believed that it is 

possible to implement this training in their country (4.70).  

Trainees agreed that the training objectives met their expectations (4.63) and that 

the training helps to grow on professional level (4.58). The participants were very sat-

isfied with the training (4.53). “I am satisfied with the training”, “The training was well-

rounded.” and did not found any difficulties or problems “There were no specific difficulties or 

problems.”, “Everything was understandable.”, “I would not change anything.” The trainees agreed 

that it is possible to implement this training in other foreign countries (4.53) and the 

training helps to improve their job situation (4.33). 

Teachers and organization: Based on the questionnaire results we can conclude 

that trainees were very satisfied with the teachers and the organization and all average 

points were rated very high. The first/second week of the training results also indicate 

that for participants opinions the lecturer was knowledgeable about the training topics 

(5.00). Also the overall atmosphere of the training was encouraging (4.95) and the 
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practical training was in accordance with theory studies (4.95) and the lecturer was a 

good communicator (4.90). For trainees the duration of training was relevant (4.85) 

and the teaching materials were distributed in an organized manner (4.80). The partic-

ipants were very satisfied with the topics (4.65) and the training process (4.60). 

Penultimate/last week of the training results indicate almost maximum contentment 

level within participants. They were extremely satisfied with the lecturer who was 

knowledgeable (5.00), a good communicator (5.00) who distributed materials in an or-

ganized manner (5.00) in the encouraging atmosphere (5.00). Trainees totally agreed 

that the practical training was in accordance with theory studies (4.95). The participants 

were even more satisfied than in the first week of the training with the topics (4.90), 

the process (4.90) and the duration (4.85).  

Total results in this part of the questionnaire indicate that the participants were very 

satisfied with the lecturer and the organization of the training.  The lecturer was knowl-

edgeable about the training topics (5.00) “I liked the way the lecturer led the classes, it is a well-

prepared program with topics that will be useful in everyday work.” Also the overall atmosphere 

of the training was encouraging (4.97) ”I liked the learning atmosphere, the lecturer's ability to 

explain the topics of the program based on practical examples related to the participants’ professional 

work.”. The participants found that the lecturer was a good communicator (4.95) The 

respondents completely agreed that practical training was in accordance with theory 

studies (4.95) and the teaching materials were distributed in an organized manner (4.90) 

For participants the duration of training was relevant (4.85) and the topics were pre-

sented in an organized manner (4.78) “The training was very intensive, so there was nothing was 

missing.”, “The training had many different useful topics. I can't say if and what I would change”. 

The trainees found the training process was flexible (4.75) 

Teachers results 

Participants´ expectation and motivation: The first/second week of the training 

results indicate that the teacher was completely satisfied with the length (5.00) and the 

overall atmosphere of the training (5.00). She was not very contented with trainees´ 
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participation (4.00), initiative (4.00) and the cooperation between each other (4.00). 

Same was about the organization of the training (4.00). The trainer evaluate trainees´ 

knowledge at the beginning of the training (4.00) satisfactory. Penultimate/last week 

of the training results indicate that the teacher was very satisfied with trainees´ 

knowledge at the end of the training (5.00). She was totally contented with the atmos-

phere (5.00), the length (5.00), the organization (5.00) and trainees´ participation (5.00). 

The trainer was not very satisfied with trainees´ initiative (4.00) and the close coopera-

tion between trainees (4.00). 

Total results in this part of the questionnaire indicate that the teacher was very sat-

isfied with the overall atmosphere (5.00) and the length of the training (5.00) “In my 

opinion, the study content is prepared with an optimal number of hours, including enough practical 

tasks.” The teacher was very satisfied with trainees´ knowledge at the end of the training 

(5.00). Trainees´ participation was highly evaluated (4.50), as well was the organization 

of the training (4.50). Unfortunately, this cannot be said about trainees´ knowledge at 

the beginning of the training (4.00). The teacher was not very satisfied with the close 

cooperation between trainees (4.00) and their initiative (4.00). 

Trainees’ readiness for independent work: The first/second week of the training 

results show that the teacher was completely satisfied with the training program (5.00). 

They agreed that it is possible to implement this training in their country (5.00) and in 

other foreign countries (5.00). The teacher did not agree highly that the trainees ac-

quired neither enough knowledge (4.00) nor the training improved trainees´ personal 

development (4.00). The teacher was not very convinced that the training helps trainees 

to grow on professional level (4.00), improved job situation (4.00) or the skills acquired 

during the training can be useful to trainees´ daily work (4.00). 

Penultimate/last week of the training results indicate that the teacher was completely 

contented with every evaluated aspect. She totally agreed that it is possible to imple-

ment this training in their country (5.00) and in other foreign countries (5.00). The 

teacher was very certain that the trainees acquired enough knowledge (5.00) and will be 

useful to trainees´ daily work (5.00). As well helps to grow on professional level (5.00) 
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and improves trainees´ job situation (5.00).  The trainer very highly believed that the 

training improved trainees´ personal development (5.00). She was extremely satisfied 

with the training program (5.00). 

 

Total results in this part of the questionnaire indicate that the teacher was very sat-

isfied with the training program (5.00). She totally agreed that it is possible to imple-

ment this training in their country (5.00) as well as in other foreign countries (5.00). 

The trainer was certain that the trainees acquired enough knowledge (4.50) and im-

proved trainees´ personal development (4.50) Furthermore, it was highly believed that 

the training helps to improve trainees´ job situation (4.50), grow on professional level 

(4.50) and the acquired skills can be useful to trainees´ daily work (4.50). 

Overall: Based on respondents´ answers we can conclude that almost equally satis-

fying aspect for both parties was the overall atmosphere or the training – the teacher 

(5.00) and participants (4.97). The teacher was very satisfied with trainees´ participation 

(4.60) and participants were motivated to participate in the training (4.5). The teacher 

was more satisfied with the training (5.00) than the trainees (4.53).  

They agreed that it is possible to implement this kind of training in their country – 

the teacher more (5.00) compared with trainees (4.7). The participants were more cer-

tain that the training helps trainees to grow on professional level (4.72) compared with 

the teacher (4.5).  Both agreed that the training helps to improve trainees´ job situation 

– the teacher (4.5) compared with trainees (4.33).  

Participants were convinced more that the training improved their personal devel-

opment (4.72) than the teacher (4.50). The participants agreed more that, the skills ac-

quired during the training can be useful to their daily work (4.88), compared with the 

teacher (4.5). 
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Results and Analysis Society (Part A3) in Panevezys Chamber of Commerce 

Industry and Crafts. Lithuania  

Students results 

Period during which the test was carried out: January 2019 to March 2020 

Participants: 19 Adults with training time at vocational school: (90%) and training 

time in the training workshop: (20%). 63 percent were male (12 respondents) and 37 

percent were female (7 respondents). Out of all 19 respondents 68 percent were age 

18-24 (13 respondents) and 32 percent were younger than 18 (6 respondents).  

Expectations and motivation: The first/second week of the training results show 

that participants´ participation and interaction was encouraged (4.32) and they were 

interested in topics (4.16). Trainee were not highly motivated to participate in the train-

ing (3.89) and the contribution to individual work was not evaluated high (3.63). Pe-

nultimate/last week of the training results indicate that participants´ participation and 

interaction was encouraged a bit more (4.86), they were interested in topics (4.64). Re-

markably raised motivation level (4.55) and participants evaluated their contribution 

high to individual work (4.36).   

Total results indicate that participants´ participation and interaction was encouraged 

(4.61) and they were interested in topics (4.41). The lowest points received motivation 

to participate in the training (4.24) and participants ‘own contribution to individual 

work (4.02) 

Usefulness and satisfaction: The first/second week of the training results show 

that participants found distributed materials were helpful (4.47 ), the content was easy 

to follow (4.47), the topics were relevant (4.42). They were satisfied with the training 

(4.37), they believed that the training could improve their personal development (4.26). 

Participants found the implementation of training not so necessary in their country 

(4.05) but more in foreign countries (4.11). Answers show that they do not believe that 

training can improve their job situation (3.68) or daily work (3.74). Also respondents 

disagreed with the statement that introducing dual system was effective (3.74) and they 
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probably will not recommend dual vocational training to others (3.74). The first evalu-

ation results show that participants found this kind of training necessary and interesting 

but they did not believe it would improve their job situation. Penultimate/last week of 

the training results indicate better results. They believed that the training could improve 

their personal development (4.95), that it possible to implement this training in their 

country (4.95) as well as in other foreign country (4.95). Participants found the content 

was easy to follow (4.91), distributed materials were helpful (4.86) ,the topics were rel-

evant (4.82) and they started to believe more that training could help to grow on pro-

fessional level (4.82). Although they do not think that training could to improve their 

job situation (3.91).  

Total results indicate that participants found the content was easy to follow (4.71), 

distributed materials were helpful (4.68), the topics were relevant (4.63) the training 

improved their personal development (4.63) and they were satisfied with the training 

(4.59). Participants found that it possible to implement this training in their country 

(4.54) as well as in other foreign country (4.96). Also they found that training helps to 

grow on professional level (4.46) and that training met their expectations (4.39). Un-

fortunately they are not very certain that training could to improve their job situation 

(3.80) or that introducing a dual education system was effective (4.00). 

Teachers and organization: Based on the questionnaire results we can conclude 

that trainees were very satisfied with the teachers and the organization and all average 

points were rated very high. The first/second week of the training results show that 

trainees think that the lecturer was knowledgeable about the training topics (4.72), he 

was a good communicator (4.63) and presented topics in an organized manner (4.58), 

the atmosphere was encouraging (4.58), the training process was flexible (4.47), the 

duration was relevant (4.21) and training was in accordance with theory (4.11). Penul-

timate/last week of the training results indicate that the lecturer was a good communi-

cator (5.00), the overall atmosphere was encouraging (5.00), the lecturer was knowl-

edgeable about the training topics (4.95), the topics were presented in an organized 

manner (4.95), the teaching materials were distributed in an organized manner (4.91). 
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The training process was flexible (4.91), practical training was in accordance with theory 

studies (4.77) and the duration of training was relevant (4.59). 

Total results indicate that the participants were very satisfied with the lecturer – he 

was knowledgeable about the training topics (4.85).  a good communicator (4.83), the 

atmosphere was encouraging (4.80) and the topics were presented in an organized man-

ner (4.78). Trainees agreed that the training process was flexible (4.71) and practical 

training was in accordance with theory studies (4.46). The lowest points received opin-

ion the duration of the training was relevant (4.41). 

Teachers results 

Participants´ expectation and motivation: The first/second week of the training 

results show that the teachers are satisfied with trainees. They evaluated very highly 

trainees´ participation (5.00), the length of the training (5.00), the overall atmosphere 

of the training (5.00), the organization of the training (5.00), the cooperation between 

trainees (4.50). The trainees´ knowledge at the beginning of the training was not very 

high (4.00). Penultimate/last week of the training results indicate that teachers evalu-

ated very highly trainees´ participation (5.00), trainees´ knowledge at the end of the 

training (5.00), the length of the training (5.00), the overall atmosphere of the training 

(5.00), the organization of the training (5.00), the cooperation between trainees (5.00) 

and trainees showed initiative within the training (4.50).  

Total results in this part of the questionnaire indicate that teachers were satisfied 

with trainees´ participation (5.00), the organization (5.00), the overall atmosphere (5.00) 

and the length (5.00) of the training. Trainers were very satisfied with trainees´ 

knowledge at the end of the training (5.00). They agreed that trainees had close coop-

eration (4.50) and showed initiative within the training (4.50) but they were not satisfied 

with trainees´ knowledge at the beginning of the training (4.00). 

Trainees’ readiness for independent work: The first/second week of the training 

results show that according to the teachers’ opinion it is possible to implement this 

training in their country (5.00) and in other foreign countries (5.00) and they are 
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satisfied with the training program (5.00). They agreed that the training helps trainees 

to grow on professional level (4.50). the skills acquired during the training can be useful 

to trainees´ daily work (4.50) and the training helps to improve trainees´ job situation 

(4.50). They did not agree with statements like the trainees acquired enough knowledge 

(4.00) and the training improved trainees´ personal development (4.00). There was a 

slight change in teachers´ opinion penultimate/last week of the training. The results 

indicate that they agreed that the trainees acquired enough knowledge (5.00) and the 

training improved trainees´ personal development (5.00), the training helps trainees to 

grow on professional level (5.00), the skills acquired during the training can be useful 

to trainees´ daily work (5.00), it is possible to implement this training in their country 

(5.00) and in other foreign countries (5.00) and they are satisfied with the training pro-

gram (5.00). Teachers do not agree with the statement the training helps to improve 

trainees´ job situation (4.00). 

