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1. Country background and context  

1.1 Labour market situation 
 

In Slovakia, unemployment rate as of January 2017 was 8.64 % according to Central Office 
of Labour, Social Affairs and Family (http://www.upsvar.sk/statistiky/nezamestnanost-mesacne-

statistiky.html?page_id=1254 ). Unemployment rate of young people (under 29) as of January 
2017 was 26,92 %.  
 
The inactivity rate of people with upper secondary and higher education is relatively high. 
There are no detailed employment data available on VET graduates. As graduate tracking 
data are not available, authorities use unemployment data to analyse labour market 
transitions. Unemployment data on 2015 graduates show that those from VET 
programmes are more likely to be unemployed than graduates from general education 
programmes. But low unemployment of general education graduates does not necessarily 
indicate a smooth labour market transition, as many do not enter the labour market on 
graduation but continue their studies in higher education. Relatively high unemployment 
among VET graduates signals a mismatch in supply and demand on the labour market and 
points towards a need for reform. 
 
1.2 Economic sectors 
 
The Slovak economy is among the most open in the EU. Its main sector is industry with a 
fast-growing automotive industry. The country is a world leader in manufacturing of cars 
per capita. With higher growth than in the EU on average, the economy recovered faster, 
but the specialised nature of the economy also makes it vulnerable to downward shocks. 

 
Employment by economic sector in 2008 and 2015 

 
More than 37% of all employees work in manufacturing (industry), wholesale/retail 
trade and vehicle repair sectors.  Industry, construction and agriculture did not fully 
recover from the crisis in 2015. In contrast, more people were employed in 2015 in 
public administration and health and social services than in 2008. Employment in the 
education sector has also increased but is expected to decrease in the coming years 
due to the decline of the school-age population. 

http://www.upsvar.sk/statistiky/nezamestnanost-mesacne-statistiky.html?page_id=1254
http://www.upsvar.sk/statistiky/nezamestnanost-mesacne-statistiky.html?page_id=1254
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1.3 Entreprise size 
 
According to Slovak Business Agency and Slovak Office of Statistics, in 2015 SMEs 
accounted for 99.9% of companies in Slovakia. 
 Number Percentage 
Micro enterprises (0-9) 515 236 96,9 % 
small enterprises (10-49) 12 984 2,4 % 
medium-sized enterprises (50-249) 2 843 0,5 % 
large enterprises (250 and more) 666 0,1 % 
Total SMEs 531 063 99,9 % 
Total 531 729 100 % 

 
From the perspective of different size categories and legal forms in the total employment 
in the corporate sector in 2015: 

 35.3% physical persons - entrepreneurs (physical persons - entrepreneurs and their 
employed persons),  

11.5% micro enterprises, 
11.8% small enterprises,  
15.0% medium-sized enterprises and  
26.4% large enterprises. 
In 2015 SMEs accounted for 73.6% of employment in private economy and 58.7% of the 
total employment in the national economy (according to quarterly enterprise survey 
Statistical Office). 

 
SMEs account for approximately 3/5 of the Slovak GDP. 
 
Source: http://www.sbagency.sk/sites/default/files/msp_v_cislach_v_roku_2015_0.pdf  
 
 
1.4 VET system  
 
Secondary VET is mainly school-based and can include in-company training provided 
through a school-company or learner-company contract (complemented by school-
company agreement on provision of theory/training). The latter was introduced in 
2015/16 and is called ‘dual’ VET despite learners being formally VET school students and 
not employees of the training company. 

 
Number of secondary vocational schools by school type (October 2015): 
Public Schools: 346 
Private schools: 93 
Church schools: 19 
Total: 458 
Source: UIPS/CVTI (2015). Štatistická ročenka školstva, Stredné odborné školy, Ústav informácií a prognóz školstva/Centrum vedecko-
technických informácií SR, Bratislava. www.uips.sk/prehladyskol/statisticka-rocenka---stredne-odborne-skoly 

 
 
 
 

http://www.sbagency.sk/sites/default/files/msp_v_cislach_v_roku_2015_0.pdf
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VET system in Slovakia 

 
 

NB: ISCED-P 2011. Source: Cedefop and ReferNet Slovakia.  
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Currently, there are over 1 400 occupational profiles in the Slovak VET system organised into 
25 main fields of study. The largest sectors in 2012/2013 in terms of the number of graduates 
were economics and organization, retail and services (43%) followed by electrical 
engineering (11%) (Vantuch and Jelínková, 2013b). 
About two thirds of upper secondary students are enrolled in VET. A great majority of VET 
students (84%) graduate from ISCED 3A programmes with schoolleaving (maturita) 
examination (Jakubík, 2014). The importance of VET is reflected in the large share of the 
employed population with upper secondary VET qualifications. Post-secondary vocational 
education plays only a small role. However, a third of VET graduates pursue university 
studies. 
 
Governance and social partner engagement  
Since 2009, the Slovak VET system has been decentralised with eight regional VET councils. 
These bodies are responsible for the key elements of governance such as determining the mix 
of provision or recommending the closure or opening of VET schools (CEDEFOP, 2013). The 
Ministry of Education, Science, Research and Sport of the Slovak Republic (MŠVVaŠ, 
Ministerstvo školstva, vedy, výskumu a športu SR) remains the key institution responsible for 
setting policy priorities and the framework for VET delivery. A National VET council is the key 
advisory institution where VET-related policy and legislative proposals are negotiated. VET 
councils at all levels are based on four-partite cooperation between the Ministry of Education, 
Science, Research and Sports and other sectoral ministries; employer associations; unions and 
self-governing regions.  
Social partners are formally incorporated into VET governance through national, sectoral and 
regional VET councils. In particular, employer associations and professional chambers 
perform a range of tasks: first, contributing to decisions on the mix of provision in order to 
improve labour market matching; second, designing course curricula in order to keep them 
up-to-date with labour market developments; third, directly participating in the award of  
vocational qualifications through employer representatives in school-leaving examinations; 
fourth, assisting in the process of training incompany trainers (CEDEFOP, 2013). 
 
