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Preface

This is the 9th time since 2009 that the Federal Institute
for Vocational Education and Training (BIBB) is relea-
sing an abbreviated English language version of the Data
Report to accompany the Report on Vocational Education
and Training. The present publication has been prepared
on the basis of the 2019 Data Report. It contains ex-
tensive information and analyses relating to initial and
continuing vocational education and training and covers
international indicators and benchmarks!'. The standard
indicators and long-time series used have now become
well established and are supplemented by more detailed
analyses based on our own primary research. Particular
mention in this regard should be made of the 2018 Ap-
plicant Survey and of the 2018 Forced Migration Study,
both jointly conducted by BIBB and the Federal Employ-
ment Agency (BA). The 2018 Labour Force Survey was
designed by BIBB in conjunction with the Federal Institu-
te for Occupational Safety and Health (BAuA). Whereas
the BA/BIBB Applicant Survey and the BA/BIBB Forced
Migration Survey shed light on the situation faced by
young people at the transition to training, the data collec-
ted in the 2018 BIBB/BAuA Labour Force Survey enables
reports to be compiled on occupational success by
qualification and gender and on the topic area of “over-
and underqualified employment” of persons who have
completed vocational education and training. As was the
case in previous years, secondary statistical data sources
were also used. The analysis of young people’s transition
processes into training is, for example, informed by data
from the National Educational Panel Study (NEPS). The
special focus of this Data Report is “Vocational educa-
tion and training 4.0 — skilled worker qualifications and

1 The Data Report is prepared by a multitude of authors from BIBB and other affiliated
institutions who are not mentioned in the abbreviated translation. Moreover, for the
sake of simplification we have refrained from mentioning the citations which are
featured in the original report.

competencies for the digitalised work of the future”. The
essential strength of the Data Report lies in the interplay
between standardised reporting supported by time series
and changing surveys that look at current developments
and challenges. The overall picture it provides creates

a central reference work on vocational education and
training for the fields of academic research, policy and
practice.

Previous issues of the Data Report in English are availa-
ble on the Internet portal https://www.bibb.de/daten-
report/en/index.php. BIBB has increased the number
of its publications in English to support international VET
cooperation and research. Access is granted via the BIBB
Internet website (www.bibb.de). The German language
Data Reports are available on the BIBB website (https://
www.bibb.de/datenreport/de/index.php).

We hope that this Data Report will once again offer you
informative and stimulating insights into the German

vocational education and training situation.

Best regards

W™

Prof. Dr. Friedrich Hubert Esser
President


https://www.bibb.de/datenreport/en/index.php
https://www.bibb.de/datenreport/en/index.php
https://www.bibb.de/datenreport/de/index.php
https://www.bibb.de/datenreport/de/index.php
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Part A: Initial VET indicators

Al Key points in brief

Dual vocational education and training traditionally
enjoys a high degree of importance in Germany. Just
over half of each age cohort (52.9% in 2017) commences
training in one of the 325 training occupations recog-
nised pursuant to the Vocational Training Act (BBiG)

or the Crafts and Trades Regulation Code (HwO). At

the end of 2017, there were approximately 1.32 mil-

lion trainees in Germany. A small increase (+2,700

or +0.2%) was recorded for the first time since 2008.
Previous years had seen a sharp decline in the number
of trainees. Such a development was in part related to
demographics and brought about by falling numbers of
school leavers, but a trend towards higher-level school
qualifications and an increased preference for higher
education study also played a role. This is creating major
challenges for companies in terms of securing a supply
of young skilled workers. In 2018, more training con-
tracts were concluded than in the previous year for the
second successive time. Nevertheless, the training market
situation in Germany remains characterised by matching
problems. The current situation on the training market is
outlined below on the basis of the main benchmark data.

Developments on the training market in 2018

» The number of newly concluded training contracts
has risen. As of 30 September 2018, a total of 531,400
newly concluded training contracts were in force
(BIBB survey).

» Training supply in 2018 is 589,100 places, a year-on-
year increase. Firms and companies in Germany made
17,800 (+3.2%) more training places available than
in the previous year. However, there was a further rise
in the number of unfilled training places (+8,700 or
+17.7% to 57,700). The number of vacant training
places as a proportion of total company-based provi-
sion was 10.0%. This figure once again represented an
increase compared to the level of the previous year (as
of 30 September 20182).

» Demand for training places rose further to reach
610,000 (as per the extended definition = newly con-
cluded training contracts plus all persons still seeking

2 The cut-off date of 30 September coincides with the official beginning of
training in the survey year.

a training place as of the cut-off date of 30 September
2018).

» Because demand fell more sharply than supply, the
ratio between supply and demand shifted further in
favour of young people seeking a training place.

» As of the cut-off date of 30 September 2018, there
were 24,600 unplaced applicants and a further 54,100
young people still trying to secure a training place.
The number of applicants still seeking a training place,
as a proportion of overall demand, was 12.9% (13.3%
in 2017), a figure which remains high.

» Matching problems still constitute a major challenge
on the training market. As was the case in the previous
year, there has been a particular increase in company
recruitment problems. However, supply difficulties for
the young people are also enduring despite the slight
easing of the situation.

» Following significant decreases in entrant figures for
the transitional sector between 2005 (417,600) and
2014 (252,700) and a subsequent increase in the
years 2015 and 2016, the number of young people
commencing transitional arrangements in 2017 was
283,100. This is lower than in 2016. The correspond-
ing figure for 2018 is 270,000.

Further major challenges and developments

» Company participation in training has decreased over
the past few years. Whereas the training participation
rate was around 24% for a long period, there has been
a discernible drop recently. The rate fell to 19.8% in
2016. This was the first time a figure below 20% had
been recorded. There was no further decrease in the
training participation rate in 2017. It remained at
19.8%, the same level as in the previous year.

> BIBB investigated indicators of occupational success
for various qualification levels within the scope of the
current BIBB/BAuA Labour Force Survey 2018. Al-
though the results relating to income show a correla-
tion between higher levels of qualification and higher
income, the outcomes of the survey exhibit a differen-
tiated picture in respect of other indicators.

» A modern and effective vocational education and
training system is particularly dependent upon the
quality of its training regulations. A total of 132 train-
ing occupations have been updated or modernised
since 2009. 25 new or modernised training occupa-
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tions were enacted in 2018. These took account of fac-
tors such as changes to skills requirements as a result
of increasing digitalisation of the world of work.