Total results in this part of the questionnaire indicate that the teachers were satisfied 

with the training program (5.00), they agreed that it is possible to implement this train-

ing in their country (5.00) and in other foreign countries (5.00). They indicated that the 

training helps trainees to grow on professional level (4.75), the skills acquired during 

the training can be useful to trainees´ daily work (4.75), the trainees acquired enough 

knowledge (4.50) and the training improved trainees´ personal development (4.50). The 

lowest was rated the statement the training helps to improve trainees´ job situation 

(4.25). 

Overall: Based on respondents` answers we can conclude that the teachers (5.00) 

and the trainees were satisfied with the training (4.59). They agreed that it is possible 

to implement this kind of training in their country – teachers (5.00) compared with 

trainees (4.54). Participants were convinced that the training improved their personal 

development (4.63) compared with teachers (4.50). Teachers were more certain that 

the training helps trainees to grow on professional level (4.75) compared with trainees 

(4.46).   
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Teachers agreed that the skills acquired during the training can be useful to trainees´ 

daily work (4.75), but participants were not very certain if the skills acquired during the 

training can be useful to their daily work (4.07). Teachers were very satisfied with train-

ees´ participation (5.00) and participants were motivated to participate in the training 

(4.24). The lowest was rated the statement the training helps to improve trainees´ job 

situation (4.25) and this aspect was rated lowest by participants (3.80). Teachers´ opin-

ion was that the overall atmosphere of the training was encouraging (5.00) and so was 

the trainees´ (4.80). 

Results and Analysis Environment (Part A4) in Panevezys Chamber of 

Commerce Industry and Crafts. Lithuania  

Students results 

Period during which the test was carried out: January 2019 to March 2020 

Participants: 21 Adults with training time at vocational school: (90%) and training 

time in the training workshop: (20%). 86 percent (18 respondents) were male and 14 

percent (3 respondents) were female. Out of all 21 respondents . 43 percent were age 

35-44 (9 respondents). 29 percent (6 respondents) age 25-34 and 29 percent (6 respond-

ents) were age 45-54. 

Expectations and motivation: The first/second week of the training results show 

that participants´ participation and interaction was encouraged (4.43) and they were 

interested in topics (4.29). They were motivated to participate in the training (4.10) but 

they evaluated the contribution to individual work not very high (3.81). Penulti-

mate/last week of the training results show that participants´ participation and interac-

tion was encouraged even more (4.70), they were interested in topics (4.75). Remarka-

bly raised participants evaluation to their contribution to individual work (4.55) and 

motivation level (4.70). 

Total results indicate that that participants´ participation and interaction was encour-

aged (4.59) and they were interested in topics (4.49). They were motivated to participate 
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in the training (4.39). The lowest points received participants’ own contribution to in-

dividual work (4.17). 

Usefulness and satisfaction: The first/second week of the training results show very 

high satisfaction level in most of the aspects. Participants agreed that the training helps 

to grow on professional level (4.90) and the skills acquired during the training can be 

useful to their daily work (4.90). Training topics were also highly valued (4.71). Trainees 

were satisfied with the training (4.52) and were confirmed that the training objectives 

met their expectations (4.38). They were certain that the training could improve their 

personal development (4.43) and helps to improve their job situation (4.43). Distrib-

uted materials were helpful (4.38) and the content was easy to follow (4.33). Participants 

agreed that it is possible to implement this training in their country (4.33) and in other 

foreign countries (4.19). Trainees do not agree that introducing a dual education system 

was effective (3.95) or they will recommend dual vocational training to others (3.71). 

Based on first evaluation results we can conclude that this kind of training is necessary, 

but dual system is unknown and new.  

Penultimate/last week of the training results show improvements in opinions. This 

training received extremely good feedback. Participants totally agreed that the skills 

acquired during the training can be useful to their daily work (5.00), it helps to grow on 

professional (4.95) and personal (4.60) level and improve their job situation (4.60).  

They were satisfied with the training (5.00), the training objectives met their expecta-

tions (4.70). The materials distributed were helpful (4.90), the topics were relevant 

(4.80) and the content was easy to follow (4.60). Participants agreed that it is possible 

to implement this training in their country (4.75) and in other foreign countries (4.75). 

Drastic change in opinions was in regards introducing a dual education system (4.70) 

and after the training trainees will recommend dual vocational training to others (4.75).  

Total results indicate that participants totally agreed that the skills acquired during 

the training can be useful to their daily work (4.95), it helps to grow on professional 

(4.93) and personal (4.51) level and the training helps to improve their job situation 

(4.51). They were satisfied with the training (4.76) and the training objectives met their 
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expectations (4.54). The materials distributed were helpful (4.63), the topics were rele-

vant (4.76) and the content was easy to follow (4.46). Participants agreed that it is pos-

sible to implement this training in their country (4.54) and in other foreign countries 

(4.46). Introducing a dual education system was effective (4.32) and trainees will rec-

ommend dual vocational training to others (4.22). 

Teachers and the organization: Based on participants’ evaluations to the training 

we can conclude that trainees were very satisfied with the teachers and the organization 

because all average points are high or very high. The first/second week of the training 

results show that trainees think that the lecturer was knowledgeable about the training 

topics (4.90), he was a good communicator (4.86) and the overall atmosphere of the 

training was encouraging (4.71). The topics were presented in an organized manner 

(4.48), the training process was flexible (4.43) and the teaching materials were distrib-

uted in an organized manner (4.48). Trainees also found the training process flexible 

(4.43), practical training was in accordance with theory studies (4.24) and the duration 

was relevant (4.24).  

Penultimate/last week of the training results indicate that participants were even 

more satisfied with the training. They agreed that the overall atmosphere of the training 

was encouraging (4.95). the training process was flexible (4.90), the lecturer was knowl-

edgeable about the training topics (4.85). The topics (4.85) and the teaching materials 

(4.80) were presented in an organized manner and the practical training was in accord-

ance with theory studies (4.75). The lecturer was a good communicator (4.75) and the 

duration of training was relevant (4.65).  

Total results in this part of the questionnaire indicate that for participants´ opinions 

the lecturer was knowledgeable about the training topics (4.88) and a good communi-

cator (4.80). The overall atmosphere of the training was encouraging (4.83). The topics 

(4.66) and the teaching materials (4.56) were presented in an organized manner and the 

practical training was in accordance with theory studies (4.49). Respondents rated the 

lowest the duration of training (4.44) 
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Teachers results 

Participants´ expectation and motivation: The first/second week of the training 

results show that teachers were very satisfied with the organization of the training 

(5.00). They liked overall atmosphere of the training (4.67) and trainees´ initiative 

(4.67). It can be said that teachers were satisfied with trainees´ participation (4.33) and 

the length of the training (4.33). Trainers were not very satisfied with the close coop-

eration between trainees (4.00) and trainees´ knowledge at the beginning of the training 

(4.00).  

Penultimate/last week of the training results indicate that teachers were still very 

satisfied with the organization of the training (5.00), trainees´ knowledge at the end of 

the training (5.00), the length of the training (5.00) and with the overall atmosphere of 

the training (5.00). Trainers were also very satisfied with trainees´ participation (4.67), 

trainees´ initiative (4.67) and close cooperation between trainees (4.67). This aspect 

rose the most compared to the first week results.  

Total results in this part of the questionnaire indicate that were very satisfied with 

the organization of the training (5.00) and trainees´ knowledge at the end of the training 

(5.00). The overall atmosphere of the training was encouraging (4.83). Trainees´ 

showed initiative (4.67) and the teachers were satisfied with trainees´ participation 

(4.50) and cooperation (4.33) between each other. Teachers were not very satisfied with 

trainees´ knowledge at the beginning of the training (4.00) 

Trainees’ readiness for independent work: The first/second week of the training 

results show that the teachers were satisfied with the training program (4.67). they were 

certain that the training helps trainees to grow on professional level (4.67), the skills 

acquired can be useful to trainees´ daily work (4.67) and the training helps to improve 

trainees´ job situation (4.67). Trainers were convinced that it is possible to implement 

this training in their country (4.67) and in other foreign countries (4.67). They think 

that trainees acquired enough knowledge (4.00) and the training improved trainees´ 

personal development (4.00). but those average points are not very high.  
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Penultimate/last week of the training results indicate that the teachers were ex-

tremely satisfied with all criteria. because every aspect was marked with very satisfied 

(5.00) by all teachers.  

Total results in this part of the questionnaire indicate that the teachers were satisfied 

with the training program (4.83), they were certain that the training helps trainees to 

grow on professional level (4.83), the skills acquired can be useful to trainees´ daily 

work (4.83) and the training helps to improve trainees´ job situation (4.83). Trainers 

were convinced that it is possible to implement this training in their country (4.83) and 

in other foreign countries (4.83). They were certain that trainees acquired enough 

knowledge (4.50) and the training improved trainees´ personal development (4.50). 

Overall: Based on respondents` answers we can conclude that we can conclude that 

the teachers (4.83) and the trainees were satisfied with the training (4.76). For both 

parties the overall atmosphere was encouraging (4.83). Participants were convinced that 

the skills acquired during the training can be useful to their daily work (4.95) and the 

training helps them to grow on professional level (4.93). Teachers agreed that. the skills 

acquired during the training can be useful to trainees´ daily work (4.83) and would help 

trainees to grow on professional level (4.83) . Respondents agreed that it is possible to 

implement this kind of training in their country – teachers (4.83), trainees (4.54). Par-

ticipants were motivated to participate in the training (4.24), teachers were very satisfied 

with trainees´ participation (4.5). Teachers were more certain that the training helps to 

improve trainees´ job situation (4.83) than trainees (4.51). Exactly the same rates were 

evaluated about improving trainees´ personal development. Teachers average points 

were higher (4.83) than trainees (4.51). 
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Results and Analysis Technology & Construction & Project (Parts B1 – B11) in 

Vilniaus statybininku rengimo centras. Lithuania 

Students results 

Period during which the test was carried out: January 2019 to March 2020 

Participants: 20 Adults with training time at vocational school: (20%), training time 

in the company (40%) and training time in the training workshop: (40%). 90 percent 

(18 respondents) were male and 10 percent (2 respondents) were female. Out of all 

respondents 30 percent were age 18-24(6 respondents), 30 percent were age 25-34 (6 

respondents), 30 percent were age 35-44 (6 respondents) and 10 percent were age 45-

54 (2 respondents). 

Expectations and motivation: The first/second week of the training results indi-

cate that participants felt that they were interested in topics (4.20). Unfortunately, the 

contribution to individual work was not evaluated high (3.95). As well they were not 

highly motivated to participate in the training (3.80) and they did not agree that their 

participation and interaction (3.20) was encouraged. 

Penultimate/last week of the training results indicate that trainees were very inter-

ested in training topics (4.40) and they evaluated their own contribution high to indi-

vidual work (4.40). Participants were highly motivated to participate in the training 

(4.25).They also marked that their participation and interaction were encouraged (4.20). 

Based on the evaluation results done penultimate/last week of the training we can con-

clude that trainees’ opinions about expectations and motivation to the training rose up 

significantly.  

Total results in this part of the questionnaire indicate that participants were very 

interested in training topics (4.30) and evaluated their own contribution high to indi-

vidual work (4.17). The respondents were motivated to participate in the training (4.03). 

“I wanted to study.  After graduation vocational school just worked full time.” In some cases some 

participants were convinced to take part in the training. One of the reasons was that 

the training was too long. There were opinions too like “I really wanted to participate in the 
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training. I wanted to learn more about technical part”. According to the results participants 

were not satisfied with encouraging their participation and interaction (3.70). 

Usefulness and satisfaction: The first/second week of the training results dissat-

isfaction with the training.  Trainees were the most satisfied with materials (4.00). They 

were not very certain if the training helps to grow on professional level (3.95) or intro-

ducing a dual education system was effective (3.95). Participants were not convinced 

that the training improved their personal development (3.90) and they were not satis-

fied with the training (3.85). Neither they found the content was not easy to follow 

(3.80) nor the topics were relevant (3.80). Trainees were not sure if they would recom-

mend dual vocational training to others (3.75) or the training objectives met their ex-

pectations (3.65). They did not think that the skills acquired during the training can be 

useful to their daily work (3.55) or it is possible to implement this training in their 

country (3.50). Participants did not believe that the training helps to improve their job 

situation (3.15) or it is possible to implement this training in other foreign countries 

(2.95).  