Funding 
Public funding for VET schools is distributed using a per capita funding formula determined 
by the Ministry (Santiago, Halász, Levai and Shewbridge, forthcoming). Starting from the 
2015/2016 school year, labour market demand will be reflected in the funding allocation 
whereby schools will receive higher per student allocation (110%) in the fields of study 
where there is an undersupply of graduates and lower allocation (90%) in the fields of study 
where there is an oversupply of graduates. The overwhelming majority of school funding 
comes from the state budget even in the case of the private and church schools (Vantuch and 
Jelínková, 2013b). In selected cases with dual apprenticeships employers cover the training 
costs at a workplace. While education spending per student has increased in the late 2000s, it 
remains low in international comparisons (Šiškovič and Toman, 2015).  



 

6 
 

2. Apprenticeship in Slovakia 

2.1 Apprenticeship in Slovakia  ɀ distinguisihing features 
Please describe the situation in your country regarding apprenticeship refering to the 
definitions in the section Definitions. What could be understood as apprenticeship? Please 
describe the indentified schemes in terms of involved actors, duration, remuneration 
possibility, received completion award/qualification, and other disticntive feature you 
might find relevant. 
 
The Slovak Republic vocational and education training (VET) system is marked by a 
relative lack of work-based learning and weak labour market outcomes among school-
based VET programmes. Moreover, demographic decline and strong competition from 
academic education are putting pressure on the Slovak Republic VET system. Recent 
legislation has sought to tackle these challenges by introducing a dual style 
apprenticeship system. 
Employers are dissatisfied with VET graduates’ competences: this is a result of VET being 
underfinanced and funding mechanisms based on number of learners, not the quality of learning 
outcomes. Changing young people’s education preferences and broken links between the worlds 
of work and education also play a role. 
 
There are no regular apprenticeship programmes in Slovakia anymore, although the term  
apprentice’ is used (and often fully incorrectly and under the influence of tradition) also now. This 
are the situations where it might be referred to apprenticeship:  
1) Students participating in ISCED 3 VET programmes aimed at receiving a certificate of 
apprenticeship (ÖĻÕéÎĻ ÌÉÓÔ) are often called apprentices (ÕéÎÉ) due to tradition and due to the 
influence of the title of the certificate they receive. They represented only 12.9% of all students in 
upper secondary VET in the 2011/2012 school year. Nevertheless, also these ISCED 3C 
programmes are in general school-based, and individuals attending the programmes are students 
(ĿÉÁÃÉ) according to legislation, similarly to individuals attending general programmes at grammar 
schools.  
2) Graduates of some VET programmes receive two certificates – a certificate of apprenticeship 
and a maturita school-leaving certificate. Students of some of these ISCED 3A programmes are 
also sometimes called apprentices, as in past some programmes of this kind were offered in 
schools originally affiliated to enterprises. Students in programmes leading to a certificate of 
apprenticeship represent approximately 40% of all upper secondary students. This corresponds 
to the UOE data presenting IVET work-based students as % of upper secondary IVET, and this is 
why the share of apprentices among upper secondary students is sometimes indicated as about 
40%.  
3) Some students of programmes aimed at receiving a certificate of apprenticeship after 
completion of their study are offered practical training in schools’ own work-type facilities (e.g. 
school restaurant), in educational establishments created to offer practical training under work-
like conditions, and also in premises of a cooperating company or even in the workplace. The 
share of these students can vary on annual bases or within individual programmes. There is no 
reliable statistical data about the students who are offered practical training this way. 
Nevertheless, students in these programmes are trained for traditional apprenticeship-type 
professions and therefore are often seen as apprentices, in contrast to other VET school 
programmes, within which practice and adoption of practical competences is organised the other 
way. According to estimations based on the official data, there were over 80% of students offered 
practical training in a school environment and less than 20% in a work-type environment in the 
2011/2012 school year (see Table 3 and Scheme 1). 
4) Some students of programmes aimed at receiving a certificate of apprenticeship after 
completion of their study can be offered practical training in premises of a regular company or 
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even in the workplace. The distribution of these students can vary on annual bases or within 
individual programmes. There are no reliable statistical data about students who are offered 
practical training in premises within enterprises or even directly in the workplace.  
5) Some schools conclude an institutional contract between the school and the respective 
company in order to offer to students practical training directly in companies. This practical 
training is offered under the assistance of the company staff members, but under the 
responsibility of the school and supervised by the school staff. Sometimes, exactly these students 
are considered apprentices. These students have, however, no individual contracts with 
companies. They are covered by an institutional agreement between the school and the company 
enabling them to receive practical training in company’s premises. Data about numbers of 
students offered practical training based on such institutional contracts is collected, however they 
might be biased.  
6) Companies interested in employing new young workers can sign a pre-employment contract 
with a student of the VET school (in case he/she is already 15 years old) and/or an agreement on 
his/her future employment. It is based on § 53 of the Labour Code. Although these individuals 
receive financial contribution from the company (motivation stipends, reward for productive 
work, and they can get covered some additional costs, e.g. accommodation, travelling, medical and 
psychological testing required by specific professions, as well as provision of work and protective 
equipment) they are still students of the school and not employees of the company.  
 