A2 Current training market
figures for 2018

A2.1 Developments on the training
market

The development of the training market in 2018 led to
numerous peak values compared to the previous 10-year
period. Supply of company-based training places rose to
574,200, the highest figure since 2009. However, the num-
ber of training positions remaining unfilled also reached

a new peak. There were 57,700 vacancies, triple the level
of 2009. In arithmetical terms, young people’s chances

of obtaining a training place were better than at any time
during the past 10 years. 96.6 training places were on offer
for every 100 persons seeking to secure one.

The endeavours undertaken by trade and industry to
attract young people to dual vocational education and
training achieved particular success amongst young
men. 384,900 males applied for a training place, another
record value not reached since 2009. However, the trend
amongst young women went in the entirely opposite di-
rection. Only 225,100 were recorded as applying for dual
VET - a historic low.

Growth in new training contracts was constrained in

2018 as a consequence of the sharp fall in demand from
young women. Although the number of newly concluded
contracts increased year-on-year by +8,100 (+1.6%) to
531,400, the numerous unfilled training places indicate
that trade and industry would have liked to recruit sig-
nificantly more trainees. If company-based training place
provision could have been utilised to the same degree as in
2009 (when 96.7% of places were taken up as compared
to only 90.0% latterly), then it would have been possible to
conclude 38,600 more training contracts in 2018.

Nationwide, the number of young people or adults who
sought but failed to secure a training place in 2018 was
78,600 (-1,600 compared to 2017). Given the positive
development in training place supply, this figure did not
fall by anything like the degree that would have been
possible arithmetically (+16,800 places compared to
2017, including +8,700 unfilled places). This indicates
that matching problems are once again at play. There is
a strong discrepancy between the views of young people
and of companies regarding the occupations and/or
regions in which training should take place and regard-
ing which characteristics the respective training contract

partner should display. For this reason, training place
supply and demand is not dovetailing to the same extent
as formerly.

One of the major causes of this is the “upwards” shift in
the qualifications of school leavers interested in training
over the past 10 years. The number of young people who
have not achieved any school qualification higher than a
lower secondary school leaving certificate has collapsed,
whilst there has been a significant rise in interest in
training on the part of those in possession of a higher ed-
ucation entrance qualification. Training occupations with
recruitment problems are thus more likely to be affected
if they traditionally accommodate young people who
have only completed a lower secondary school leaving
certificate. By the same token, the strong level of demand
means that young people are frequently unable to secure
a training place in occupations which have tended to be
the domain of those with higher qualifications. Examples
of the latter include “visual marketing designer”, “au-
dio-visual media producer” and “photographer”.

Previous observations indicated that most persons failing
to secure a training place were young people who had
not achieved any school qualification higher than a lower
secondary school leaving certificate. But these conclu-
sions no longer apply. In 2018, just under two thirds of
persons who unsuccessfully sought a training place held
an intermediate secondary school leaving certificate or a
higher education entrance qualification.

The number of all persons who may be institutionally re-
corded encompasses the scope of training place demand
officially identified. It also includes persons registered
with the Federal Employment Agency (BA) as training
place applicants who abandon their wish to be placed

in training prior to the statistical cut-off date of 30 Sep-
tember and are thus not counted as part of the official
demand. This arithmetic value thus provides information
regarding the total scope of the group of institutionally
recordable persons who displayed an interest in dual VET
at least at some point during the course of the report-

ing year. In 2018, the number of persons interested in
training remained virtually constant as compared to

the previous year. A total of 805,700 such persons were
recorded nationwide, 100 fewer than in 2017. 66.0% of
these progressed to dual VET. 9.8% continued to search
until the end of the reporting year, and 24.3% prema-
turely abandoned their wish to be placed in VET.
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A2.2 Training place supply and demand
Training place supply?

The total supply of dual training places registered nation-
wide in 2018 was around 589,100. This represented an
increase of +16,800 places or +2.9% compared to the
previous year, although there was also a further decline
in the number of extra-company training places, i.e. plac-
es which are predominantly publicly financed (-1,000 or
-6.3% compared to 2017), now 14,900 places. For this
reason, the rise in company-based training provision

was significantly greater. The number of places on offer
increased by +17,800 or +3.2% to reach 574,200, the
highest level in the past 10 years.

In 2018, 58.5% of all company-based training supply
originated from the area of responsibility of trade and
industry. The liberal professions were able to report a rel-
atively strong rise of +3.5% in the number of places on
offer. In 2018, the craft trades also recorded the highest
number of company-based apprenticeships for the last
10 years, 157,400.

Training place demand*

The development of training place demand has been
significantly determined by the declining number of
school leavers over recent years (which has occurred for
demographic reasons). A further influencing factor has
been structural shifts in school qualifications towards the
upper secondary leaving certificate, which have led to

a dwindling interest in training (see Table A.2.2-1). Be-
tween 2004 and 2017, the national figure for all general
school leavers fell by 154,500 from 986,300 to 831,800.
Nevertheless, there was only a decrease in the number
of school leavers not in possession of a higher education
entrance qualification, the group which accounts for

the main clientele of vocational education and training.
Whereas there had been 748,200 school leavers in this
category in 2004, the corresponding figure for 2017

was only 543,900 (-204,400). A growth of 49,800 in the
number of school leavers holding a higher education en-
trance qualification was recorded during the same period
(238,100 in 2004 and 287,900 in 2016). Over recent
years, the decline in school leaver numbers in overall

3 Official training place supply each year comprises the newly concluded
training contracts recorded by BIBB within the scope of its survey conducted
as of 30 September (supply of training places successfully filled). Added to
this are the company-based VET places registered with the Federal Employ-
ment Agency (BA) which have been offered to the labour administration
authorities for placement during the reporting year and which have not yet
been filled as of 30 September (unsuccessful placements, supply of training
places not filled).

L Training place demand is made up of young people interested in training
who have either concluded a new training contract and have thus been
recorded via the BIBB survey as of 30 September (successful demand) or else
form part of the group of applicants still continuing their search for a train-
ing place on 30 September (unsuccessful demand).

terms and the structural shift to according significantly
more importance to the upper secondary school leaving
certificate were initially accompanied by a clear shrink-
age in the scope of training place demand. 652,900 per-
sons were recorded as potential training place applicants
in 2009. By 2016, this figure had fallen to only 600,900
nationwide.