Penultimate/last week of the training results indicate that respondents were very 

satisfied with distributed materials (4.75). They were highly convinced that the training 

helps to grow on professional level (4.60) and improved their personal development 

(4.60). Trainees were satisfied with the training (4.50) and found the topics relevant to 

them (4.50). Introducing a dual education system was effective (4.50) and participants 

would recommend dual vocational training to others (4.50). They also agreed that it is 

possible to implement this training in their country (4.60). Based on last week survey 

results we can conclude that the training objectives met trainees´ expectations (4.35) 

and the skills can be useful to their daily work (4.20). Trainees were satisfied with the 

content (4.05). They did not agree with the statement that the training would help to 

improve their job situation (3.80) or it is possible to implement this training in other 

foreign countries (3.50).  

Total results in this part of the questionnaire indicate that participants were satisfied 

with the materials (4.38) the most. They agreed that the training helps to grow on 
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professional level (4.28) and improved personal development (4.25). For respondents 

introducing a dual education system was effective (4.22). “The dual system is good.” They 

were satisfied with the training (4.17). “I am satisfied 80 percent with the training. Thanks 

teachers for their patience!” “Everything was really great!” They found the topics relevant to 

them (4.15) and they will recommend dual vocational training to others (4.13) but it 

could have been shorter. Trainees agreed with the statement that the training objectives 

met their expectations (4.00). They were certain that it is possible to implement this 

training in their country (4.05) but not in other foreign countries (3.23). For respond-

ents the content was not easy to follow (3.92). “Sometimes the material was quite difficult”. 

“Some subjects were difficult like math, chemistry” Also they were not certain that the skills 

acquired during the training could be useful to their daily work (3.88) or their job situ-

ation (3.48). 

Teachers and organization: Based on the questionnaire results we can conclude 

that trainees were satisfied with the lecturer who was a good communicator (4.40) The 

first/second week of the training results also indicate that the overall atmosphere of 

the training was encouraging (4.25) and the teaching materials were distributed in an 

organized manner (4.15). According to the trainees’ opinion the lecturer was knowl-

edgeable about the training topics (4.00). Respondents were not satisfied with the train-

ing the topics (3.90), process (3.60) and the duration (3.20). For trainees practical train-

ing was not in accordance with theory studies (3.55). 

Penultimate/last week of the training results indicate that there was a significant 

change in opinions compared to the first week of the training results for the better. 

Participants found that the lecturer was a good communicator (4.85) and the teaching 

materials were distributed in an organized manner (4.85). In addition to that the lecturer 

was knowledgeable about the training topics (4.70) and presented the topics were in an 

organized manner (4.75). The overall atmosphere was encouraging (4.70) and practical 

training was in accordance with theory studies (4.70). Participants were satisfied with 

the training process (4.65) but on the other hand they were not satisfied with the dura-

tion of training (3.60). 
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Total results in this part of the questionnaire indicate that participants were ex-

tremely satisfied with the teacher but not with the duration. For participants the lecturer 

was a good communicator (4.63) and were distributed the teaching materials in an or-

ganized manner (4.50). Respondents agreed that the overall atmosphere was encourag-

ing (4.47). “Teachers are true professionals. It took them a lot of effort to complete the training.” The 

lecturer was knowledgeable (4.35) and the topics were presented in an organized man-

ner (4.33). “Training is useful because it forced me to learn again. To be interested in innovation. I 

received answers to the questions that arose. Great teachers!” Trainees also agreed that the train-

ing process was flexible (4.13) and practical training was in accordance with theory 

studies (4.13) “Especially I enjoyed practical training.” However the respondents were not 

satisfied with the duration of training (3.40) which was too long for them. 

Teachers results 

Participants´ expectation and motivation: The first/second week of the training 

results indicate those teachers were very satisfied with the organization of the training 

(4.60) and the overall atmosphere (4.00). They were not satisfied with trainees´ partic-

ipation (4.00), initiative (3.80) or cooperation between trainees (3.60). Teachers were 

not satisfied neither the length of the training (3.60) nor trainees´ knowledge at the 

beginning of the training (3.00).  

Penultimate/last week of the training results indicate that the the trainers were totally 

contented with the overall atmosphere of the training (4.80). They were satisfied with 

the close cooperation between trainees (4.40). Trainees´ participation (4.20) and 

knowledge at the end of the training (4.20) was evaluated high as well. The lectures 

were not very contented but still contented with trainees´ initiative (4.00) and with the 

organization (4.00) and the length of the training (4.00).  

Total results in this part of questionnaire indicate that the teachers were totally con-

tented with the overall atmosphere (4.40) and the organization of the training (4.30). 

Moreover, they were very satisfied with trainees´ knowledge at the end of the training 

(4.20). Trainees´ participation (4.10) and the close cooperation (4.00) were evaluated 
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not very high, but still high. Overall, the teachers were not satisfied with trainees´ ini-

tiative (3.90) and the length of the training (3.80) “The smaller modules allow busy 

workers leave the course at logical points.”, “Hard to coordinate work in the evening.” 

Likewise, the trainees´ knowledge at the beginning of the training (3.00) were not sat-

isfactory. 

Trainees’ readiness for independent work: The first/second week of the training 

results show that the teachers were very satisfied with the training program (4.40) and 

believed that the training helps trainees to grow on professional level (4.29). They in-

dicated that the skills acquired during the training can be useful to trainees´ daily work 

(4.00). Trainers were not convinced that it is possible to implement this training in their 

country (3.60) or in other foreign countries (3.20). They were not satisfied with train-

ees´ personal development (3.40) nor acquired knowledge (3.20).  

Penultimate/last week of the training results indicate that the teacher were con-

vinced that the skills acquired during the training can be useful to trainees´ daily work 

(4.40). Similarly, it was highly believed that the training helps trainees to grow on pro-

fessional level (4.40) and the trainees acquired enough knowledge (4.20). The teachers 

were very am satisfied with the training program (4.20). Not only that the training im-

proved trainees´ personal development (4.20) and helps to improve trainees´ job situ-

ation (4.20), but also it is possible to implement this training in other foreign countries 

(4.20). The teachers did not agree that it is possible to implement this training in their 

country (3.80). 

Total results in this part of the questionnaire indicate that the lecturers were com-

pletely satisfied with the training program (4.30) and highly believed that the training 

helps trainees to grow on professional level (4.30). “The organization of the course provides 

a natural progression of learning material and ensures that apprentices are introduced to a broad 

spectrum of knowledge-based intended learning outcomes. It would be beneficial to combine theories and 

practical training on-site.” Moreover, the skills acquired during the training can be useful 

to trainees´ daily work (4.20). On the other hand, the teachers did not agree that the 

training improved trainees´ personal development (3.80) nor helps to improve trainees´ 
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job situation (3.80). In addition to that the trainers were not convinced that the trainees 

acquired enough knowledge (3.70). Similarly, they disagreed with the statements like it 

is possible to implement this training in their country (3.70) as well as in other foreign 

countries (3.70). 

Results and Analysis Business Administration and Management (Part C) in 

Panevezys Chamber of Commerce Industry and Crafts. Lithuania 

Students results 

Period during which the test was carried out: January 2019 to March 2020 

Participants: 20 Adults with training time at vocational school: (100%). 82 percent 

(18 respondents) were male and 18 percent (4 respondents) were female. Out of all 

respondents 77 percent were age 18-24 (17 respondents) and 23 percent were younger 

than 18 (5 respondents). 

Expectations and motivation: The first/second week of the training results show 

that they were interested in topics (4.36), their participation and interaction was en-

couraged (4.27) and they evaluated their own contribution to individual work high 

(4.27). Participants were not very highly motivated to participate in the training (4.05). 

Penultimate/last week of the training results indicate change of their opinion. Trainees 

evaluated their own contribution to individual work high (4.70), their participation and 

interaction was encouraged (4.60), they were interested in training topics (4.50) and also 

motivated to participate in the training (4.40).   

Total results in this part of the questionnaire indicate that participants evaluated their 

own contribution to individual work high (4.48), their participation and interaction was 

encouraged (4.43), they were interested in training topics (4.43). Trainees were moti-

vated to participate in the training (4.21). 

Usefulness and satisfaction: The first/second week of the training results show 

that participants were satisfied with the training (4.68), found distributed materials help-

ful (4.59) and the content easy to follow (4.50). They believed that the training could 
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improve their personal development (4.45) and job situation (4.41). Respondents found 

topics relevant for them (4.41) and believed the training could help to grow on profes-

sional level (4.36). The training met their expectations (4.36). Trainees were positive 

about introducing a dual education system (4.27). They agreed that it is possible to 

implement this training in foreign country (4.32) but they were not very certain if it 

could be implemented in their country (4.00).  Participants were not very certain that 

skills acquired during the training can be useful for their daily work (3.86).  Penulti-

mate/last week of the training results indicate the highest change in aspect implement-

ing this kind of training in their country (4.60) and skills acquired during the training 

can be useful for their daily work (4.30). Participants agreed that the topics were rele-

vant (4.70) and the materials were helpful (4.65). They were convinced that the training 

improved their personal development (4.60), could improve their job situation (4.65) 

and helps to grow on a professional level (4.55). The training met their expectations 

(4.50) and they were certain that it is possible to implement this training in other foreign 

countries (4.50). Also participants believed that introducing a dual education system 

was effective (4.40).  

Total results in this part of the questionnaire indicate that participants found distrib-

uted materials (4.62) and topics (4.55) helpful and relevant. Trainees were satisfied with 

the training (4.57). They believed that the training improved their personal develop-

ment (4.52), job situation (4.52) and helps to grow on a professional level (4.45). The 

content was easy to follow (4.48) and the training met their expectations (4.43). Re-

spondents were certain that it is possible to implement this training in other foreign 

countries (4.40) and in their country (4.29). Although they were not very convinced 

that the skills acquired during the training can be useful to their daily work (4.07), but 

still convinced. 

Teachers and organization: Based on participants’ evaluations to the training we 

can conclude that trainees were very satisfied with the teachers and the organization 

because all average points were rated very high. The first/second week of the training 

results show that the overall atmosphere of the training was encouraging (4.59), the 
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lecturer was a good communicator (4.59) and practical training was in accordance with 

theory studies (4.59). Trainees were very satisfied with the topics (4.55), materials (4.55) 

and the training process (4.50) and the duration (4.27). They were also satisfied with 

the lecturer who was knowledgeable about the training topics (4.23). Penultimate/last 

week of the training results indicate no significant change in opinions. Only aspect that 

rose up was that the lecturer was knowledgeable about the training topics (4.60). Par-

ticipants found the overall atmosphere of the training was encouraging (4.75), the lec-

turer was a good communicator (4.65) and practical training was in accordance with 

theory studies (4.60). For trainees the training process was flexible (4.55), the topics 

(4.50) and the teaching materials (4.40) were presented in an organized manner and the 

duration of training was relevant (4.30).  

Total results in this part of the questionnaire indicate that the overall atmosphere of 

the training was encouraging (4.67), the lecturer was a good communicator (4.62) and 

practical training was in accordance with theory studies (4.60).  For participants the 

training process was flexible (4.52), the topics (4.52) and the teaching materials (4.48) 

were presented in an organized manner and the lecturer was knowledgeable about the 

training topics (4.40). The lowest points received an opinion that the duration of train-

ing was relevant (4.29), but it is still very high. 

Teachers results 

Participants´ expectation and motivation: The first/second week of the training 

results show that the teachers were very satisfied with participants´ participation (5.00). 

overall atmosphere (5.00) and organization of the training (5.00). They were not satis-

fied with trainees´ initiative (4.00), the length of the training (4.00). Teachers were not 

satisfied with the close cooperation between trainees (3.50) and trainees´ knowledge at 

the beginning of the training (3.50). Penultimate/last week of the training results indi-

cate that there was no significant change in teachers opinion compared to the results 

in the beginning of the training. The teachers were still very satisfied with participants´ 

participation (5.00). overall atmosphere (5.00). organization of the training (5.00) and 
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trainees´ knowledge at the end of the training (4.50).  Highly improved trainees initia-

tive (4.50). They were not very satisfied with the length of the training (4.00), the close 

cooperation between trainees (4.00). 