There is no genuine apprenticeship in Slovakia although learners in school-based three-year 
programmes comprising high share of work-based learning were sometimes called apprentices. 
This term, however, disappeared from legislation which denotes all initial VET learners as 
students and not employees of companies where the training takes place. This also applies to the 
newly introduced dual VET. 
 
In 2015, a new VET Act (61/2015) was adopted. It was initiated by employer representatives, 
particularly from the automotive industry. The act supports closer school-company partnerships 
and encourages the shift to labour market demand-driven VET. Although the reform has been 
inspired  by German-speaking countries, Slovak dual VET is different. 
 
Dual Educaiton system in Slovakia 

 
 
In the new approach, companies take responsibility for training provision. They find learners and 
sign individual training contracts that must be complemented by an institutional contract between 
the company and a VET school. 
This contract describes the partners’ roles and responsibilities. Companies are not obliged to offer 
future employment to contracted learners. In contrast to traditional apprentices, learners in dual 
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VET in Slovakia are students and not employees of a company that provides training. Companies 
can even partly (up to 40%) delegate the training back to schools. 
It is now in the companies’ interest to attract learners to VET and to deliver job-relevant training. 
Financial incentives for companies and learners stimulate development of dual VET. 
For 2015/16, 117 companies were certified to offer training in 37 dual VET programmes and 1 438 
training places; 469 students have signed learning contracts with companies, complemented by 78 
school-company contracts. 
 
Training places offered by companies and accepted by learners in 2015/16 

 
There are 19 programmes delivered as dual VET, of which 10 lead to a certificate of apprenticeship, 
eight offer a maturita certificate together with a certificate of apprenticeship and one leads to 
absolutorium. Those qualifications most in demand by companies are mechanics-machine setters, 
car mechanics, mechanics-mechatronic technicians and computing systems specialists. In total, 
32.6% of the available training places were filled in 2015/16. 
 
 
2.2 Legal framework 
What are the legal regulations governing the apprenticeship(like) learning in your country? 
What are other relevant legal regulations related to the apprenticeship in your country? 
Are there any plans for reform? 
 
Act on VET 61/2015, currently the novelisation is being discussed and prepared. Act on VET 
stipulates all the processes, roles related to VET, including dual education 

 
Education Act (245/2008) 
 
Lifelong Learning Act (568/2009) 
 
other relevant legal regulations 
VET has a role in implementing active labour market policy tools, including training of the 
unemployed, training of employees, and graduate practice (work experience for graduates). 
Active labour market policies are stipulated by the Act on employment services (5/2004) 
and are supported by the European Social Fund (ESF). 
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In 2014, the national youth guarantee implementation plan was adopted by the government to 
address young (up to 29 years) people not in employment, education or training (NEET). An 
amendment (2015) of the Act on employment services (5/2004) stipulates the right to 
access employment and provision of ‘second chance’ education (completion of primary school, 
acquiring qualification), and training for self-employment (Ministry of Labour, Social Affairs 
and Family, 2014)  
 
 
2.3 Governance structure 
Who are the key players and what their roles and responsibilities are? Who is responsible for 
training content? Who participates in training content creation?  
 
Self-governing regions are responsible for maintaining public secondary VET schools and for 
regulating inflow of learners in their territory. The education ministry supports schools by 
providing regulations for content, pedagogy, and staff qualifications. Some VET schools are under 
the responsibility of the interior and health ministries. 
VET governance (established in 2009 and revised in 2015) comprises the following coordinating 
and advisory bodies:  
(a) the National VET Council is the coordinating body affiliated to the government that discusses 
VET policy (such as regional and sectoral strategies). A total of 17 working groups covering 
selected study fields support adjustments in VET programmes to match them better to labour 
market needs; 
(b) regional VET councils (eight) composed of representatives of State, selfgovernment,  employers 
and employees prepare regional policy documents related to VET, such as regional VET strategies; 
(c) sectoral (skills) councils established originally as part of an ESF project provide expertise to 
policy-makers and support the creation of a national occupations system according to the Act on 
employment services (5/2004) since 2013; 
(d) institutions of the world of work, selected from chambers and employer associations (‘sectoral 
assignees’), are set by legislation (64/2015) to represent employer interests by VET study field as 
professional counterparts to education authorities and experts. Sectoral assignees are to play a 
prominent role in adjusting VET to labour market needs and in assuring its quality; 
(e) an umbrella organisation, Employer council for dual VET, encompassing seven ‘sectoral 
assignees’ will coordinate their activities when established.  
The process of institutionalisation started in February 2016. 

 
Since 2009, the influence of employers on VET policy implementation has increased. Within 
school-based VET employers can participate in the development of: 
(a) VET programmes: design of national curricula and provision of VET in the regions is 
coordinated by social partners to adjust them better to labour market needs. They can participate 
in setting graduate profiles, educational, qualification and occupational standards (Section 3.2); 
they can also support the State Institute of Vocational Education in designing curricula for practical 
training by companies in dual VET, and setting personal, material, spatial 
and equipment-related requirements for VET providers; 
(b) individual school curricula: curricula are developed autonomously by VET schools based on 
national curricula and must be discussed with employers to comply with labour market 
requirements; 
(c) final examinations: the participation of employer representatives in examination design and 
implementation was strengthened. 