Training place demand has been rising again since 2017
(up + 6,500 or +1.1% in 2018). One of the causes of this
is increased demand from refugees. The growth in the
number of refugee migrants registered with the BA was
in itself sufficient to reverse the negative trend in training
place demand. Both the absolute scope of training place
demand and its structure of characteristics have changed
in the past 10 years. Firstly, training place demand has
become significantly “more male”. Secondly, the average
educational level of the demand is markedly higher than
a few years ago.

Supply-demand ratio

Supply of training places increased significantly more
sharply than demand in 2018, and this again led to an
improvement in the extended supply-demand ratio (eS-
DR)°® on the training market. This rose to eSDR = 96.6,
the highest value for 10 years. From the perspective of
the young people, training market development in 2018
was thus associated with a further enhancement of their
chances of success. Regional differences in the training
market situations were even more pronounced at the
federal state level than at the level of the employment
agency districts. Figure A.2.2-1 shows the ratios between
supply and demand (eSDR) for 2018 in the employment
agency districts.

Unfilled training places

The number of reported (company-based) training places
which remained unfilled (as of the statistical cut-off date
of 30 September) has increased steadily over the past
few years. This trend continued in 2018. 57,700 training
places remained vacant nationwide. This is the highest
figure since 1994 and represents a rise of +8,700 or
+17.7% compared to the previous year. This meant that
the number of unfilled training places as a proportion

of the officially calculated total company-based supply
was 10.0% nationwide in 2018 (+1.2 percentage points
compared to the previous year 2017). As in the preceding
years, the proportions of company-based training places
offered without success exhibit considerable regional
variance.

5  The extended supply-demand ratio indicates arithmetically how many
training places are on offer for each 100 potential training place applicants.
"“Extended" means that, unlike in previous calculations, all training place
applicants recorded by the advisory and placement services as still seeking
to secure a place are additionally counted as unsuccessful training place
applicants.
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Figure A2.2-1: Ratios between supply and demand for 2018 in the employment agency districts

Source: Federal Institute for Vocational Education and Training survey as of 30 September;

eSDR Number
of regions

1
30
66
43
14

Federal Employment Agency, training market statistics as of 30 September (special calculations
for preparation of the Report on Vocational Education and Training); calculations by the
Federal Institute for Vocational Education and Training; ©GeoBasis-DE/BKG 2017 (data changed)

Visualisation of the employment agency districts: Federal Institute for Vocational Education and Training, Division 1.1

Unsuccessful training place demand

The number of applicants registered with the BA as still
“seeking a training place” on 30 September 2018 and
who were therefore deemed to be unsuccessful training
place applicants was 78,600 persons nationally. This is
1,600 fewer or 2.0% less than in the previous year. They
made up a proportion of 12.9% of total training place
demand identified in 2018. Although this was below the

VET Data Report Germany 2019

figure for the previous year, the level remains high. As
was the case with unfilled training places, the propor-
tion of unsuccessful training demand varied consider-
ably between the regions. Unsuccessful training place
applicants now no longer mainly comprise young people
without qualifications or with low-level school leaving
certificates. Nationally speaking, most persons counted as
forming part of the unsuccessful training place demand
in 2018 were in possession of an intermediate secondary
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school leaving certificate (29,200 or 37.1%). A further
21,600 or 27.5% held a higher education entrance qual-
ification (11,500 or 14.6% had a university of applied
sciences entrance qualification and 10,200 or 12.9% had
achieved the upper secondary school leaving certificate/
general higher education entrance qualification).

Matching problems

Matching problems have been considered a key challenge
on the training market for a number of years. In 2018,
matching problems once again increased compared to
the previous year as a result of the further rise in the pro-
portion of unfilled training places and a consistently high
ratio of unsuccessful potential applicants. The regional
and occupational market imbalances depicted are one of
the main reasons for the increasing matching problems
on the training market. While there are many regions

and occupations which have a surplus of training supply,
meaning that many training places go unfilled as a result,
numerous regions and occupations display excess de-
mand. The consequence here is that many young people
seek a training place in vain. At the superordinate level
(nationwide, cross-cutting in terms of occupations), both
of these phenomena add up to relatively high instances of
unsuccessful market participation, both on the part of the
companies and the young people.

In addition to this, the training market exhibits a con-
siderable discrepancy between the expected (minimum)
school leaving qualification for the unfilled training
places and the level of school leaving qualification that

is now being achieved by the unsuccessful training place
applicants. In order to reduce the matching problems,
young people who hold higher-level school leaving qual-
ifications will need to be more prepared than before to
potentially embrace training places for which the compa-
nies may believe that a lower school leaving qualification
is adequate.

A2.3 Newly concluded training
contracts (BIBB survey)

For the purpose of the survey of newly concluded train-
ing contracts as of 30 September 2018, the competent
bodies responsible for vocational education and training
pursuant to the Vocational Training Act (BBiG) and the
Crafts and Trades Regulation Code (HwO) notified the
Federal Institute for Vocational Education and Training
(BIBB) of 531,414 newly concluded training contracts
nationally for the period from 1 October 2017 to 30
September 2018 (see Table A.2.3-1). This represents a
plus of 1.6% (+8,124) compared to the previous year’s
survey for 2017 (523,290). The increase in eastern

Germany was 1.8% (+1,338), whilst western Germany
saw a rise of 1.5% (+6,783). The percentage distribution
between the East and West regions (with reference to the
2017 survey) remained unchanged. The federal states of
former West Germany once again accounted for 85.7% of
newly concluded training contracts, whereas the federal
states of former East Germany made up 14.3%.

Newly concluded training contracts by areas
of responsibility

The areas of responsibility of trade and industry
(+1.8%), the craft trades (+1.1%), the public sec-

tor (+1.4%) and the liberal professions (+2.5%) all
registered increases in the number of newly concluded
training contracts in 2018. Decreases were recorded in
the areas of responsibility of agriculture (-1.7%), house-
keeping (-5.5%) and the maritime sector (-12%).