Total results in this part of the questionnaire indicate that the teachers were very 

satisfied with participants´ participation (5.00). overall atmosphere (5.00) and the or-

ganization of the training (5.00).  Also they were satisfied with trainees´ knowledge at 

the end of the training (4.50) and trainees initiative (4.25). Teachers were not very sat-

isfied with the length of the training (4.00), the close cooperation between trainees 

(4.00) and trainees´ knowledge at the beginning of the training (3.50) 

Trainees’ readiness for independent work: The first/second week of the training 

results show that the teachers were not satisfied with trainees. They did not agree totally 

that the skills acquired during the training can be useful to trainees´ daily work (4.00) 

or helps trainees to grow on a professional level (4.00). Neither they were not very 

satisfied with the training program (4.00) or possibility to implement this training in 

other foreign countries (4.00). Teachers did not think that the training helps to improve 

trainees´ job situation (3.50) or it is possible to implement this training in their country 

(3.50). Penultimate/last week of the training results show slight improvement in opin-

ions. Teachers agreed that the skills acquired during the training can be useful to train-

ees´ daily work (4.50) and to improve trainees´ job situation (4.50). For teachers the 

training improved trainees´ personal development (4.50). They were not very satisfied 

with the training program (4.00) or it is possible to implement this kind of training in 

foreign countries (4.00). Teachers were not very convinced that the training helps train-

ees to grow on a professional level (4.00) or trainees acquired enough knowledge (4.00). 

They disagree that it is possible to implement this training in their country (3.50). 

Total results in this part of the questionnaire indicate that the teachers were satisfied 

with the skills acquired during the training can be useful to trainees´ daily work (4.25). 

They were not very certain that the training improved trainees´ personal (4.00) and 

professional level (4.00) or improve trainees´ job situation (4.00). Teachers were not 

very convinced that is possible to implement this kind of training in foreign countries 
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(4.00). They were not very satisfied with the training program (4.00). The reason was 

that the curriculum was quite long. The teachers disagreed that the trainees acquired 

enough knowledge (3.67) or it is possible to implement this training in our country 

(3.50). 

Overall: Based on respondents’ answers we can conclude that the teachers evaluated 

trainees´ participation very high (5.00) and the same was about trainees – they were 

motivated to participate in the training. (4.21). The trainees were more satisfied with 

the training (4.57) than the teachers (4.00). Participants agreed that it is possible to 

implement this kind of training in their country (4.29) but the teachers had different 

opinions (3.5). Trainees agreed more that the training helps them to grow on a profes-

sional level (4.45) compared with teachers (4.00). Participants believed that the training 

improved their personal development (4.52) and helped them to improve their job sit-

uation (4.52). Teachers were not so optimistic, they evaluated those aspects lower than 

trainees (4.00). Teachers agreed more that the skills acquired during the training can be 

useful to trainees´ daily work (4.25) compared with participants (4.07). The overall at-

mosphere was very encouraging for both parties – for teachers (5.00) and trainees 

(4.67). 

Results and Analysis Business Administration and Management (Part C) in 

Panevezys Chamber of Commerce Industry and Crafts. Lithuania 

Students results 

Period during which the test was carried out: January 2019 to March 2020 

Participants: 20 Adults with training time at vocational school: (50%), training time 

at the company (50%). 60 percent (12 respondents) were male and 40 percent (8 re-

spondents) were female. Out of all respondents 40 percent were age 45-54 (8 respond-

ents), 25 percent were age 35-44 (5 respondents), 25 percent were age 55-64 (5 re-

spondents) and 10 percent were age 25-34 (2 respondents). 
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Expectations and motivation: The first/second week of the training results indi-

cate that participants agreed totally that their participation and interaction were encour-

aged (4.40). They were extremely interested (4.35) and highly motivated to participate 

in the training (4.10). As well was evaluated their own contribution high to individual 

work (4.05). Penultimate/last week of the training results indicate that trainees become 

even more interested in the training topics (4.60). They agreed totally that their partic-

ipation and interaction were encouraged (4.50). Trainees were highly motivated to par-

ticipate in the training (4.35) as well was evaluated their own contribution high to indi-

vidual work (4.30). 

Total results in this part of the questionnaire indicate that the participants were very 

interested in training topics (4.47) and agreed completely that their participation and 

interaction were encouraged (4.45). Also the motivation level was high (4.22) and the 

lowest average points received evaluation of trainees´ own contribution to individual 

work (4.17) 

Usefulness and satisfaction: The first/second week of the training results show 

that the participants agreed highly that it is possible to implement this training in our 

country (4.45) and they will recommend dual vocational training to others (4.45). They 

were convinced that introducing a dual education system was effective (4.30) and they 

were satisfied with the training (4.25). They were convinced that the training improved 

their personal development (4.15) and helps to grow on professional  level (4.15). It 

was also believed that it is possible to implement this training in other foreign countries 

(4.15). The trainees found the topics (4.15) and the materials (4.10) relevant and helpful. 

The respondents were not very highly convinced that the training objectives met their 

expectations (4.05). The content was easy to follow (4.05) and the skills acquired during 

the training can be useful to their daily work (4.00). The trainees did not agree that the 

training helps to improve their job situation (3.95). 

Penultimate/last week of the training results indicate that the participants were sat-

isfied with every aspect they had to evaluate. The trainees were extremely convinced 

that they will recommend dual vocational training to others (4.55) and it is possible to 
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implement this training in their (4.55)  in other foreign countries (4.50). The training 

objectives met their expectations (4.50). It was highly agreed that introducing a dual 

education system was effective (4.45). The respondents were totally convinced that 

their personal development was improved (4.40) and the skills can be useful to their 

daily work (4.40). The participants were satisfied with the training (4.30). They found 

the topics (4.35), the content (4.30) and the materials (4.20) relevant. The respondents 

were convinced that the training helps to grow on professional level (4.30) and the 

training helps to improve their job situation (4.20).  

Total results in this part of the questionnaire indicate that the participants will cer-

tainly recommend dual vocational training to others (4.50) and it is possible to imple-

ment this training in their country (4.50). The trainees agreed that introducing a dual 

education system was effective (4.38) and definitely it is possible to implement this 

training in other foreign countries (4.33). The participants were satisfied with the train-

ing (4.28), the objectives met their expectations (4.28) and their personal development 

was improved (4.28). The trainees agreed that the topics were relevant (4.25) and the 

training helps to grow on professional  level (4.22). Furthermore, trainees were certain 

that the skills acquired during the training can be useful to their daily work (4.20). As 

well were the content (4.17) and the materials (4.15) relevant. Trainees believed that 

the training helps to improve their job situation (4.08). 

Teachers and organization: Based on the questionnaire results we can conclude 

that trainees were satisfied with the teachers and the organization and all average points 

were rated high. The first/second week of the training results also indicate that the 

most participants were very satisfied with the training process, which was flexible (4.50) 

and the overall atmosphere was encouraging (4.35). The trainees agreed that the prac-

tical training was in accordance with theory studies (4.20) and the teaching materials 

were distributed in an organized manner (4.10).  They were rather satisfied than unsat-

isfied with the duration of training (4.05). Similarly was about the lecturer, who was a 

good communicator (4.05), knowledgeable about the training topics (4.00) and pre-

sented topics in an organized manner (4.00). Penultimate/last week of the training 
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results indicate that slight change in opinions. The trainees totally agreed that the train-

ing process was flexible (4.70). They were convinced that the lecturer was knowledge-

able about the training topics (4.55) and the overall atmosphere of the training was 

encouraging (4.50). The respondents were completely convinced that the lecturer was 

a good communicator (4.45) and that practical training was in accordance with theory 

studies (4.45). As well the duration of training was relevant (4.30). Not very highly were 

evaluated the topics (4.20) and the teaching materials (4.10).  

Total results in this part of the questionnaire indicate that according to the partici-

pants´ opinions, the training process was flexible (4.60),  the overall atmosphere of the 

training was encouraging (4.42) and practical training was in accordance with theory 

studies (4.33). They were very satisfied with the lecture, who was knowledgeable about 

the training topics (4.28) and a good communicator (4.25). As well the duration of 

training was relevant (4.17). The respondents were satisfied but not very satisfied with 

the teaching materials (4.10) and the topics (4.10). 

Teachers results 

Participants´ expectation and motivation: The first/second week of the training 

results indicate that teachers were totally satisfied with the overall atmosphere of the 

training (5.00). They were also very contented with the length of the training (4.67). 

Furthermore, the organization (4.33) and trainees´ participation (4.33) was evaluated 

very highly. The lecturers were satisfied but not very highly, with trainees´ initiative 

(4.00) the close cooperation between trainees (4.00). 

Penultimate/last week of the training results indicate that indicate that teachers were 

totally satisfied with the overall atmosphere of the training (5.00). Not only they were 

totally contented with the organization of the training (4.50), but also trainees´ initiative 

(4.50),  the close cooperation between trainees (4.50) and trainees´ knowledge at the 

end of the training (4.50). They were satisfied, but not very highly with the length of 

the training (4.00) and trainees´ participation (4.00).  
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Total results in this part of the questionnaire indicate that the lecturers were totally 

satisfied with the overall atmosphere of the training (5.00). They evaluated trainees´ 

knowledge at the end of the training (4.50) very high. Moreover, the teachers were 

totally contented with the length (4.40) and the organization of the training (4.40). The 

teachers were rather satisfied with the trainees´ initiative (4.25) participation (4.20) and 

the cooperation between trainees (4.20). They were contented, but not very highly with 

trainees´ knowledge at the beginning of the training (4.00). 

Trainees’ readiness for independent work: The first/second week of the training 

results show that the teachers were extremely satisfied with the training program (5.00). 

They agreed highly that it is possible to implement this training in their country (4.67) 

and in other foreign countries (4.67). Not only the training improves trainees´ personal 

development (4.33), but also helps trainees to grow on professional level (4.33), can be 

useful to trainees´ daily work (4.33) and helps to improve trainees´ job situation (4.33). 

The trainers were not very convinced that the trainees acquired enough knowledge 

(4.00).  

Penultimate/last week of the training results indicate that according to the survey 

results the teaches were very satisfied with this aspect of the training. They totally 

agreed that it is possible to implement this training in their country (5.00) as well as in 

other foreign countries (5.00). Also the skills acquired during the training can be useful 

to trainees´ daily work (5.00). They were more than certain that not only the training 

improved trainees´ personal development (4.50), but also the helps trainees to grow on 

professional level (4.50), improve job situation (4.50) and the trainees acquired enough 

knowledge (4.50). The lecturers were very satisfied with the training program (4.50).  

Total results in this part of the questionnaire indicate that the teachers totally agreed 

that  it is possible to implement this training in their country (4.80) as well in other 

foreign countries (4.80). They were very satisfied with the training program (4.80). The 

lecturers were very convinced that the skills acquired during the training can be useful 

to trainees´ daily work (4.60). Furthermore, they were very certain that the training 

improved trainees´ personal development (4.40), professional level (4.40) and helps to 
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improve trainees´ job situation (4.40). The teachers were convinced that  the trainees 

acquired enough knowledge (4.20). 

Overall: The participants were motivated to participate in the training (4.22) and the 

teachers were satisfied with trainees´ participation (4.20). Based on respondents’ an-

swers we can conclude that the teachers were more satisfied with the training (4.80) 

than the trainees (4.28). They both agreed that it is possible to implement this kind of 

training in their country – the teacher more (4.80) compared with trainees (4.50). The 

teachers were more certain that the training helps trainees to grow on professional level 

(4.44) compared with trainees (4.22).Both agreed that the training helps to improve 

trainees´ job situation – the teacher (4.44) compared with trainees (4.08). The lecturers 

were more convinced that the training improved trainees´ personal development (4.44) 

than the participants (4.28). The teachers agreed more that the skills acquired during 

the training can be useful to trainees´ daily work (4.6), compared with the participants 

(4.2). The overall atmosphere or the training was very encouraging – the teacher (5.00) 

and participants (4.42). 

Conclusions and recommendations 

As was to be expected, all aspects that were evaluated improved in the penulti-

mate/last week of the training compared to the first week evaluation results. Besides, 

the overall atmosphere was encouraging in all trainings (trainees 4.78, teachers 4.73) 

and both parties in all trainings were satisfied with the training program (teachers 4.68, 

trainees 4.55). In addition to that, the organization of the training was satisfactory 

(teachers 4.68, trainees 4.68). Respondents opinions indicated that the training helps 

trainees to grow on professional level (teachers 4.55, trainees 4.48) and the skills ac-

quired during the training can be useful to trainees´ daily work (teachers 4.45, trainees 

4.38). Both parties agreed that the training improved trainees´ personal development 

(trainees 4.50, teachers 4.26). The teachers were satisfied with trainees´ knowledge at 

the end of the training (4.47). 
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Limitations were the length, trainees´ initiative and cooperation between trainees in 

the beginning of the training. In more detailed way Technology Construction & Project 

work training was too long and the respondents were not satisfied with the length of 

the training (trainees 3.40, teachers 3.80). The teachers were dissatisfied (3.76) with 

trainees´ knowledge at the beginning of the training, which is actually presumable. 

Teachers were not satisfied with the close cooperation between trainees (3.96) in the 

beginning of the training. Although, they were satisfied with this aspect at the end of 

the training (4.23).  