 
2.4 Training content and learning outcomes 
How is the training content created?  What is the process? Are the learning outcomes 
desrcribed and how? What is the process? 
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Prior to the 2008 reform, education was backed by detailed ‘input-based’ curricula, which had to be 
approved by the education ministry. Since then, curriculum development has been decentralised. 
Schools prepare their own curricula based on what could be considered national curricula setting 
educational standards (referred to as ‘State education programmes’, ĤÔÜÔÎÙ 
ÖÚÄÅÌÜÖÁÃþ ÐÒÏÇÒÁÍɊȢ 
Educational standards are composed of so-called content and performance standards, as stipulated 
by the Education Act (245/2008). Performance standards can be seen as learning outcomes that 
students are supposed to achieve during their studies and demonstrate when completing them. 
Assessment standards are considered a tool to help evaluate whether learners have achieved 
performance standards and are to be developed by schools.  
Since 2013/14, there have been 23 State education programmes replacing the original 83 
developed for different ISCED levels separately. Now they cover all major VET fields under the 
responsibility of the education ministry and include specific framework requirements for all 
relevant ISCED levels and educational standards for individual programmes. The ministries of 
health and interior are autonomous in programming initial VET under their responsibility. 
Education authorities regulate the development of initial VET programmes: 
(a) initiation: employers facing shortages of specialists usually take the initiative, as may schools 
looking for new opportunities to ‘survive’ in a competitive environment with a decreasing number 
of learners. Employer(s) and school(s) from the neighbourhood usually approach the education 
authority; 
(b) inception: a proposal for an experimental programme is submitted to the education ministry. It 
should be supported by a self-governing region (that establishes VET schools) and discussed by a 
school board, local/regional employers, and the sectoral assignee representatives. Then a new 
programme comprising the so called ‘graduate’s profile’ (characteristic features of a graduate, 
including a list of key and vocational competences) and detailed curricula is elaborated, including 
information on schedule, personnel and financial resources. This involves a specialist (in Slovak, 
garant) from the field assisted by the methodologist of the State Institute of Vocational Education. 
Once the education ministry approves and registers the programme, following a positive 
recommendation by the working group of the National VET Council, one to three schools may 
implement the programme as an experiment; 
(c) evaluation: every year the garant evaluates progress and informs the education ministry of any 
changes or adjustments during the experiment. This phase is completed by his/her final evaluation 
at the end of the calendar year when the experiment has ended. The evaluation must include an  
explicit statement recommending a new VET programme or not; 
(d) mainstreaming: if the ÇÁÒÁÎÔȭÓ recommendation is positive, the ministry adds this new 
programme to the VET programme list and the respective State education programme is adjusted 
accordingly. Any VET school can offer it upon approval of the ministry, but it must  develop its own 
curriculum. 
 
Since 2015, developing curricula for dual VET has been in progress basedon requirements from 
chambers and employers’ representatives. Although the new VET Act (61/2015) uses the term 
‘dual system’, in fact it stimulates provision of work-based learning in school-based secondary VET. 
Practical training is expanded and offered under the supervision of companies based on adjusted 
curricula. Eleven supplements to the respective State education programmes were issued by the 
education ministry for 2015/16 covering 42 VET programmes. 
For 2016/17, an additional 22 programmes are to be offered as dual VET. The State Institute of 
Vocational Education is responsible for designing national curricula and also for dual VET, 
cooperating with respective sectoral assignees. 
 
Curricula must contain: 
(a) a teaching calendar, assigning the number of weekly teaching hours for general education and 
vocational subjects and those dedicated to practical training offered outside school in certified 
premises; 
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(b) model syllabi for vocational subjects and practical training suggesting numbers of teaching 
hours for specific topics within all subjects. 
While non-dual curricula do not include syllabi as they are considered to be embedded in the 
respective educational standards, dual curricula have returned to traditional detailed content 
prescriptions and represent a mix of input and output-based approach to curriculum development. 
 
2.5 Cooperation among learning venues 
How does the cooperation between various venues where the apprentice is learning work? 
Are the venues willing to cooperate? What are the main challenges? 

 
In the system introduced by Act 61/2016, the cooperation between the learning venues is 
institutionalized by a legal institutional contract according to a procedure stated in the Act and its 
by-laws. 

 
The main challenge is the (lack of) willingness of the VET schools to participate in the dual system. 
This is also visible in the imbalance between the amount of the offered apprenticeship places by 
the employers and the actually filled places. According to current legislation, the VET school’s 
burden of education is lowered when it enters the dual system, therefore its budget is also 
lowered. That is not motivating for the schools. Another issue is resistance to change in the 
education system in general. 

 
2.6 Participation of and support to companies 
What is the level of participation of companies in apprenticeship schemes? Are there any 
motivation and/or promotional campaigns? Is there any reward/recognition for the 
participating companies/SMEs.  Is there any support provided to companies in your 
country? Do the SMEs have a specific support? Please describe the existing inititatives in 
terms of their provider, target group, amount of users, and include a link, if possible. 

 
National project „Development of vocational secondary education in VET schools“ was carried out 
to design and support the system of dual education in Slovakia. The strategic goal of the national 
project was to improve the quality of vocational education and training on secondary vocational 
schools in selected groups of courses. Implementation of the project addressed the issue of 
linking vocational education and training on secondary vocational schools with employers' needs, 
improving the quality and readiness of future graduates of secondary vocational schools in 
relation to their employability after graduation, cooperation between secondary vocational 
schools with trade and professional organiza-tions, setting up a model multi-source financing and 
normative funding of secondary voca-tional schools, career guidance and professional orientation 
of pupils.Within the project, the manuals of the participation in the Dual Education System have 
been developed for employers and also for schools. Another national project was approved to 
continue the development and optimize the processes. State Institute for VET is coordinating the 
national project. 