The area of trade and industry once more occupied the
top position by accounting for 58.3% of newly conclud-
ed training contracts. Craft trades made up 27.3% of

the newly concluded training contracts. The reported
proportions for the areas of responsibility of the liberal
professions, the public sector and agriculture were 8.7%,
2.7% and 2.5%, respectively. The figures recorded for
housekeeping (0.4%) and for the maritime sector were
negligible.

Gender-specific differentiation with regard to
the newly concluded training contracts

Fewer and fewer women have been concluding training
contracts pursuant to the BBiG/HwO over recent years,
and this trend continued in 2018. 36.9% of new training
contracts were concluded with women (as compared to
37.8%in 2017, 39.2% in 2016, 39.8% in 2015, 40.1% in
2014, 40.5% in 2013, and 40.7% in 2012). The propor-
tion of contracts concluded with men increased accord-
ingly, the figure for 2018 being 63.1% (as compared to
62.2% in 2017, 60.8% in 2016, 60.2% in 2015, 59.9% in
2014, 59.5% in 2013, and 59.3% in 2012).

A decrease in the number of contracts concluded with
women can be observed in all the major areas of respon-
sibility. The only areas showing a positive development
in 2018 were the public sector (+0.3%), agriculture
(+0.4%) and the maritime sector (+4.7%/+5 newly
concluded contracts). Women were particularly domi-
nant in the areas of the liberal professions (proportion of
women 91.9%), housekeeping (86.3%) and the public
sector (62.8%).
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Newly concluded training contracts of
shortened duration

In the case of the BIBB survey as of 30 September, a
differentiation is drawn between training contracts,
which encompass the “regular” duration of training” (as
stipulated in the training regulations), and such contracts
in respect of which a shortening of at least six months is
agreed to at the outset. The competent bodies reported
77,688 training contracts of shortened duration to the
2018 survey. This figure constitutes 14.6% of the newly
concluded training contracts (77,115 or 14.7% in 2017).
27,972 (36%) contracts of shortened duration were con-
cluded with women and 49,716 (64%) with men.

The proportion of shortened contracts has remained
comparatively constant over the past few years (14.6%

in 2017, 15.0% in 2016, 15.6% in 2015, 16.0% in 2014,
16.0% in 2013, 15.9% in 2012, and 16.0% in 2011).
Compared to the 2017 survey (77,115), 2018 shows a
plus of 576 contracts amongst training contracts of short-
ened duration. This increase forms part of the overall sta-
tistics (+1.6%/+8,124) but is not the sole factor for the
growth in newly concluded training contracts in overall
terms. This makes it clear that the increase in the number
of training contracts of regular duration represents a real
(and not merely statistical) growth.

Newly concluded training contracts in
occupations with a training duration of two
years

45,570 training contracts with a training duration of up
to 24 months were newly concluded across the country
as a whole. This represented a proportion of 8.6% of
newly concluded training contracts (44,523 contracts or
8.5%in 2017, 43,959 or 8.4% in 2016, 44,697 or 8.6%
in 2015, 45,192 or 8.6% in 2014). In eastern Germany,
the proportion of contracts concluded in occupations
with a training duration of two years was 11.3% (11.0%
in 2017, 10.5% in 2016, 10.8% in 2015, 10.8% in 2014).
This figure is once again higher than that recorded in the
West, where the proportion remained constant at 8.1%
(8.1%in 2017 and 2016, 8.2% in 2015, 8.3% in 2014).

Follow-up contracts

Regulations relating to so-called follow-up contracts af-
fect the areas of responsibility of trade and industry and
the craft trades. In the BIBB survey as of 30 September,
the competent bodies responsible for vocational educa-
tion and training are requested to report newly conclud-
ed follow-up contracts separately from newly concluded
training contracts. This split recording is an attempt to
gain an idea of how many training contracts have been
newly concluded in a continuation occupation (stated in

the training regulations) following the successful comple-
tion of VET (usually of two years’ duration). The purpose
of obtaining this information is to arrive at an assessment
as to whether the opportunity to continue VET after a
programme has been completed is being well received in
practice.

Nationwide, only 6,108 follow-up contracts were
reported by the competent bodies for the 2018 survey.
This decrease represented the continuation of a decline
(6,555 follow-up contracts in 2017, 7,008 in 2016, 7,173
in 2015, and 7,290 in 2014). The decrease compared
to the previous year’s survey was 6.8%. 5,076 (-7.5%)
follow-up contracts were reported in western Germany
(5,490 in 2017) and 1,035 for eastern Germany (down
from 1,065 or -3% compared to 2017). In 2018, the
chambers of commerce and industry recorded 84% of
those contracts for Germany; 16% within the realm of
the chambers of crafts and trades.

Company-based training contracts and
(extra-company) training contracts which are
primarily publicly funded

In the 2018 survey, 14,883 training contracts were char-
acterised as primarily publicly funded (15,879 in 2017,
17,550 in 2016, and 18,865 in 2015). This represents a
decline of 6.3%. 45% (48.3% in 2017) of these contracts
were allocated to the category “funding for disadvan-
taged persons”. 41.8% (38.1% in 2017) were categorised
as funding for persons with a disability, and 13.1%
(13.6% in 2017) were assigned as Federal Government/
federal state funding.

Newly concluded training contracts in
occupations for persons with a disability

Persons with a disability should always be able to enter
recognised training occupations as a matter of principle.
The competent bodies may, however, instigate training
regulations pursuant to § 66 BBiG and § 42m HwO for
persons who cannot be considered for such training be-
cause of the nature and degree of severity of their disabil-
ity. The BIBB survey as of 30 September records training
contracts concluded in accordance with these chamber
regulations for the areas of trade and industry, the craft
trades, housekeeping, and agriculture. The data from the
survey as of 30 September merely enables to identify how
many young people have concluded a training contract in
accordance with a so-called chamber regulation.

In the 2018 survey, 7,668 training contracts (7,914 in
2017, -3.1%) were recorded as being newly concluded
training contracts under training regulations pursuant
to § 66 BBiG/§ 42m HwO. This corresponds to a propor-
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tion of 1.4% of all newly concluded training contracts.
4,806 contracts were registered for men (-330 contracts,
-6.4%). The corresponding figure for women was 2,862
(+87, +3.1%). The areas of the craft trades (-6.5%),
agriculture (-10.2%) and housekeeping (-1%) all showed
decreases compared to the previous year. The area of
trade and industry recorded a slight plus of 0.6% (+20
contracts). No new contracts concluded in accordance
with § 66 BBiG were reported in the areas of responsibil-
ity of the public sector, the liberal professions, and the
maritime sector.