The trainers were contented with trainees´ initiative  in total  (4.19), but in contrast 

in some trainings like in Vilnius 3.90, Latvia business 3.50, Latvia Work-based English 

language 3.50, the teachers were dissatisfied with this aspect. As well not all the teachers 

were convinced that trainees acquired enough knowledge (total teachers 4.23, but in 

Vilnius 3.70, Panevzys Business 3.67) or their job situation was improved (total teachers 

4.3, but in Vilnius teachers 3.80, students 3.48, Panevezis Business students 3.80). The 

training improved trainees´ personal development (total teachers 4.23, in contrast in 

Vilnius 3.80).  It is possible to implement this training in our country (total teachers 

4.45,  in contrast in Vilnius 3.70, Panevzys (Business) 3.50). It is possible to implement 

this training in other foreign countries (total teachers 4.5, students 4.37, in contrast in 

Vilnius teachers 3.70, students 3.23). 

Based on respondents´ opinions the „Technician Training“ curriculum is effective, 

adaptable and sustainable and it can be implemented whether as a whole or by set of 

modules. To continue implementing „Technician Training“ curricula in tested coun-

tries and vocational schools and recommend the training and curriculum to other vo-

cational education schools. 

Current curriculum and training program for technician training can be used not 

only nationally but also internationally. Country´s specifications and regulations need 

to be followed. Into consideration must be taken different demands in regards practical 

training quality expectations in different countries. The motivation of training the 
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apprentices in the company is directly related to regulations of each responsibility in 

different countries.  

Implementing the curriculum entirely will raise the number of true professional in 

the field of technicians. Knowledge-based learning outcomes indicate that a person 

possess after graduating the training successfully professional job-related knowledge 

(construction, environment, society, law),  business and managerial skills,  good 

knowledge of native language as well as English, besides is able to work with appren-

tices as a work-based instructor. This kind of workforce is extremely necessary and 

awaited in the labour market in the tested countries.   

Study process needs to be effective and the practical tasks should be in accordance 

with theory. According to the survey results, definitely carry on using not only theoret-

ical but also practical methods. The participants highly evaluated discussions and real-

life examples as teaching methods. For example in Business Administration & Man-

agement business plan; Vocational & Occupational Education - planning and leading 

a lesson; Technology Construction & Project Work - combining  studying theory and 

practice on-site; Language Training - preparing presentations, public speaking and 

speech preparation.  

According to the survey results and evaluation outcomes a very successful training 

measures were Native Language, Environment, Business Administration  & Manage-

ment and Vocational Training. Differences were minor, but slightly less successful 

training measures were Work-related English, Society and Technology Construction & 

Project work.  

Definitely must be avoided too long trainings especially in the evenings. 1300 hours 

of training is too demanding for an adult learner because it is difficult to study after 

work and to find motivation. Other suggestion besides reducing the scope of training 

is to decrease or remove unnecessary tasks or topics from the trainings e.g. chemistry, 

math. Study programs should be as effective as possible and unnecessary tasks should 

be avoided.  In addition to that take a critical approach to trainings Work-based English 

and Society, because according to participants´ opinions it was not very certain how 
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those trainings would improve their job situation. It can be interpreted like the system 

is new and participants just do not realize the benefits of the training completely. 

The results also indicated topics that should be added to the curricula and trainings 

e.g. bookkeeping, technical mechanics, structural design, public speaking.  

To link the training and the curricula into vocational education schools´ study pro-

grams with the support of the country's government, simplify conditions for training 

preparation and implementation - reducing overly bureaucratic and complex reporting 

systems, stimulate the acquisition of qualifications and to ensure appropriate remuner-

ation. 
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6 | Blueprints for the implementation of dual Bachelor de-

gree programs by three-level industry competence cen-

tres 

6.1 | Background: Development of three-level competence centre 

Poland and the Baltic countries have an extremely high need for further training. In 

this region there is a great shortage of personnel, spatial and technical capacities. In the 

interest of vocational schools and their teaching staff themselves, but also in the interest 

of economic development, securing existing and creating new jobs, strengthening in-

novation potential and productivity and reducing high unemployment, existing voca-

tional schools should be developed and expanded into comprehensive centres of com-

petence.  

Small and medium-sized enterprises suffer from bottlenecks in operational manage-

ment and information processing. They need tailor-made services - without delay and 

from a single source. Networks are of outstanding importance to them. Unlike large 

companies, they cannot have internal staff functions that perform a wide range of cor-

porate management tasks. In the SME sector, such staff functions and support tasks 

must be performed externally. The competence centres are the central service providers 

who, through cooperation between vocational schools, chambers and universities, pro-

vide SMEs with the necessary reliable support tailored to the company and from a 

single source, thus offering non-cash benefits.  

Central bottlenecks for further development of small and medium-sized enterprises 

in all Baltic Sea countries concern the rapidly growing shortage of young entrepreneurs, 

managers and skilled workers, the great need for product and process innovations as 

well as the lack of innovation promotion tailored to the specific needs of SMEs.  In 

order to remove these barriers to growth, existing vocational schools in Poland should 

be expanded into three-level competence centres.  
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1. Level: Dual professional training  

2. Level: Further training including training as a technician and master craftsman   

3. Level: Dual Bachelor studies and promotion of innovations   

Education represents the biggest bottleneck and the strongest growth area of the 

future. Qualified specialists are the most important prerequisite for taking advantage of 

the market opportunities. For example, a survey carried out by Hanse-Parlament led to 

the following results:   

 In 10 years 40% of SMEs will need company’s successor. 

 70% of SMEs need additional skilled workers. 

 100% of SMEs cannot recruit the specialists they need or can do it with difficulty. 

 In the medium term 78% of SMEs need new or additional executive staff. 

 96% of SMEs would like to see better practical, and 74% better theoretical voca-

tional education. 

The innovative strength of SMEs is most strongly limited by the availability and 

qualification of entrepreneurs, managers and specialists. Due to the lack of qualifica-

tions and shortage of entrepreneurs and employees, innovations in SMEs are already 

much lower than they actually could and should be. At the same time, qualification 

requirements are becoming higher; alongside specialized knowledge, personal and so-

cial skills are gaining equal importance. However, the so-called soft skills require a great 

deal of catching up and development. Improving qualifications and eliminating the 

shortage of skilled workers is the most important task and the central key to sustainable 

strengthening of innovation capacity, competitiveness and growth of SMEs. The most 

important tasks of the competence centres in this respect include in particular:  

 Improving the quality and attractiveness of vocational education and introduction 

of dual education system.  
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 Career guidance and integration of young people with learning difficulties and so-

cial disadvantages.  

 Integration of all young people and creation of specific training courses for school 

leavers with practical talents.  

 Carrying out courses for strong learners with the provision of additional qualifi-

cations in innovation-oriented topics.  

 Strong intensification of vocational further training.   

 Qualification of managers and entrepreneurs, in particular through training as 

master craftsmen or technicians.  

 Strengthening innovation capacity through comprehensive promotion of in-

creased employment for women and older people and entrepreneurship for 

women.  

 Carrying out dual Bachelor's degree programs in which studies are combined with 

parallel relevant vocational education in order to meet the high demand for inno-

vative entrepreneurs and managers for SMEs.  

In a region, the centres of competence must cover all areas and topics relevant for 

SMEs on the basis of job-sharing. These centres of competence with the status of vo-

cational academies, which each concentrate on specific occupations and technology 

areas, should be operated in close cooperation with economic chambers and associa-

tions as well as with universities in order to jointly carry out educational and counselling 

tasks, such as:  

In level 1 Vocational education  

 Comprehensive career counselling for young people and their parents.  

 Providing regular vocational school classes within the framework of dual voca-

tional education.  
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 Extensive qualification, support and counselling tasks for young people with 

learning difficulties or social disadvantages who until now have been pushed away 

and who get integrated into regular vocational education via these channels.    

 Development and implementation of special staged vocational education courses 

for people with learning difficulties in cooperation with companies  

 Development and implementation of vocational education courses for strong 

learners who receive additional qualifications and early further trainings in the 

competence centre with a scope of 500 - 700 hours already during the vocational 

education.  
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In level 2 Further training  

 Training the trainers in companies and accepting the trainer aptitude examination 

in order to enable companies to provide vocational education within the frame-

work of dual systems.  

 For persons with completed vocational education, training to become a technician 

or master craftsman while at the same time obtaining a qualification enabling one 

to attend university.  

 Execution of business start-up courses and accompanying consultation by busi-

ness founders up to the establishment or takeover of a business.  

 Demand-oriented development and realization of further training programmes 

covering all relevant aspects of the strongly growing need for further training of 

entrepreneurs, managers and skilled workers.  

 Targeted further training for women and men during the family phase as well as 

qualification and counselling tasks during the re-entry into the working life.  

 Conducting further training and counselling programmes for older people  

 Carrying out retraining, qualification and integration measures for the unemployed 

together with employment services.  
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In level 3 University education and promotion of innovations 

 Together with colleges, universities as well as with companies, realization of dual 

study programs in which the competence centres take on the demanding school-

based part of vocational education.  

 Ensuring the exchange of information and experience as well as the transfer of 

knowledge and technology in writing and electronically, and in particular through 

the personal exchange which is so important for SMEs, in the form of meetings, 

information and training courses, group coaching, etc.  

 Comprehensive promotion of innovations for SMEs as well as implementation of 

R&D tasks in and with SMEs.  

Within the framework of dual study programmes, the training locations "col-

lege/university" and "company" must cooperate intensively with each other. This is 
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also an excellent foundation for the mutual exchange of knowledge and for the pro-

motion of innovations of SMEs.  

About 40% of the courses offered at the college/university are run by practitioners, 

ensuring that there is constant exchange of experience and that entrepreneurial thinking 

is carried into the colleges/universities.  

The participants of dual Bachelor courses are at the same time apprentices/employ-

ees in companies. The topics for Bachelor and seminar papers that the student must 

complete in order to obtain his or her degree are determined by the companies in con-

sultation with the full-time professors/lecturers and dealt with within the company. In 

this way, tailored development work and knowledge transfer for the companies are 

realized by the students in cooperation with professors, lecturers and other teaching 

staff directly in the company.  

On the basis of this intensive cooperation, it is much easier to jointly identify R&D 

tasks of SMEs, to design concepts and grant applications and to carry out tailored R&D 

projects in and with SMEs.  
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In carrying out the comprehensive tasks, the personnel, technical and spatial capac-

ities of former vocational schools, colleges/universities and chambers of commerce are 

used on the basis of job-sharing. Nevertheless, for development as centres of compe-

tence the existing vocational schools must be excellently equipped, both spatially and 

technically, with training workshops, demonstration facilities etc. The spatial and tech-

nical capacities are used simultaneously for all tasks of the competence centres, for 

example modern technologies in the training workshops during the day for vocational 

education and in the afternoons, evenings and weekends for further vocational educa-

tion and technology transfer.    

This achieves high capacity utilization and profitability and ensures mutual benefits 

and strengthening effects in the performance of various tasks.  

At the same time, comprehensive, lasting further training of the teachers is necessary 

in order to be able to competently perform these extensive, demanding tasks.  
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This development of vocational schools into centres of competence for small and 

medium-sized enterprises represents very large and growing fields of activity for all 

teachers at vocational schools. Of course, such a development requires high public 

investments, which, however, are offset by considerable savings in vocational educa-

tion through the implementation of dual education systems. Additionally, it will achieve 

effective promotion of education, innovation and business, which will pay off in several 

ways through higher growth with rising tax revenues on the one hand and savings of 

public funds in labour market and social policy on the other.  

It needs to be noted that the centres of competence do not constitute an employ-

ment program for vocational school teachers. On the contrary, there is no alternative 

for shaping a prosperous future. And it is much more appropriate and economical to 

use the facilities of the existing vocational schools for this purpose than to create much 

costlier new facilities from scratch. In this respect, the personnel, spatial and technical 

capacities of the vocational schools that become available under status quo conditions 

are a unique opportunity that must be used actively in the interest of all.  