 
Council of Employers for the System of Dual Education carries on the activities designed in the 
national project and provides continuous support and regular trainings for employers interested 
in certification for the system of dual education. The support includes also regional contact 
points, which provide email, telephone, personal consultations, organize meetings and 
workshops in the region. Council also organizes 2-day trainings for certified employers on how to 
operate in the system (RDA SP representative visited one training for employers on 15-16 
November 2016). Another national project  

 
 
2.7 Requirements and support to teachers and in-company trainers 
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Are there any specific requirements to be accomplished by the apprentice tutors  - both 
teachers and in-company trainers? What are those and who is responsible for that? Is there 
any specific training offered to apprentice tutors - both teachers and in-company trainers? 
What is it like and how is it organised?  
 
In initial VET, there are: 
(a) teachers of general subjects; 
(b) teachers of vocational subjects; 
(c) trainers in school (nationally referred to as ‘masters of practical training’); 
(d) in-company trainers (nationally referred to as ‘instructors’; they are company 

employees). 
 
Teachers and trainers in VET schools in 2010/11 and 2015/16 
 

 
 
Initial teacher training is offered by universities. University graduates from nonpedagogic  
programmes need to complement these with pedagogic studies to obtain a full VET teacher 
qualification. The Bologna process reform led to development of bachelor programmes for 
VET trainers. Although formal requirements for trainers in secondary VET schools remained 
unchanged and tertiary education is not required (in contrast to teachers), many seek 
a bachelor degree providing better remuneration. The traditional option to acquire 
pedagogical competence through non-tertiary complementary pedagogical studies is 
becoming less attractive for trainers. 
 
The Act on pedagogical and professional staff (317/2009) specified four career levels for 
teachers/trainers: beginner, independent teacher and attested teacher (first and second 
(advanced) level attestation). It also envisaged creation of professional standards for each 
level and introduced credits in continuing training. Continuing training programmes offering 
credits must be approved by the accreditation board, an advisory body to the education 
ministry. Since its introduction in 2009, weaknesses in the credit-based approach 
have become visible: hunting for credits, such as participation in accredited activities, 
regardless of whether they substantially contribute to continuing professional development, 
and non-recognition of competences acquired outside accredited training, for example by self-
learning. Pedagogic ‘professional standards’ envisaged by the 2009 legislation are 
still pending. A revision of the current in-service training model required by practitioners and 
experts is suggested also in the education ministry paper (Galáš and Rehúš, 2016). 

 
Instructors are employees of companies that provide training for VET learners. They are not 
considered pedagogic staff according to the definition of the Pedagogic Staff Act (317/2009). 
They can train up to three learners in cooperation with the supervising trainer of VET school. 
Since the introduction of dual VET in 2015, in-company trainers are required to have at least 
a certificate of apprenticeship in the respective study field. In contrast to trainers in VET 
schools, they do not need to have a maturita school-leaving certificate or completed pedagogic 
studies. Instead, three years of practice as fully qualified worker in the respective occupation 
and instructor training offered by sectoral 
assignees (Section 2.4) completed within one year of their first appointment are required. 
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For more information about VET teachers and trainers in Slovakia see ReferNet thematic 
perspective Supporting teachers and trainers for successful reforms and quality of VET: mapping 
their professional development in the EU (Vantuch and Jelínková, 2016). 
 
 
2.8 Financing and cost sharing mechanisms 
How are covered the costs of the apprenticeship scheme? What kind of funding is available? 
Are there any financial incentives provided to companies to participate? Are there any 
financial incentives provided to schools to participate? Are the companies expected to co-
finance in some form? Do the employers organisations or trade unions cover some costs 
(direct and/or indirect)?  
 
Employers are motivated to take part in VET by fiscal incentives in form of tax exemptions, which 
are per pupil based and fixed according to the extent of provided work based training. Employers’ 
associations will certify employers in the dual system and they will be also sub-jected to external 
control from the State School Inspection as they will be responsible for the practical training of 
students.  
Most of the expenses account for tax incentives (reduced tax base by € 3,200 per pupil for 200 – 
400 hours of work based learning per year, or € 1,600 for less than 200 – 400 hours). 

 
According to experience from practice and also research conducted in EP4A, this is not relevant 
for SMEs. Most of them already have their tax base at the minimum, even if they do not enter the 
dual system, so the incentive is not applicable to them and therefore becomes irrelevant. 

 

 
2.9 Quality assurance 
Is there any quality assurance system in place? Who is responsible and how it is organised? 
 
National/regional quality assurance approaches applied so far are traditional in terms of 
governance and methodology. European quality assurance in VET (EQAVET) principles have not 
yet been implemented, but a new strategy paper for implementing quality assurance responding 
to international impulses has been prepared by the education ministry (Ministry of Education, 
Science, Research and Sport, 2016a). 
 
Control of practical training in the dual education system is performed by professional 
organizations through a qualified person, who is also involved in verifying the eligibility of the 
employer for performance of practical training in the dual education. 

Control of practical training is: the supervision of the compliance with the conditions for the 
exercise of practical training in the dual education, monitoring compliance with the model 
curricula and model curricula for dual training, monitoring of student participation in the 
practical training, monitoring the system of evaluation and classification of students on practical 
training, monitoring financial and material security of students and monitoring of the 
cooperation between school and employer. 

Information gathered by professional organization i sused by the organization in fulfilling its tasks 
in the field of vocational education and training. 

States shall carry out practical training in the dual education through the State School Inspection. 
 
The State school inspectorate is a main stakeholder that checks VET quality. It is a State 
administration body headed by the chief school inspector appointed for a five-year period by the 
education minister. By law, the inspectorate is independent in its evaluation work based on 
annual plans and resulting in yearly reports on the status of education and upbringing. 
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According to the Act on State administration and self-governance (596/2003), directors are 
responsible for the quality of their schools’ performance. The National Institute for Certified 
Educational Measurements is also responsible for monitoring and assessing quality of education 
according to the Education Act (245/2008). However, it focuses predominantly on general 
education and, despite envisaged expansion of national testing, quality check of VET provision by 
both institutions – State school inspectorate and National Institute for Certified Educational 
Measurements – would require staff expansion.  
 