Newly concluded training contracts in
updated occupations

Modernised training regulations, in which 69,126 new
training contracts were concluded, entered into force

for 24 training occupations with effect from 1 August
2018. Training regulations for the new occupation of
management assistant in e-commerce also took effect on
1 August 2018. 1,284 training contracts were newly con-
cluded in this occupation. The updated training occupa-
tions thus make up 13.2% of all training contracts newly
concluded during the survey period.

A2.4 Training placements (statistics of
the Federal Employment Agency, BA)

The Federal Employment Agency (BA) operates a nation-
wide network of local offices. In the field of vocational
education and training, its tasks include the provision of
career guidance to young people and young adults, VET
placement and financial support for VET. The training
placement services of the BA are primarily aligned to
dual vocational education and training pursuant to the
Vocational Training Act (BBiG) or the Crafts and Trades
Regulation Code (HwO). Utilisation of the BA’s place-
ment services is voluntary both for companies and for
young people. Between March and September of each
year, the BA records monthly statistics for registered
training places and training place applicants. Alongside
the information collected within the scope of the BIBB
survey of newly concluded training contracts as of 30
September, the data of the training market statistics of
the Federal Employment Agency is used to calculate the
training market figures, i.e. the ratio between overall sup-
ply of and overall demand for training places in a given
training year.

Since 2005, the providers of basic social security benefits
(the BA and local government providers) have been
responsible for the training placements of young people
who require assistance within the meaning of German
Social Security Code II. These young people are now

looked after by so-called Job Centres rather than by the
employment agencies.

In the 2018 reporting year, a total of 565,342 training
places were registered for placement with the employ-
ment agencies and Job Centres. Table A.2.4-1 presents
the characteristics of the training places registered.

Unfilled vocational education and training
places and applicants not placed in VET at the
end of the reporting year

At the end of the reporting year (cut-off date 30 Sep-
tember), the overall training place market figures are in-
formed on the supply side by the training places reported
as still being vacant by the employment agencies and Job
Centres and on the demand side by the applicants still
registered as not placed in VET at this time. The number
of newly concluded training contracts surveyed by BIBB
as of 30 September is respectively added to these figures
in order to determine total supply of and total demand
for training places.

A total of 565,342 training places were registered for
placement during the reporting year. On 30 September
2018, 57,656 of these places remained unfilled. The rel-
ative number of vacant places as a proportion of all reg-
istered training places increased by 10.2%, a rise of 1.2
percentage points compared to the previous year (9.0%).
Of the total of 535,623 training place applicants regis-
tered in the 2018 reporting year, 78,619 were not placed
in VET as of 30 September, i.e. endeavours to place these
applicants were continuing. The number of unplaced
applicants as a proportion of all applicants was 14.7%,
about the same figure recorded in the previous year
(14.6%). Relating the unfilled training places to appli-
cants still unplaced shows a clear deficit in training place
supply for the 2018 reporting year in purely arithmetical
terms. The number ratio was only 0.73. This signifies that
there were approximately ten unfilled training places for
about every 14 unplaced applicants. This ratio improved
slightly compared to 2017 (0.61). As far as the longer-
term development is concerned, the relative number of
unfilled training places as a proportion of all registered
places is thus revealed to have almost tripled in overall
terms, from 3.7% to 10.2%, during the period between
2009 and 2018. Consideration needs to be given to the
fact that the BA training market statistics shed no light at
all on overall events on the training market. In particular,
many of the company-based training places registered
with the employment agencies and Job Centres are filled
by young people who were not registered as training
place applicants. By the same token, registered training
place applicants also apply for places which companies
did not offer to the BA for placement.
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Table A2.4-1: Vocational education and training places registered with the employment agencies and Job Centres
in the reporting years 2018 and 2017"

Type of training places

(ompany-based training places

Extra-company training places

Areas of training

Trade and industry

(raft trades

Public sector

Agriculture

Liberal professions

Not specified

Total®

1 Period in each case is 1 October of the previous year to 30 September.

Germany
Absolute in%
terms
546,576  96.7
18,766 3.3
337,640 59.7
125,965 22.3
14,495 2.6
6,399 1.1
38,685 6.8
42,158 7.5

565,342 100.0 474,519

2018 reporting year?
Federal states of
west Germany
Absolute in%

terms
460,173 97.0
14,346 3.0
280,688  59.2
107,897  22.7
11,797 2.5
4,525 1.0
34,625 7.3
34,987 7.4

100.0

Federal states of
east Germany
Absolute in%

terms

86,239 95.1
4,420 4.9

56,864  62.7

18,056  19.9
2,698 3.0
1,874 2.1
4,057 4.5
7,110 7.8

90,659 100.0

2017 reporting year?

Germany Federal states of
west Germany
Absolute in% Absolute in%
terms terms
527,470  96.8 443,515 97.1
17,437 3.2 13,018 2.9
322,649  59.2 268,007 58.7
124,041  22.8 106,142  23.2
13,690 2.5 11,151 2.4
5,919 1.1 4,051 0.9
37,481 6.9 33,301 7.3
41,127 7.5 33,881 .4
544,907 100.0 456,533 100.0

Federal states

of east Germany

Absolute in%
terms
83,811 95.0
4,419 5.0
54,557 61.8
17,893 20,3
2,538 2.9
1,868 2.1
4,178 4.7
7,196 8.2
88,230 100.0

2 Not including places registered with Job Centres operated by authorised local government providers (JC zkT). According to estimations of the BA, there is only a small number
of unfunded training places that are registered with the JC zkTs without having been at the same time reported to the local employment agencies (Federal Employment
Agency 2018b). The statistics stated for 2017 are 2018 results from the VET offices which have been retrospectively revised (Federal Employment Agency 2018b).

3 Because of cases that cannot be allocated, the total training place figures shown for west Germany and east Germany are slightly lower than the total stated for the whole

of Germany.