In order to achieve unrestrictedly recognized Bachelor degrees, the three-level com-

petence centres must receive the state-recognized status of "Berufsakademie" or "Col-

lege" with the right to carry out practice-oriented study courses. They must be operated 

with the financing from public funds in close cooperation with former vocational 

schools, chambers, colleges and universities. In order to be able to implement these 

far-reaching developments, vocational schools must be moved out of the state struc-

tures and transformed into independent legal forms, for example as public enterprises, 

non-profit limited liability companies or foundations. The operation should be run by 

the equal partners including chambers of commerce, industry and Crafts, vocational 

schools and colleges/universities. If this is not possible in exceptional cases, chambers 

of commerce and colleges/universities must be involved in the management with a 

decisive role. 
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6.2 | Preparation of a third level industry competence centre 

The Polish reform programme provides "only" for the development of two-level 

industry competence centres. According to the analysis results and recommendations, 

a third level "Higher education and innovation promotion" is urgently needed for 

SMEs in the Baltic Sea Region countries. The precondition for this is that former vo-

cational schools, chambers of commerce and colleges/universities cooperate in the 

competence centres. However, this cooperation should not only begin in the 3rd level, 

but from the 1st level onwards. The joint work of the three partners from the very 

beginning strongly facilitates the implementation of the tasks of the 1st and 2nd levels 

and prepares intensively for the cooperation in the 3rd level.  
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A dual bachelor study programme is composed of the following basic elements:  

 Admission requirement: higher education entrance qualifications (i.e. A-levels) or 

advanced technical college certificate.  

 Duration: 3 to 4 years maximum (depending on subject).  

 About 50% of the educational period as practical training or professional activity 

in a company. Vocational education takes place in dual form in companies and 

vocational schools.  

 About 50% of the educational period takes place at the university. 

 Both parts of the training are coordinated with each other and are carried out in 

parallel. Theory can be taught in longer blocks (e.g. 3 months) or 3 days a week 

with shorter additional blocks.   

 About 60% of the courses offered at the university are taught by full-time profes-

sors and lecturers and about 40% by practitioners from companies.  

 The participants sign a contract for vocational education/activity with the com-

pany and a contract for study with the university.  

 Degree: Journeyman/skilled worker and Bachelor. 

The bachelor's degree also entitles the holder to follow a master’s programme at a 

university at a later date. However, the aim is that at least 80 % of the bachelor’s degree 

holders should remain in the small and medium-sized business sector as entrepreneurs 

and managers and, building on their initial bachelor’s degree, improve their skills within 

the context of ongoing continuing education.  

All courses must fully comply with the objectives and requirements of the Bologna 

Process, to which more than 40 countries have now joined.  

The study programs are modularized. Credit points are awarded both for the study 

modules and for practical training.  
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The study programs are examined and certified by recognised accreditation institu-

tions. To promote cross-border cooperation between study locations and the exchange 

of teachers and students, the study programs should be standardized in the Baltic Sea 

Region. This is also intended to support international cooperation between companies 

involved in vocational education.  

 

The excellent qualifications acquired in the dual study programs are also decisive 

prerequisites for high innovations. In addition, the participating universities/colleges 

should also take part in practice-oriented research and development projects for me-

dium-sized companies and thus promote innovations in the long-term. The study pro-

grammes and innovation promotion are aimed at the identical target group, namely 

high-performing, medium-sized companies and their management personnel. As com-

panies are always included in the dual study programmes, there is direct cooperation 

between companies and universities, which can be used for knowledge and know-how 
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transfer as well as for research and development work by companies. Research and 

development tasks can be carried out in various ways, for example  

 Work as part of semester or bachelor theses of the participants/students  

 Targeted individual assignments of the companies or consulting/know-how trans-

fer by professors and teachers  

 More complex projects with public funding (especially from the EU)  

 Joint work on projects with several companies in one industry (industry associa-

tion projects) 

In any case, it makes sense to train entrepreneurs, managers, and specialists within 

the framework of dual bachelor’s degree programs  

 in industry competence centres;   

 to link it directly with the advancement of vocational and continuing education, 

and the promotion of innovations;  

 to gain synergy effects and achieve cost reductions, and  

 to provide small and medium-sized enterprises with all necessary services and as-

sistance from a single source, tailored to the specific needs of the sector.  

6.3 | Country-specific orientation and preparation of implementations 

For a country-specific orientation of three-tier competence centres, the following 

aspects in particular must be taken into account:  

Legal conditions for carrying out initial and continuing vocational training  

 The legal conditions are in place in all countries involved in the project. It goes 

without saying that state vocational schools require the approval of their super-

visory authorities.  



 

405 

 

 Most of the existing vocational schools have a sector orientation, so that the 

development into sector comet centres is not difficult.  

 In Germany and Poland, dual vocational training is already being implemented.  

 In Lithuania and Latvia, dual vocational training can easily be implemented as 

pilot projects  

 Where dual vocational training is not permitted in a country, school-based train-

ing must be provided (temporarily).  

Legal conditions for the implementation of dual Bachelor's degree programs  

 There are clear rules in Germany and Poland.  

 In Lithuania, dual study programs can easily be realized with the approval of the 

ministry.  

 In Latvia and Estonia, the legal requirements must be examined.  

 If it is not possible to combine vocational training with study courses in one 

country, students can combine study with work in companies.  

 In case of missing or difficult legal regulations for dual study programs, cooper-

ation with a foreign university is recommended (at least for a transitional period), 

so that accreditation, acceptance of examinations, etc. are carried out according 

to the foreign conditions.  

It is equally important for Germany and Estonia in particular to fulfil the require-

ments of the competent chamber of engineers (or the corresponding institution) in 

order to secure recognized qualifications.  
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Consulting results and foreseeable implementations in participating countries  

Germany  

In Germany, dual Bachelor's degree programs are already being implemented in 

many different ways.  

In Hamburg, it was decided that the vocational schools involved in dual vocational 

training (1st centre level) as well as in further vocational training and technical training 

(2nd centre level) will establish a vocational university, which will run dual Bachelor's 

degree programs (3rd centre level) from 2021.  

Project Partner the Vocational Training and Technology Centre of the Schwerin 

Chamber of Skilled Crafts, Germany, cooperates with vocational schools, is involved 

in dual vocational training, conducts further vocational training and master craftsman 

training and, during the course of the project, has entered into cooperation with a pri-

vate university in order to implement the third stage of the competence centre.  

Poland  

Project Partner Tadeusz Tanski Mechanical and Logistics School Complex, Poland, 

has developed the first stage of a "Mechatronic" competence centre within the project 

period, the second stage will be implemented with a technician training course in Sep-

tember 2020. In addition, the realization of dual Bachelor degree programs is planned 

in cooperation with a university. It is planned to start in September 2022, when the first 

round of the two-year technician training, whose graduates also have a university en-

trance qualification, has been completed.  

In Poznan, Poland, a cooperation between Poznan University of Life Sciences and 

Wielkopolska Craft Chamber in Poznan was developed, further education courses were 

conducted and several modules of a dual Bachelor's program were tested. The imple-

mentation of complete Bachelor programs is currently being prepared.  
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Lithuania  

Vocational education training (VET) programs are provided by VET schools, VET 

centres, labour market training centres or other institutions which have the right to 

provide VET. The names of those institutions may vary.  

VET programs are provided at NQF levels 1-4.   

A new 2-year pilot VET program for hospitality services administrators at NQF level 

5 (EQF level 5) started to be provided in 2016. A VET diploma (NQF/EQF level 4) 

and three-year work experience are required to enter the program.   

Currently, there are 61 state vocational education institutions in Lithuania and 11 

labour market training centres or other institutions which have the right to provide 

VET.  

The vocational training system includes initial vocational training, continuing voca-

tional training and vocational guidance. Provision of VET programs is possible only 

after getting license from by the Ministry of Education and Science. Only VET pro-

grams registered into the State register of programs and qualifications can be provided.   

Continuing VET programs enable learners to improve qualification, obtain a new 

qualification or acquire new competencies for a specific job or function. These pro-

grams involve a large number of people who already have higher education or are stud-

ying at the same time in higher and vocational schools (final year students) and working 

at the companies. They study in vocational schools in the evenings, after work.  

Since 2010, one of the changes in VET system is the transition to national modular 

VET programs and designing/approving of VET programs are under the competence 

of authorized institution – the Qualifications and Vocational Education Training De-

velopment Centre. Sectoral qualifications standards or, in their absence, VET standards 

are used for developing programmers’ curricula. VET providers and enterprises can 

also initiate and design programs, but the quality of the VET program has to be evalu-

ated by the Centre.  
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Since the beginning of 2014, nineteen sectoral practical training centres (SPTCs) 

have been officially opened. It is foreseen to establish 42 SPTCs overall. SPTCs aim to 

assure that learners gain practical skills matching labour market needs, using the latest 

technologies and equipment.   

These centres will be open to students from VET, higher education institutions, 

employees from sector enterprises, vocational teachers and others. The centres will 

concentrate on technologies in specific sectors.   

The SPTCs operating in these sectors: retail and wholesale sector, hotel and restau-

rant sector, food sector, beauty sector, transport sector, agricultural sector, textile sec-

tor, construction sector.  

Construction sector practical training centre (CSPTC) in Vilniaus statybininku 

rengimo centras (VSRC) was established in 2015. Objectives of the centre are: increase 

the quality of VET services, accessibility to students in Vilnius region and other Lithu-

anian vocational training institutions, colleges, universities, general education schools. 

Also, to enable the realization of new initiatives and continuing vocational training pro-

grams for the widest possible range of users.   

Service Groups  

 VSRC VET students.  

 Pupils in general education.  

 Construction company workers.  

 Architects, designers, project managers, etc. employees of construction compa-

nies.  

 High school students.  

 Students from other VET institutions.  

 Vocational teachers in VET institutions.  

 Labour Exchange clients – the unemployed.  
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 Immigrants, refugees.  

 Other persons who wish to acquire qualifications or competences in the field of 

construction.  

VSRC has contract with Vilnius Gediminas Technical University and Vilnius College 

of Technologies and Design. Students of this institutions come to VSRC to gain and 

improve practical skills. Similar examples can be found in other vocational institutions. 

Employers have very positive opinion about this possibility.  

In conclusion, establishing the 3-level competence centres is a good idea and the 

foundations for this already exist in Lithuania. SPTCs could become part of the Ger-

man proposed model. The basis of the legal framework is ready for this. The legal 

framework is adapted to the needs of the labour market.   

Vilnius Builders Training Centre, Lithuania, started dual vocational training during 

the course of the project as well as further and technician training. A cooperation was 

started with the state-run Vilnius Gediminas Technical University, with which a dual 

Bachelor's program in Electrical Engineering will be carried out from September 

2020.55  

Panevezys Chamber of Commerce, Industry and Crafts has carried out consultations 

of the 3-level competence centre concept with Lithuanian SMEs, vocational schools, 

Panevezys College and bodies of public administration. All representatives of business, 

education and administration strongly agree that qualified specialists and innovations 

are the key factors for successful activity and growth of all companies.  

Dual vocational training has been known and discussed in Lithuania for many years, 

but its practical implementation is still rather fragmented. Ministry of Education and 

Science has set up a legal framework for dual training in Lithuania but there is lack of 

skills in its implementation and good practices and, most importantly, lack of social 

 
55

 Designing and implementing a dual Bachelor’s degree study course with integral attainment 
of a Bachelor’s and Master’s degree, 2017 - 2020  
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dialogue between educational institutions and business. Quick changes in Lithuanian 

education system are unlikely, strategic decisions are needed but we already have many 

good examples of successful dual training implementation. At the moment there are 19 

sectoral practical training centres established in Lithuania (the total planned number is 

42). These centres are provided with the newest equipment of a certain sector; their 

goal is to provide possibility for students, employees and the unemployed to gain prac-

tical skills, to improve their qualification by using modern equipment and the latest 

technologies. The centre cannot fully substitute work-based learning in companies, but 

they are a good basis for practical training.  

Though today work-based learning is not yet ready to be developed fully in all sectors 

of Lithuanian economy and education, it can be implemented gradually in certain sec-

tors that are ready for such changes. Industrial business sectors are more prepared to 

participate in dual training system and companies already provide work based learning. 

This way of training is especially important for companies where the work processes 

are very specific, require specific know-how or innovations. Work based learning helps 

them to meet their needs for qualified workforce.  

When discussing the concept of the 3-level competence centres, the idea that strong 

learners could be provided with additional vocational education courses and could re-

ceive additional qualifications was strongly supported. For example, representatives of 

construction companies want that students of construction could receive additional 

qualification of high scalers during their vocational studies.  

Further training is very important to keep people up to date in the labour market. 

All further training programs should be demand and practice-oriented, flexible in their 

duration and content. Further training courses on business start-up or take-over as well 

as dual bachelor studies could help to meet the strongly growing need for innovative 

entrepreneurs and managers for SMEs. Granting qualification of a master craftsman or 

technician would not be so important as all students can enter universities after com-

pleting vocational or high school in Lithuania.  
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Formally dual bachelor studies are not implemented in Lithuanian colleges or uni-

versities but practically the part of curricula devoted to practical training in companies 

is large enough (1/3 of the curricula) thus they could be considered as introduction to 

dual bachelor studies. Cooperation between universities and companies ensures ex-

change of information, experience, transfer of knowledge and technology as well as 

larger amounts of research and development work. The advantage of the 3-level com-

petence centre concept is that there are several alternative ways of dual bachelor pro-

gram implementation. Such studies could be implemented in Lithuania with the ap-

proval of the Ministry.  