This is why sectoral assignees from the professional organisations are to help check the quality of 
practical training provided by companies. They are also responsible for certifying company 
premises established for provision of practical training within dual VET.  
 
Recent legislative changes aim to help improve VET school quality significantly by: 
(a) reinforcing involvement of business representatives in planning and designing initial VET and 
school-leaving examinations; 
(b) setting equipment and human resource requirements for programme provision; 
(c) creating VET centres in cooperation with self-governing regions and respective sectoral 
assignees, identified from schools complying with quality requirements in terms of learning 
environment, equipment and staff to serve as a ‘lighthouse’ school in a respective sector of 
economy and region. 
 
A 2009-13 ESF project, run by the inspectorate, developed a national selfevaluation model for 
regional schools, capitalising on international experience. Although supported within continuing 
professional development programmes for school directors, its translation into practice has been 
slow. 
 
ςȢρπ !ÐÐÒÅÎÔÉÃÅȭÓ ×ÏÒËÉÎÇ ÁÎÄ ÌÅÁÒÎÉÎÇ ÃÏÎÄÉÔÉÏÎÓ 
What are the working conditions of an apprentice? Are the rigths and obligations of an 
apprentice clearly stipulated? Is there a specific body to oversee it? Is there a specific body 
to inform the apprentice and does he/she receive any specific guidance? 

 
The conditions of engaging an apprentice are stipulated in the Apprenticeship treaty  that is 
obligatory and legally binding. The employer and the legal representative of the underage pupil or 
adult pupil discuss the particulars of an apprenticeship treaty and conditions of practical training 
in system of dual education. This treaty can be signed, at latest, on 31th of August before the start 
of a first school year of pupil.  
The apprenticeship treaty contains:  
¶ identification data of the employer,  

¶ name, surname and date of birth of the legal representative of pupil in the case of a  

underage pupil,  

¶ name, surname and date of birth of the pupil,  

¶ identification data of secondary vocational school which pupil attends,  

¶ the obligation of the employer to prepare pupils for their occupation, occupations or 

professional activities in system of dual education,  

¶ a commitment of the pupil to participate in the practical training directly by the em-ployer 

in accordance with his specific needs and requirements,  

¶ field of study,  

¶ the form of practical training,  

¶ the place of practical training,  
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¶ organization of study, including a timetable of practical training in accordance with 

provisions of organization of education and training in secondary VET schools,  

¶ material provision for pupils,  

¶ financial provision for pupils,  

¶ form of ensuring mutual rights and obligations of the contractual parties,  

¶ form of withdrawing from the contract,  

¶ date and signature of contractual parties.  

 
Material provision for pupils  
When pupil carries out his or her practical training on the workplace of the employer, the 
employer must provide him or her with the personal protective equipment and must conduct the 
assessment of health, sensory and psychological capabilities of pupil if it is required by the nature 
of the practical training. 

An employer who provides practical training for pupil in system of the dual education has to 
finance the nutrition of pupil during the practical training.  
In system of dual education the employer has the possibility, not the obligation to finance the 
accommodation of pupil in school dormitory and travel expenses from place of residence of pupils 
to the secondary VET school, workplace of employer or dormitory and back.  
 
Financial provision for pupils  
The pupil who creates on the workplace of employer a productive work receives a reward for his 
or her productive work, which can be from 50% to 100% of the wage of real employees of 
employer. The amount of the reward of productive work depends on the quality of the work 
performed and the behaviour of pupil.  
In fields of study, which have been selected by the Ministry of Education, Science, Research and 
Sport of the Slovak Republic as insufficient on the labour market (the demand of the labour 
market is greater than the actual number of pupils in these fields of study), the state provides to 
pupils the motivation scholarship in order to motivate the young people to study technical fields.  
It is supplied by monthly basis and is distributed among pupils in following way:  
¶ 65% of subsistence minimum by average of grades of pupil up to 1.8  

¶ 45% of subsistence minimum by average of grades of pupil from 1.8 to 2.4  

¶ 25% of subsistence minimum by average of grades of pupil from 2.4 including 3.0.  

The employer can also provide pupils with the business scholarship. It is paid on monthly basis up 
to the quadruple of subsistence minimum.  

 
 
2.11 Responsiveness to labour market conditions 
Are there any procedures in place to align the apprenticeship with labour market needs? Are 
the outcomes of apprenticeship monitored and evaluated against the labour market 
conditions? 
Responsibility for analysing and forecasting labour market development lies with the central 
labour office (Central Office of Labour, Social Affairs and Family) according to the Act on 
employment services (5/2004). In initial VET, as stipulated by the VET Act (61/2015), chambers 
and/or employer representatives, especially ‘sectoral assignees’, support the central labour office 
(Section 2.4.). 
Legislation also requires self-governing regions to decide 10 months prior to the beginning of a 
school year how many new classes (by region and programme) can be opened. There are, 
however, no reliable data on skills demand to inform regional initial VET. Graduate career data 
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are unavailable and school efforts to collect them are not yet properly  supported despite expert 
recommendations. 
 
Two models of macroeconomic forecasting are available in addition to analyses of job vacancy 
data from online job portals. They are useful for informing national and regional authorities on 
anticipated labour market changes rather than for regulating initial VET in the regions.The 
forecasts are used to inform self-governing regions maintaining secondary schools on additional 
labour market needs. These indicative data are expected to be translated into the numbers of new 
entrants needed in the respective fields of study at secondary schools. Subsequently, self-
governing regions are expected to calculate how many new classes should be opened based on 
nationwide aggregated data.  
 