Source: Federal Employment Agency, calculations by the Federal Institute for Vocational Education and Training

VET Data Report Germany 2019
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A2.5 Summary of the education
(and training system)

A2.5.1 Young people aged between
15 to 24 (population data)

In respect of the question as to in which educational
sectors young people of a certain age are located, a useful
approach is to relate young people within a particular age
group (population data) to the resident population of the
relevant age (e.g. young people in VET pursuant to BBiG/
HwO aged between 15 and 24 as opposed to the resident
population aged between 15 and 24). Proportions vary
significantly depending on the age group considered. In
this case, the 15 to 24 age group has been selected.

If the individual age groups are studied, distribution
across education areas differs considerably from cohort
to cohort in line with the curriculum vitae. A clear qualifi-
cation-specific characterisation of the various age groups
is displayed.

> 80% of young people aged 15 were still in “lower
secondary education”.

» 50% of young people aged 17 aspired to a higher edu-
cation entrance qualification. This age also accounted
for 12% of young people in the “transitional sector”,
the highest proportion.

» 19-year-olds were most commonly in “vocational edu-
cation and training” (26%).

» The age group of 22-year-olds was dominated by stu-
dents, who made up 30%.

» 31% of 23-year-olds were already young members of
the work force who had obtained a formal qualifica-
tion.

> 2% of young people aged 24 had still not acquired a
formal qualification and were not yet in employment.

Entrants in the educational sectors

Below we look at all entrants to the education (and train-
ing) system regardless of age rather than considering
specific age groups. This approach is particularly useful
when the focus is on comparing the extent to which

the different education areas have been in demand, in
order, for example, to plan training capacities or identify
educational trends. In this case, entrants to a sector were
related to all entrants to the education (and training)
system. In 2018, 36.6% (722,684) of entrants to the
education and training system commenced fully qualify-
ing vocational education and training. Of these, 68.4%
began dual training pursuant to the BBiG/HwO, whilst
31.6% entered school-based VET. VET programmes in
healthcare, teaching and social professions accounted
for 24.6% of the latter. 269,991 young people (13.6%)
progressed to the “transitional sector”. 24.3% (484,102)
wished to acquire a higher education entrance qualifica-
tion. At the same time, 25.8% (513,988) commenced a
“course of higher education study”. See Figure A2.5.1-1.

Differences in the educational sectors with
regard to gender, nationality and prior school
learning

The education (and training) system differs very little
from the average population with regard to division of
the genders. A comparison of the gender proportions of
the sectors and of the accounts of the education (and
training) system with the average of the population for
2018 shows a balanced ratio of genders between “higher
education study” (51.3%) and “vocational education and
training” (47.3%) (see Table A.2.5.1-1). In VET, however,
their ratio conceals major differences. Whereas dual VET
tended to be dominated by men (37.2% female), women
were shown to be strongly in the ascendency (76.2%) in
school-based VET programmes in healthcare, education
and social occupations.
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A2.5.2 The education (and training)
system in the federal states

Overall values of the educational sectors comprise very
different individual federal state profiles in some cases.
The significance of the educational sectors in the respec-
tive federal state is especially dependent on the way in
which unsuccessful training place applicants are treated,
on demographic development and on the prevailing
situation on the training and labour markets.

Figure A.2.5.2-1 shows a histogram for each federal state.

This presents entrants to the respective educational sec-
tors measured against all entrants to the education (and
training) system. These sectoral proportions are visual-
ised in different colours for the years 2005 and 2018.

If we begin by observing the change in the sectoral
proportions (federal state profiles), then a trend towards
higher qualification is shown across all federal states.
Whereas the proportions of entrants to the “vocational
education and training” and “transitional” sectors have
declined, there has been a rise in the sectors “acquisition
of a higher education entrance qualification” and “higher
education study”. This trend was marked to an above-av-
erage degree in the federal states of eastern Germany.

A3 Recognised training
occupations

A3.1 Number and structure of
recognised training occupations
pursuant to BBiG/HwO

The following descriptions and definitions relate to
occupations that are state-recognised pursuant to the
Vocational Training Act (BBiG) and the Crafts and Trades
Regulation Code (HwO).6 In 2018, the number of BBiG
and HwO recognised training occupations decreased
from 326 to 325 compared to the previous year.

This came about because the two training occupations of
precious stone engraver and diamond cutter were abro-
gated to create the updated occupation of precious stone
cutter. At the same time, a new training occupation was

6  Pursuantto § 104 Paragraph 1 BBIG, recognised apprenticeships, semi-
skilled occupations or comparably regulated training occupations, whose
occupational profiles, vocational education and training plans, examina-
tion requirements and examination regulations are applicable until the
enactment of training regulations in accordance with § & BBiG, constitute
state-recognised occupations within the meaning of § & BBIG, including
such occupations recognised prior to 1 September 1969.

added in the form of management assistant in e-com-
merce. The number of recognised training occupations
has fallen from 349 to 325 since 2009.

> Mono-occupations have decreased from 267 to 239
over the same period.

» There has been a slight increase in the number of
training occupations which contain differentiation
(specialisms or main focuses) from 2009 (82 training
occupations) to 2018 (86 training occupations). The
proportion of all training occupations represented by
these training occupations rose to 26%.

» Training occupations with elective qualifications have
been enacted since 2000. There were five recognised
training occupations with elective qualifications at this
time. The total figure had increased to 26 by 2018.

» It has been possible to create training occupations
with elective qualifications since 2005. The number of
such occupations went up slowly but steadily be-
tween 2005 and 2017 to reach a total of 8. 12 further
training occupations with additional qualifications
were introduced all at once in 2018 in the wake of the
digitalisation of the world of work.

» The number of training occupations for which credit
transfer for further VET courses can be given fell
between 2009 (23 training occupations) and 2018
(21 training occupations). During the same period,
there was also an increase in the number of training
occupations which can be credited towards other
training occupations from 56 (2009) to 70 (2018).

> From 2009 to 2018, the number of 42-month training
occupations’ declined from 54 to 52. The number of
training occupations with a training duration of 36
months declined compared to the previous year from
248 to 247. The number of training occupations with a
training duration of 24 months decreased from 38 in
2009 to 26 in 2018.