The three-level competence centres could be financed by the state and jointly orga-

nized in close cooperation of all partners - vocational schools, universities and enter-

prises or chambers/business associations. Participation of all these 3 parties is crucial 

for the success of such centres. Establishment of such centres would require further 

training both of teachers and trainers in the companies but no additional investment in 

facilities would be needed.  

In conclusion, the 3-level competence centres would be a good solution in solving 

the problem of rapidly growing shortage of young entrepreneurs, managers and skilled 

workers in Lithuania as well as the lack of innovation promotion.  

Latvia  

As a result of structural reforms in vocational education and training, 22 competence 

centres have been created by merging existing vocational education institutions. A very 

good material and technical training base has been created.  

In order to fill the new competence centres, it is necessary to expand their offer by 

developing new curricula. More attention should be paid to continuing adult education 

in the context of lifelong learning, which could be achieved through competence cen-

tres.  
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There are centres with which the Education Quality Service of the Ministry of Edu-

cation and Science has signed a contract for the assessment of professional competence 

acquired outside the formal education system. This means that people who have ac-

quired their knowledge and skills outside the formal education system or during work 

have the opportunity to obtain professional qualifications.   

There are competence centres involved in ESF project “Improving the Professional 

Competence of Employed Persons” through non-formal education programs.  

There is a bachelor study program that is already implemented in Latvia:  

 years of academic study (not practice, only academic study) and  

 1-2 years of professional studies (20 CP practice) for obtaining professional opin-

ion - ½ year theory  

 ½ year internship, developing a qualifying job •  

 After assertion: Bachelor and Professional diploma.  

There are parallel education systems in Latvia: state vocational education and voca-

tional education system implemented by the Latvian Chamber of Crafts. The Latvian 

Chamber of Crafts offers the opportunity to:  

 Undergo qualification and certification procedures (including after receiving 

Bachelor’s), 

 For educators who have not received higher pedagogical education, to take a pro-

fessional examiner's qualification to be able to work in vocational schools.  

 “Train the Trainer in SMEs” training for SME practice managers. 

 “Vocational & occupational education” for educators • “Business Administration 

and Management” training. 

These opportunities are offered to SMEs, students and educators of competence 

centres and academics who are interested.  
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In cooperation with the Hanseatic Parliament, the pilot projects on the above-men-

tioned topics have been successfully implemented by participating in projects managed 

by the Hanseatic Parliament.  

Estonia  

In Estonia SMEs, chambers, vocational schools are interested in developing 3rd 

level competence centres between different education levels. Due to the rapid changes 

in technology the labour market needs new know-how and flexible learning opportu-

nities.  

Integration of different levels of education in Estonia is more of a problem between 

academic higher education and vocational education. The contrast is that academic 

universities do not want to recognize the knowledge and skills that students have ac-

quired from vocational schools. In order to overcome this contrast, it is possible to 

make mutual agreements between universities and vocational training schools. The 

pressure from the employers is high enough to consider that now and in the future. 

There have also been occasions when a baccalaureate becomes a vocational school 

student in order to acquire necessary skills and manage better in the labour market.   

The problem with the integration of different educational levels in the current occu-

pational standards in Estonia is that the learning outcomes at levels 5 and 6 are signif-

icantly different. As long as curricula are conducted on the basis of occupational stand-

ards, it is difficult to combine different levels.  

Võru County Vocational Training Centre has been developed cooperation between 

Estonian University of Life Sciences and different enterprises since 2015 in the field of 

wood processing. Unfortunately, law regulations to carry out dual Bachelor courses 

combined with a dual vocational training and enterprise are missing in Estonia, but our 

institution is able to implement the study course on the basis of agreement between 

two parties.   
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In the Estonian education system, descriptions of level 5 and level 6 are not clear as 

well as linking to the bachelor programme. Entrepreneurs are interested in a skilled and 

qualified workforce with occupational qualification certificate, and learners could be 

motivated to continue their further studies after graduating vocational education insti-

tution in baccalaureate or postgraduate course of study.  

Changes in the education system will be discussed at national level in March. Estonia 

wishes to introduce the concept of higher vocational higher education (higher VET),  

which would help to explain better its differences between applied and academic 

higher education. 

6.4 | Application notes and Best Practices 

a. Prerequisites: A-levels or permission to study at a college/university  

b. Total duration: 3 – maximal 4 years  

c. Structure:  

o First and second year vocational training in the company and in the vocational 

school as well as studies at the university or college  

o After the second year of final examination vocational training (journeyman or 

skilled worker)  

o Third- and fourth-year university or college studies and learning or work in a 

company  

o After three or maximal 4 years Bachelor exam  

d. Learning venues of the Competence Centre: College or University, vocational 

school and companies  

e. Distribution of training time: 50% in the company and 50% college or university 
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f. Alternative implementation:  

o After completing general education with a degree "University Qualification" 3 

- 4 years of vocational training and Bachelor's degree in the Competence Cen-

tre  

 

 

o If a course of study is only started after completion of the vocational training 

(first stage of the competence centre), the Bachelor's degree can be combined 

with a professional master's or technician's training in higher education and 

companies, so that recognized Bachelor's and professional master's or techni-

cian's degrees can be acquired in an integrated manner.  

o If a course of study is only started after the Technician or Master training (sec-

ond level of the Competence Centre), shortened Bachelor courses of study 
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with crediting of the acquired competences within the scope of the Technician 

or Master training are recommended. 

 

o 4 Years 

o 1.800 hours every year 

o 7.200 hours 

o Training time in the company o 4.100 hours 

o Specific vocational school educa-

tion: 500 lessons of 45 minutes each 

o 400 hours 

o Study at the college or university 

o 1,750 lecture hours of 45 minutes 

each 

o 1.400 hours 

o Self-study, Bachelor Thesis, Visit to 

optional offers 
o 1.300 hours 

 

a. Organization of tripartite competence centres  

It is optimal for the three-tier competence centres to be supported jointly by all three 

training partners - vocational schools, universities and enterprises (or their representa-

tives, such as chambers or business associations), e.g. in the form of a non-profit lim-

ited liability company in which the training partners are partners.  

This form of organization cannot be realized in the short and medium term in all 

countries. Instead, binding cooperation agreements should be concluded between the 
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training partners with clear regulations on the distribution of tasks, rights, obligations, 

responsibilities, etc.  

b. Coordination with companies, chambers and associations  

The Bologna-compliant degree programs are developed on the basis of the respec-

tive national law. Within this framework, the universities themselves decide on all de-

tails of the implementation, e.g. studies in block or day form, credit points acquired in 

the practical phase, etc.  

In order to meet the needs of companies and to win them as training partners, it is 

essential to consult with companies and their interest groups (chambers or associa-

tions). For this reason, the chambers should also be involved in the competence centres 

as shareholders or permanent cooperation partners.  

 

Since 2004, the Baltic Sea Academy has developed and very successfully imple-

mented dual Bachelor's degree courses with two members "Berufsakademie Hamburg" 

and "Hochschule 21", which combine vocational training or work in a company with 
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a Bologna-compliant course of study. Of these ten courses of study, two best practices 

for further information and clarification of the implementation of dual courses of study 

can be found below. 

 Brief description of the concept for the dual course of studies “Management of 

renewable building energy technology” (Bachelor of Engineering)  

 Curriculum overview Dual Bachelor of Business Administration SME  

In addition, Baltic Sea Academy and "Hochschule 21" have developed two dual 

courses of study, which have been running since 2018 and combine a Bachelor's degree 

with a Master's training.56  

All best practices of the dual study programs of the Baltic Sea Academy and its 

member universities are available free of charge for the realization of the third level of 

industry competence centres of vocational education and training in all countries.  

  

 
56

 Designing and implementing a dual Bachelor’s degree study course with integral attainment of a Bach-
elor’s and Master’s degree, 2017 - 2020  
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7 | Summary recommendations and FAQ 

The attractiveness of vocational education and training is alarmingly low in many 

countries. Especially school-based dual systems are perceived as a dead end, not only 

by the students, but also by the employers. The school-based system is not providing 

the skilled workers SMEs need to persist in today’s complex and innovation demanding 

business world. 

On the contrary to this, vocational education and training on the basis of work-

based learning is receiving growing attention. Our experiences show that employers are 

much more satisfied with the quality of apprentices of work-based vocational education 

and training. Also the students are more than happy, as they get the chance of contin-

ually enlarging their work experience. Ans finally vocational schools report that the new 

innovative work-based approach leads to a higher employer attractiveness and facili-

tates the recruitment of new teachers. 

In this chapter a short summary for all intellectual products is provided together 

with concluding recommendations to ensure a successful transfer and implementation 

to other countries and schools, interested in work-based vocational education and 

training.  

O1 Blueprints for the implementation of two-stage industry-specific 

competence centres and dual vocational training with curricula.  

The implementation concept for an industry-specific vocational education and ad-

vanced vocational training in a competence centre for construction or metals related 

industries was developed, implemented, tested and evaluated in particular in the Zespol 

Szkol Mechanicznych i Logistycznych im. inz. Tadeusza Tanskiego in Słupsk. As this 

was a huge success we want to provide some recommendations we developed within 

the implementation to facilitate the realization of work-based vocational education and 

training in other places.  

Recommendations: 
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1. Consistent introduction of dual vocational education: Consistence in this case 

means that a clear target is formulated and that all stakeholders (government, 

vocational schools, companies, employee organizations, teachers and students) 

are included in its fulfilment.  

2. Implementation of competent professional consultations: Young people need 

support in finding the right profession or field of study. Also parents need to be 

included in information processes about work-based vocational education and 

training, as they play a very relevant guidance role for their children.  

3. Integrate the companies at the very beginning: It is essential to have a good 

cooperation and coordination between the vocational schools and the compa-

nies. To ensure that companies need to be informed about work-based voca-

tional education and training at the very beginning.  

O2 Development and implementation of further training for vocational 

school teachers 

In order shift from school-based VET to work-based VET or to newly implement 

it is necessary that the management and teaching staff of vocational schools is compre-

hensively informed and prepared, before work-based VET is introduced.  

Recommendations: 

1. Distribute, a small questionnaire about the participants (experience background, 

expectations) before the training and inform the instructors about the results, so 

they can better prepare for the training. 

2. interactive designs, like group work, short role plays and concrete practical ex-

amples increase the involvement of the participants. Plan also for some discus-

sion time.  

3. Trainings can be conducted through cooperation with universities in the respec-

tive region to benefit from their experience, knowledge and qualified lecturers.  
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O3 Curriculum for the training of trainers at SMEs 

Work-based VET builds up on the principle that the students receive large parts of 

their education at the company. For this, experienced companies and qualified in-com-

pany employees are necessary to carry out the training of the young apprentices. Peda-

gogical concepts are the core of these trainings. It is important that prior to the intro-

duction of work-based VET sufficient in-company employees are qualified as trainers. 

Recommendations: 

1. Watch the legal requirements and adapt the curricula to the country-specific reg-

ulations. 

2. The responsibility and the funding for the training should be shared equally be-

tween the vocational school and the practical training company. 

3. Mentor programs can be integrated and promoted very well in context of the 

training of trainers at SMEs 

O4 Blueprints and Curricula for a two-year advanced training as a technician 

Representing the second stage of work-based VET, the introduction of a two-year 

advanced training as a technician was developed. Curricula, based on the German train-

ing, were prepared in the area of construction technicians and adapted according to the 

local requirements and regulations. Although a complete implementation was not fea-

sible within the project duration, due to the necessary prior 3- year dual education, the 

developed blueprints and curricula will be used in practice after the finalization of the 

ICC4VET project. Even though the curricula were adapted to the local requirements 

and regulations, a concept was created that allows a simple transfer of these curricula 

to other regions or countries. Students finishing the technician training obtain the en-

titlement to study at an advanced technical college, combined with a technician training. 

This raises the attractiveness of work-based VET by far for students and also their 

parents.  
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Recommendations: 

1. Too long trainings should be avoided, especially in the evenings.  

2.  The curricula for the technician training are quite similar for different profes-

sions, so large parts can be transferred easily.  

3. Emphasize the versatility of technician training. In addition to job-specific con-

tent, the trainees are also given knowledge in management and entrepreneurship, 

so that a later self-employment or company takeover by the trainee is possible. 