In 2016, a new procedure was introduced for this purpose. Newly created regional platforms 
composed of specialists from self-governing regions, labour offices and sectoral assignee 
representatives validate the annual forecasting data. After discussions at the Regional VET Council 
the number of necessary firstgrade classes for different programmes are calculated and need to be 
approved by the regional parliament. Every year by October, the self-governing regions approve 
the admission limits for the following school year and inform schools accordingly. ‘Black’ and 
‘white’ lists of initial VET programmes created by the education ministry in cooperation with 
stakeholders (Ministry of Education, Science, Research and Sport, 2015a) also inform school 
directors about programmes with insufficient or excessive supply of graduates. Schools are 
financially encouraged to open ‘white’ list programmes and not to open ‘black’ list programmes 
(per capita funding 10% higher or lower). A new bylaw issued by the education ministry, which 
aims at making the procedures for setting these lists more reliable, is expected to be applied in 
2017. 
 
In the absence of graduate tracking, macroeconomic forecasting is the only source for regulating 
initial VET envisaged by legislation and demanded by employers. This causes tensions between 
national authorities and self-governing regions. Lack of graduate tracking data is an obstacle to 
analysing graduate success in employment. Detailed skill needs analysis is lacking and 
transferability of skills is insufficiently studied: current efforts in informing secondary VET, risk 
being biased as relevant primary data on employment, and analyses to understand transferability 
of knowledge and skills between diverse qualifications/jobs, are not available. 
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3. Conclusions and recommendations 

 
3.1 Main bottlenecks and challenges 
Based on the information gathered through the research and stated in the above section, 
what would be the main bottlenecks for the SMEs participation to apprenticeship schemes?  
How would you describe them? 
 
¶ orientation of SMEs to secure business, lack of time and resources to tackle training the 

future workforce. 

¶ insufficient material and technical equipment of workplaces in relation to the normative 

material-technical and spatial security 

¶ especially in small companies need the commitment of its own instructors which means 

reduced labor productivity and reduced potential annual turnover. 

¶ currently valid range providing practical training outside their own premises for practical 

training (40%) does not cover the contents to master the basics of the profession, craft, to 

which a small, respectively. SME has no time capacity. 

¶ insufficiently regulated contractual relations between secondary VET school, other 

employers in the system of dual education for providing part of practical training outside 

of premises for practical training in SMEs 

¶ lack of incentives (financial and non-financial) for the entry of SMEs into the system of 

dual education. 

 
SMEs compared to large enterprises characterized by the competitive disadvantages that can be 
described as standard disadvantages, as they stem from the nature of SMEs. It is in particular: 
¶ limited access to financial resources - given the high risk (relatively high debt levels, 

limited liability), as well as a small volume of loans that can be acquired by SMEs, 

commercial loans to SMEs are either impossible or compensated by less favorable 

conditions (if we assume, the proposed business plan is feasible and cost-effective). 

¶ high administrative burden for SMEs (eg. sometimes only one employee for 

administration) 

¶ low concentration and smaller possibility of expansion of production - therefore unable to 

buy a lot of raw materials and semi-products, and thus do not receive discounts and 

rebates as large enterprises (higher unit costs) 

¶ in terms of marketing, they do not have enough funds for advertising and promotion - 

consequently it is difficult to influence customers 

¶ some of the SMEs fear that they are creating unwanted competition for themselves 

 
3.2 Main strengths and points with potential  
Based on the information gathered through the research and stated in the above section, 
what would be the main strong points encouriging  the SMEs participation to 
apprenticeship schemes?  How would you describe them? 

 
 

A majority of young people are educated in vocational programmes  
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In 2012/2013, nearly 72% of secondary school students graduated from VET. It is nearly as high as 
in the Czech Republic, and higher than in other countries with similar economic structures (Poland, 
Hungary). According to a recent survey, parents continue to see VET education as an educational 
path that can support employability of their children, in particular with respect to the upper 
secondary streams finishing with the maturita.  
VET institutions build on a long tradition that dates back to the Czechoslovak system before 1970s 
that provided for a strong link between VET schools and state-owned enterprises. With the 
economic transition the system evolved in the 1990s into a school-based system. The 2008 reform 
introduced governance mechanisms for linking secondary education more closely to the labour 
market. The VET tradition and past experiences of reforming are assets in designing changes that 
can improve responsiveness to the labour market.  
 
• Both key governmental policy makers and non-governmental stakeholders share an 
understanding of the need for reform  
The 2013 State of Education Report reflects a developing consensus:  
¶ the quality of VET should be increased so that graduates are able to enter the labour market 

successfully after finishing their studies.  

¶ the role of employers should be strengthened by enhancing both their re-sponsibilities as 

well as rights in the VET system.  

¶ measures should be taken to increase the interest of pupils in VET.  

• New Act on VET provides the direction for reform  
The New Act aims to establish a clearer division of rights and responsibilities for stakehold-ers, 
employers and employer associations particularly through a clear legal contractual rela-tionship 
between schools, pupils/apprentices and firms.  
 
• Large employers in particular are keen supporters of more extensive workbased learning in VET.  
Many large employers, employers’ associations and foreign chambers of commerce are ac-tively 
engaged in helping to build a better VET system. Fragmented structures and voluntary 
memberships of employers’ associations and unions put limitations of broader representa-tiveness 
of interests, since the implementation of 2009 VET law a framework has been in place which allows 
a regular exchange and coordination of the system. The new proposed legislation builds upon this 
basis and seeks to simplify the coordination framework while making employer rights and 
responsibilities more explicit, in particular in the provision of elements of dual VET system.  
 