A3.2 New and modernised training
occupations

A total of 132 training occupations were re-regulated
between 2009 and 2018. These included 124 modernised
occupations and 6 new training occupations. The train-
ing regulations for 24 modernised training occupations
and one new training occupation entered into force on

1 August 2018.

7 Duration of training should be no longer than three years and no shorter
than two years in every case (§ 5 Paragraph 1 (lause 2 BBiG). Deviations
from this provision are possible. Ordinances are, for example, issued in
respect of training occupations with a duration of three and a half years.
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Figure A2.5.2-1: Sectoral proportions 2005 and 2018 in comparative terms (100% = entrants to all sectors)
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Re-regulation in 2018 was even more marked than in the
previous year by the pressure to adapt that was brought
about by digitalisation. The number of updated training
occupations during the year — 25 — was thus unusually
high. No fewer than 16 occupations were modernised
via amended training regulations. This was mainly due
to inhomogeneous sectoral developments with regard

to digitalisation. Digitalisation has hitherto arrived at
companies to varying degrees. In order to take account
of this circumstance, amended training regulations
issued for the industrial metalworking and electrical
occupations and for mechatronics technicians contain a
new occupational profile item of “Digitalisation of work,
data protection and information security”. Additional
qualifications may also be optionally included to permit
the mapping of any altered skills requirements that may
occur as a result of digitalisation. Two modernised sets of
training regulations for the occupations of packaging ma-
terials technologist and organ maker have already been
announced for 2019. Updated training occupations are
also expected to enter into force (as of February 2019) in
the occupations of building and object coater, industrial
cleaner, and paper technician.

The momentum of updating activities driven by digi-
talisation has significantly increased over the past year.
Nevertheless, it should be pointed out that BIBB is not of
the view that this process necessarily needs to be accel-
erated. The procedure has proved its worth in practice,
and digitalisation does not represent a new phenomenon
within this context. The approach instead has been to
allow aspects of digitalisation to continuously inform the
modernisation of occupational profiles to the degree per-
ceived as useful from the perspective of company-based
stakeholders.

» Training regulations are aligned to the minimum
standards determining the requisite employability
skills in an occupation.

» Training regulations are legal ordinances which are
drawn up and harmonised sequentially.

» Updating procedures in vocational education and
training are characterised by participation and by the
desire to arrive at a consensus.

Looking back over the past few years, it is certainly
justifiable to say that regulatory work has succeeded in
overcoming the challenges thrown up in respect of the
modernisation of occupations. 67 of the STEM occupa-
tions in the dual system, for example, have been updated
in the last ten years. The requirements of digitalisation
were addressed in a timely manner during this period.
For the vast majority of the 25 occupations that entered
into force in 2018, the period between the official appli-
cation discussions and announcement in the Federal Law
Gazette was significantly under two years. Five expert

meetings were generally needed in order to agree on the
training regulations and general training plan in detail
and to arrive at a consensus. In some cases (such as the
procedures for the metalworking and electrical occu-
pations), only three meetings were required. In these
instances, however, detailed agreement processes were
entered between the social partners prior to commence-
ment of the procedure. The time taken to create draft
regulations was a few months. Such intervals are expedi-
ent and sufficient when drawing up training regulations
for an occupation, which enters into force at the begin-
ning of the training year on 1 August in each case.

A3.3 Developments in occupational
structure in dual vocational education
and training

The following section provides an analysis of selected
developments in occupational structure within the dual
vocational education and training system pursuant to the
Vocational Training Act (BBiG) and the Crafts and Trades
Regulation Code (HwO). It will be shown how these are
executed within the scope of permanent observations
undertaken by BIBB based on the Vocational Education
and Training Statistics (survey as of 31 December). The
focus of consideration was centred on manufacturing and
service occupations, STEM occupations, IT occupations,
new training occupations, two-year training occupations,
and occupations in which training takes place in accord-
ance with regulations for persons with a disability.

Tertiarisation of dual vocational education
and training

Since the 1980s, the service sector has increasingly taken
on a dominant role within the employment system in the
Federal Republic of Germany. This is also revealed in the
development of service occupations in dual vocational
education and training (see Table A.3.3-1). With only a
few exceptions, the proportion of new training contracts
concluded in the service sector rose virtually constantly
between the mid-1990s and 2010 (65.1%). Their share
has been declining ever since and fell to only 62.8% in
the 2017 reporting year. This decrease was solely attrib-
utable to primary service sector occupations® in the dual

8  Primary service occupations represent all activities which extend the produc-
tion route upstream and downstream. They maintain the macroeconomic
"production flow" and inform consumption directly. Primary service occu-
pations include occupations in which the main task foci are on commercial
and office activities or on general services such as catering, storage, trans-
portation, cleaning and security. Secondary service activities encompass
tasks which are not usually physically tangible and thus represent immate-
rial goods which are predominantly produced intellectually. They are also
referred to as "knowledge work" and are characterised by the fact that they
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system (50.3% in 2010 as opposed to 46.6% in 2017).
Secondary service occupations recorded slight growths
during this period, albeit from a significantly lower base
(14.8% in 2010 versus 16.2% in 2017).

Differentiated analyses by gender of trainees show that
there has been a decrease in the absolute number of new
service occupation training contracts concluded with
women over the course of time, and that the proportion
of women in the service sector has significantly decreased
at the same time. Although female trainees continued to
outweigh men in service occupations in 2017 (proportion
of women 55.4%), the development over the past 10
years has shown that tertiarisation has not taken place

to the detriment of men. Between 2005 and 2017 alone,
the proportion of men in service sector occupations rose
from 38.2% to 44.6%. This development is shown for
both primary and secondary service occupations in the
period described. This means that the proportional ratios
of newly concluded training contracts in service sector
occupations have significantly shifted in favour of men
over recent years. No comparable shift in share is discern-
ible with regard to the manufacturing occupations, in
which the proportion of men has remained at a virtually
unchanged high level over the past few years (share of
men in 2005 93.5% as opposed to 92.2% in 2017).