O5 Blueprints for the implementation of dual Bachelor courses by three-tier 

industry-specific competence centres 

The second stage of work-based VET is not enough to ensure a high attractiveness 

of VET and to provide sufficient skilled workers to SMEs. Therefore blueprints for 

the implementation of dual Bachelor courses were developed. These dual Bachelor 

courses bring work-based VET on a university level and offer the students an applied 

learning of higher education contents in combination with an SMEs focus and coordi-

nated curricula. Country-specific implementation concepts were developed and SMEs, 

universities, vocational schools and chambers integrated.  

Recommendations: 

1. It is essential that the college/university and the different companies cooperate 

intensively with each other. 

2. Include practitioners in the lectures and ensure a sophisticated training of the in-

company trainers.  

3. Make sure that the content of the theoretical studies at the college/university is 

harmonized with the content of the practical training at the company.  
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O6 Manual containing all project results, application notes and FAQ 

This manual is essential for the correct application and use of the project results. 

Also included are all results, concepts, curricula, module manuals, evaluation results 

and instructions for the use and the implementation of work-based VET.  

Recommendations: 

1. Download the free version of the ICC4VET book online and share it with 

your potential partners for work-based VET. 
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FAQ 

How can I inform and qualify companies when implementing work-based 

VET?  

The involvement of companies is particularly important and as a first step, you can 

provide them with comprehensive and in-depth information about the nature of dual 

systems. They need to be aware of both, the responsibilities and the tremendous ben-

efits that the dual system will bring for them. Companies tend to focus on the additional 

financial burden, without being aware of the potential benefits, which only materialise 

with a delay of several years. Include self-regulatory bodies, professional associations 

and vocational schools, as they play a key role in preparing and recruiting companies 

for dual vocational training and its implementation. 

Should the government reimburse the companies for their involvement in 

work-based VET? 

Companies are inherently responsible for educating the next generation of skilled 

workers and for investing in their training. Governments should not absolve them of 

this responsibility. Therefore, governments should, under no circumstances, reimburse 

the training expenses of companies. If such public funding is necessary to increase the 

willingness of companies to participate and to create sufficient in-company training 

capacities, the business sector should be put in charge of designing and administering 

a pay-as-you-go system. At most, governments should reward companies for the train-

ing services they provide by giving them preferential treatment when awarding public 

contracts. 

Should companies pay the apprentices a salary? 

Yes, it is highly recommendable that the companies pay their apprentices a small 

salary. Our experience has shown that the apprentices are productive in their daily work 

in the company shortly after they start their training. Of course they are also educated 
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by in-company trainers and therefore cost resources, but indeed they are present and 

working in the company 70% – 75% of their time. The students see the small salary is 

not only as an extrinsic motivator, but it is also a way of showing them some appreci-

ation. It allows the young people to experience some financial freedom and independ-

ency from their parents and so increases their motivation and commitment to the train-

ing and the company.  

If there used to be school-based vocational training in Poland, with almost 

90% of training in school, and now the school-based part of dual training is 

only 25 - 30%, will not many teachers be dismissed? 

At first sight it seems that there is indeed overcapacity of teachers, but our project 

partners also look at the reduction of teaching at VET schools from a different per-

spective. Many VET schools in Europe face the big problem of finding enough suitable 

teachers at all. The profession of a vocational school teacher is often not very attractive 

for young graduates.  

The introduction of dual vocational training has changed this fundamentally. Thanks 

to this new form of learning, teachers now work with much more motivated and com-

mitted students. This increases job satisfaction and reduces the number of days absent 

from work by itself. Furthermore, the innovative teaching approach also increases in-

terest in the teaching profession, as many teachers have already heard of work-based 

VET but have never been allowed to teach it themselves before. We can therefore 

confirm that the introduction of work-based VET has a positive effect on teachers at 

vocational schools.  

What is the difference between technician and master craftsman training? 

The contents are largely identical. The master craftsman training consists of four 

parts: I Specialist practice, II Specialist theory, III Business administration and IV Vo-

cational and work education. These four parts correspond to the technician training in 

the parts: B Specialist theory and practice, C Business administration and D Vocational 
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and work pedagogy. The Technician Training also includes a part A General Basics. 

The master craftsman training is more practice-oriented; in most countries, several 

years of professional experience are an absolute requirement. 

What are the tasks of the chambers in vocational education and training? 

In Germany, the chambers are organised as public legal entities and are the compe-

tent authority for vocational education and training. On behalf of the state, they per-

form a wide range of tasks in the promotion, organisation, implementation and moni-

toring of initial and continuing vocational education and training. In other Baltic Sea 

countries the chambers have no such competences and tasks, in some countries they 

take the examinations in vocational training. In all Baltic Sea countries, similar to Ger-

many, the chambers should be responsible for vocational education and training and 

thus effectively promote the qualification of young people and the overall economic 

development. 

Is there a need for additional skilled workers? 

The demand for skilled workers is high and continues to grow. For demographic 

reasons, the number of younger workers is decreasing, while the number of older work-

ers is rising strongly. There is already a large shortage of skilled workers in all Baltic Sea 

countries and this will continue to increase in the future. Young people who complete 

vocational training have the best job and career opportunities.  

Are vocational schools state institutions? 

In all Baltic Sea countries the state is responsible for vocational schools. However, 

the sponsorship is organised differently. Supporters can be the state, municipalities, 

chambers of commerce, non-profit organisations, etc. In all cases the state is responsi-

ble for legal regulation, supervision and financing. 
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Is school-based vocational training predominant in the Baltic Sea Region? 

Denmark, Germany and Norway have dual vocational training systems with the 

training venues school and company, but the organisation and implementation of these 

systems differ. In the other Baltic Sea countries, vocational education and training is 

predominantly school-based, with more or less extensive work placements in compa-

nies and practical training elements. In some of these countries, dual training systems 

are now being introduced on a process-oriented basis, for example in Poland since 

2017. 

Are there any differences in the unemployment rates of young people under 25 

in countries with school- based vocational training and dual, work-based 

vocational training? 

Yes, a comparison of youth unemployment in the countries of the Baltic Sea Region 

shows that youth unemployment is significantly lower in countries with dual vocational 

education and training than in countries with school-based vocational education and 

training. For example (for July 2019): Germany (5,6% youth unemployment rate) and 

Denmark (8,3%) have dual vocational education and training in place. Sweden (18,6%), 

Finland (16,3%) and Latvia (13,3%) have a school-based vocational education and 

training. The youth unemployment rates in Germany and Denmark are significantly 

lower than in Sweden, Finland and Latvia. This indicated better job perspectives for 

young people in countries with dual vocational education and training. 

How can vocational schools be prepared for the introduction of dual 

vocational training? 

In view of the important, far-reaching new tasks of vocational schools, the introduc-

tion of dual vocational education and training must under no circumstances lead to a 

reduction in personnel, spatial and technical capacities or to a reduction in the public 

funding available to date. Instead, public funding must be increased in order to mod-

ernise vocational schools, bring them up to the latest technical standards, provide 



428 

 

ongoing training for teachers and enable them to perform the extensive new tasks. The 

management and teaching staff must be comprehensively informed and further trained 

in order to be able to perform the demanding tasks.  It is recommended that train-the-

trainer programmes for vocational schools be implemented with regard to dual voca-

tional training and career guidance as well as continuing vocational training, technician 

and master craftsman training. Internships in countries with many years of experience 

in dual vocational training are also particularly effective. 

Is lifelong learning a reality in the Baltic Sea Region? 

With the exception of Scandinavia, with lifelong training rates of 25 - 30 %, the EU 

goal of an annual further training rate of 15 % is clearly undercut in the Baltic Sea 

countries. Further training rates are particularly low in Estonia, Latvia, Lithuania and 

Poland, where there is a lack of personnel, technical and spatial further training capac-

ities. In connection with the introduction of dual vocational training, as a second step 

vocational schools, in cooperation with chambers and associations, must take on com-

prehensive tasks of continuing vocational training for companies and their employees 

and be appropriately oriented and prepared for this. 

Do the vocational schools have to take on additional tasks? 

A new, important compulsory task of vocational schools concerns the vocational 

guidance of young people, which requires a significant intensification and reorientation. 

It is very difficult for young people to choose an occupation or a course of study. They 

hardly know their own competences, have very limited information, know only a few 

occupations and know very little about the requirements, competence expectations etc. 

of the different occupations as well as about the special conditions in SMEs. The avail-

able information and vocational and study guidance is insufficient. They take too little 

account of the individual skills of young people on the one hand, and the requirements 

of the labour market, skill needs, qualifications, etc. of the various professions on the 

other hand. Careful counselling and preparation for vocational education and training 
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must be used to achieve a significant reduction in the sometimes far too high switching 

and drop-out rates in vocational education and training. 

How can successful dual vocational training systems be transferred and 

implemented? 

The occupation-specific curricula, training regulations, teaching materials, examina-

tion regulations, etc. should be translated into the national language for the transfer if 

possible, but at least into English. Under no circumstances should implementation take 

place in the form of a forced transfer. Rather, regional/national cultures and special 

features must be taken into account and promoted. Adjustments to national conditions 

must be made. These orientations and adaptations must be made by the transfer recip-

ients themselves with intensive advice from teachers who have extensive experience in 

the dual training of the respective occupation. 

How can young people with learning difficulties be integrated into vocational 

training? 

One problem - also in the German dual system of vocational education and training 

- is that young people with learning difficulties do not receive a training place or fail in 

vocational education and training, especially in the theory lessons at vocational schools. 

The far too high rates of training drop-outs must be significantly reduced. Vocational 

education and training must take sufficient account of individual skills and opportuni-

ties. Vocational schools should develop and implement specific integration measures 

for young people who are unable to obtain a vocational training place despite intensive 

counselling, support and placement by vocational school teachers. 

Should uniform training courses and qualifications be implemented in 

vocational education and training or are differentiations necessary? 
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Greater differentiation and the introduction of different levels will give young people 

from different backgrounds the opportunity to receive training that matches their skills, 

such as a three-tier system with full permeability and credit for skills already acquired. 

Level 1: Specific vocational training courses for learning-disabled persons with a du-

ration of two years that focus on practical learning and end with an independent, rec-

ognised qualification that is below the level of the current skilled worker or journeyman 

examination. 

Level 2: intermediate vocational training courses of 3 years' duration, comprising 

both practical and theoretical instruction, and culminating in a recognised qualification 

as a skilled worker or journeyman 

Level 3: Higher vocational education and training courses for learners with a higher 

learning potential, lasting 3 - 3.5 years, which provide additional qualifications or bring 

forward further training to initial vocational education and training and are concluded 

with recognised qualifications above the current skilled worker or journeyman exami-

nation. 

What are the chances of young people as independent entrepreneurs? 

They have never been as good as today and are more likely to improve in the future. 

There is already a large deficit of entrepreneurs. Due to a lack of young entrepreneurs, 

more jobs are lost throughout the EU as a result of failed business transfers than are 

newly created by start-ups. So there are great future opportunities to take over an ex-

isting business or to start a new one. The best preparation for this is vocational training 

and subsequent qualification as a master craftsman. Or just as well a dual course of 

study that combines vocational training with a recognised Bachelor's degree. Recently, 

it has also become possible to complete a course of study that leads to a Bachelor's and 

Master's degree. 
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What are the advantages of dual study programmes? 

Traditional study programmes are hardly geared to the needs of SMEs, although 

SMEs cover 99% of all companies with nearly 70% of all jobs. Although graduates are 

well qualified in theory, they lack any practical experience. However, SMEs are in ur-

gent need of entrepreneurs and employees who, in addition to a good theoretical qual-

ification, have extensive practical knowledge, professional skills and several years of 

work experience. Dual courses of study combine in an optimal way a recognised course 

of study with a vocational training and employment. 

Why should a third level be created for competence centres, since universities 

can also offer dual courses of study? 

With dual courses of study, three training locations must work together smoothly: 

Universities, companies and vocational schools, especially for integrated vocational 

training. Since SMEs have only limited management capacities, they must be repre-

sented in this training network by the chambers. In addition, the chambers organise 

vocational training, take the final examination, conduct further training and master 

craftsman training courses and take the master craftsman's examination. It is therefore 

appropriate for universities, vocational schools and chambers to cooperate with their 

training institutions in a social network, pool their capacities, cross-fertilise each other 

at all three levels and also jointly run dual courses of study. Such an alliance of univer-

sities, vocational schools and chambers within the framework of three-tier competence 

centres creates an integrated system that provides initial and continuing vocational ed-

ucation and training, training for technicians and master craftsmen, and even university 

courses of study from a single source.  
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