• The Slovak VET system is flexible  
The VET system in Slovakia is relatively comprehensible with a small set of vocational path-ways 
(with and without maturita) while the number of programmes is modest in interna-tional 
comparison. In 2013/2014, 436 VET programmes existed in total.  
Slovak upper secondary education is fairly flexible and able to accommodate different local models 
for the division of learning between theory and practice. Such flexibility is achieved through the 
autonomy of schools to develop school-level curricula and in the capacity of the VET streams of 
upper secondary education to adjust the mix of theory and practice.  
 
• Slovakia has traditionally performed relatively well in keeping pupils in the education system  
In 2013, early leaving from education and training stood at 6.4%, about half of the EU28 av-erage 
(12%).  
 
• Strong economy with relatively well recovering from the global economic crisis  

For Slovakia, the income gap relative to the upper half of OECD countries converged from over 60% 
in the early 2000s to close to 40% by 2013. Between 2001 and 2011, growth in GDP per capita was 
the highest in the OECD and the country recovered relatively well from the global economic crisis. 
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3.3 Recommendations 
Based on the information gathered through the research and stated in the above section, 
could you please form recommendations to foster the SMEs participation to apprenticeship 
schemes?   

 
¶ while respecting contractual relationship (contract on dual education and a teaching 

contract) giving the SMEs the opportunity that the students can attend vocational training 

only in vocational school or any other company in the system of dual education, 

¶ exempting small businesses from the requirement to have their own instructor. 

¶ possibility of providing instructor from larger companies operating in system of dual 

education based on agreement with the SMEs, 

¶ professional and consulting support in the performance of dual education from the 

professional organizations, in a form of campaigns, visits to vocational schools, clustering 

in the region, 

¶ Access for SMEs to centers of vocational education and training, in which the small and 

medium enterprises can pool reseources to provide practical training. 

¶ opportunity for the employer to terminate the apprenticeship contract with a student for 

repeated violations of the obligations arising from the apprenticeship contract by the 

student, and the possibility of concluding the apprenticeship contract with other students 

who studied under the same program. In this case, the apprenticeship contract may be 

concluded with the students of higher grade (as the employer has incurred costs per pupil 

in system of dual education, and the apprenticeship contract has ended because of 

repeated violations of obligations) 

¶ introduction of a system of informing SMEs in the system of dual education (use of 

national project Dual II) 

¶ establishment of a transitional period for SMEs entering the system of dual education, 

during which the state financially supports the SMEs. 

¶ reliefs and benefits graded according to the number of employees, 

¶ introduce financial norm per pupil for the company, that will the SME receive for the 

duration of training in the company, adn following the completion of training, the tax 

deductions for three years if the student stays to work for a particular employer. 

¶ revise the amount of state subsidies for employers for the implementation of dual 

education, 

¶ possibility of direct subsidies for employers (small entrepreneurs and craftsmen) instead 

of tax deductions 

¶ build regional employers' structures,  

¶ adaptations to the material-technical and spatial requirements for the workplace in the 

premises of the employer (material-technical and spatial requirements are met during the 

existence of the specific needs for education, not permanently).   
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4. Description of your research experience 

This section serves for internal purposes. After approval of the author of the country 
report, some parts may become part of the public materials. 

 
4.1 Could you please provide your opinion on the research guidelines? Were they 
useful base for your research? Did you find them clear and relevant? 

 
We have created it, so the answer is not fully relevant, but we were satisfied with the 
results. 

 
4.2 Could you please describe your experience with the desk research? Was there 
enough sources available to provide the requested data? What were the most useful 
resources, woudl there be any you would recommend to other interested users? (e.g. which 
websites ɀ European/national/local; which studies, etc.) 

In Slovakia, dual education and improvement of the WBL is a hot topic, so there were 
enough detailed resources to gain information from about the current state-of-the-art. It 
has to be mentioned that there is still a lot of work in terms of data collection on national 
and regional level. Many data does not exist and only assumptions are made. 

 
4.3 Could you please describe your experience with the research based on 
questionnaire? What was the responsiveness of the approached SMEs? Did you find this 
method useful? 

Yes, even though the outreach was not big enough, the main topics were present and 
repeated. This enabled us to confirm some statements and guide the discourse in the des 
research report and in the focus group. 

 
4.4 Could you please describe your experience with the research based on 
interview? What was the responsiveness of the approached SMEs and experts? Did you find 
this method useful? 

We conducted just one interview outside the focus group, but the themes and issues 
brought up by the interviewee were the same. 

 
4.5 Could you please describe your experience with the research based on focus 
groups? What was the responsiveness of the approached SMEs and experts? Did you find 
this method useful? 

Interaction between stakeholders has brought up and confirmed the information 
collected in desk research. 

 
 
4.6 What would you state as the most valuable you have learned from this research 
in terms of methodology?  
The methodology didn’t lead to reaching of wider target group, but it was a methodology 
used by all actors in the education sector that ran in parallel and with similar outreach. 
Nevertheless, the results enabled confirmation of the existing knowledge and that the 
needs are well defined and real. Many of the issues raised are related to values and 
mindset, which is difficult to influence in short term. 
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4.7 What would you state as the most valuable you have learned from this research 
in terms of information acquired?  

The legal framework is in place. Now the action is needed to persuade people to use it. 
Not even the best framework for apprenticeships will motivate young people and their 
parents to pursue this pathway, when the image of being an entrepreneur or craftsmen is 
not good. 

 
4.8 What would be your recommendations for future research on this topic? 
 Focus on the regional aspect and functioning on the local level. There is enough material 
for the national approach coordinated by the Ministry of Education and its bodies  
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