Dual vocational education and training in
STEM occupations®

Within the dual system, STEM occupations have con-
stantly gained in significance in proportional terms since
2010. A total of 172,968 new training contracts were
concluded in STEM occupations in the 2017 reporting
year. In absolute terms, the number of newly concluded
training contracts in STEM occupations remained signif-
icantly below the figure recorded at the beginning of the
2000s. Nevertheless, even greater declines in the number
of all newly concluded training contracts during the same
period meant that the proportion of newly concluded
contracts in STEM occupations went up proportionately
to reach a share of 33.5%, the highest level achieved

for more than 20 years. With only a few exceptions, the
proportion of women in STEM occupations rose steadily
from the mid-2000s to 2016 (11.5% in 2016). This posi-
tive trend did not continue into the 2017 reporting year,
which saw a significant fall of 11.1% as figures settled at
alow level. In 2017, 9 out of 10 new training contracts

improve industrial production in qualitative terms via increased furtherance
and use of the human mind or "human capital”. They include occupations
with main task foci such as measuring, testing, researching, designing,
applying laws, advising, nursing and treating.

9 Occupational field 38 "Core IT occupations” is made up of the training
occupations of information technology specialist, information technology
officer, information and telecommunications system support specialist, and
mathematical-technical software developer.

in the group of STEM occupations were concluded in
technical training occupations. Production engineering
occupations, in which around three quarters of all new
STEM contracts occurred, represented the most popular
area in this regard. The proportion of women in technical
STEM occupations was 10.5%, a rise compared to the
previous year 9.1% in 2016). The relatively small area of
healthcare technology, where 60.5% of training entrants
were female, was the only STEM sector with a majority of
women. This demonstrates that females tend to occupy
gender-typical niches in the group of STEM occupations,
too. In 2017, the proportion of women in mathematically
and scientifically aligned training occupations (35.3%)
was also above average. Such occupations mainly
comprise laboratory-based tasks and include biological
laboratory technician, chemical laboratory technician,
chemical technician, and pharmaceutical technician. By
way of contrast, females were less likely to be represented
in the field of information technology (8.2%) than in the
STEM occupations as a whole.

IT occupations in Industry 4.0

The digitalisation of the economy and of trade and
industry will progress and gain in significance in the near
future. As in recent years, this process will be associated
with a growing demand for IT occupations. Existing anal-
yses show that a significant proportion of this additional
demand will arise in manufacturing industry and not
merely within the information and communication tech-
nology (ICT) sector exclusively. Even though the rising
requirements will mainly relate to highly qualified skilled
workers, an effect will also be felt at the intermediate
qualification level.

The number of newly concluded training contracts in IT
occupations has increased significantly since 1997, main-
ly because of the new occupations introduced in that year
(see Figure A.3.3-1). 15,702 such new contracts were
concluded in 2017, the second highest level recorded.
The picture for women in the dual IT occupations is simi-
lar to that shown in the dual STEM occupations in overall
terms. They are significantly underrepresented, although
marked changes have taken place over the course of time.
In the 1990s, the proportion of women remained at or
just below 20%. It fell during the intervening period until
2017 to a level of only 8.6%.

New occupations in dual vocational education
and training

The modernisation of dual VET via the updating of
training occupations has picked up pace since 1996. This
development has been prompted by the following factors:
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Figure A3.3-1: Development of newly concluded training contracts in the dual IT occupations’ by gender, Germany

1993 to 2017
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1 Occupations include predecessor occupations in occupational field 38 “Core IT occupations” as defined by BIBB (cf. Tiemann et al. 2008).

Source: “Trainee Database" of the Federal Institute for Vocational Education and Training based on data from the
Vocational Education and Training Statistics of the Federal Statistical Office and the statistical offices of the
federal states (survey as of 31 December), reporting years 1993 to 2017. (Previous year's figures needed to
be used for Bremen for the 2015 reporting year because no data reporting took place). For data protection reasons,
absolute values are rounded to a multiple of 3. For this reason, the overall value may deviate from the total

of the individual values.

» The jump from an industrial society to a society driven
by information and knowledge.

> The globalisation of the economy and of the associat-
ed restructuring of labour organisation.

In 2017, the total number of training contracts concluded
in the occupations newly created since 1996 was 66,219.
This represents 12.8% of all newly concluded contracts.
As in previous years, the most popular occupation was
information technology specialist, introduced in 1997,

in which 13,095 new training contracts were concluded.
This was followed by the occupation of mechatronics
fitter, which dates from 1998 and attracted 7,899 new
training contracts. In third position by some distance
was the training occupation of automobile business
administrator, which was introduced in the same year
(5,211 newly concluded contracts in 2017). Training
occupations contained within the group of occupations
newly created since 1996 which were also of quantitative
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significance in the 2017 reporting year also included
machine and plant operator from 2004 (4,287 new
contracts), designer of digital and print media from 1998
(3,063), technical product designer from 2005 (2,532)
and vehicle varnisher from 2003 (2,229).

The development of two-year training
occupations

The number of two-year training occupations has signifi-
cantly decreased since the 1950s as a result of abolition,
integration or conversion into three-year training occupa-
tions. Greater attempts were once again made at the start
of the 21st century to use two-year (“reduced theory”)
training occupations as a vehicle to create additional
training place provision and thus to improve training op-
portunities for disadvantaged young people in particular.
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In the 2017 reporting year, a total of 43,560 new training
contracts were concluded in state-recognised occupa-
tions (or in occupations being piloted) with a training
duration of 24 months. This meant that there was a slight
rise compared to the previous year in the number of new
contracts in two-year training occupations as a propor-
tion of all newly concluded training contracts (8.6% as
opposed to 8.5% in 2016). Regional differentiation of
the proportions for two-year dual training shows that the
share for western Germany continued to be lower than
that recorded for eastern Germany in 2017, the figures
being 8.2% and 11.2%, respectively. The proportion in
western Germany was thus at the same level as the previ-
ous year, whereas eastern Germany saw a slight year-on-
year increase once again following constant decreases
since 2009 (10.7% in 2016).

In 2017, the most popular training occupation was
once again sales assistant for retail services, in which
there were 22,104 newly concluded contracts. Over half
(50.7%) of all new contracts in two-year occupations
were concluded in this training occupation. Following
some distance behind, the next most popular two-year
occupations are warehouse operator (5,985 newly con-
cluded contracts), machine and plant operator (2004,
4,287 contracts), specialist in the hospitality services
industry (2,208 contracts), and skilled metal worker
(1,713 contracts).

Development of training occupations for
persons with a disability

A total of 8,259 new training contracts for persons with

a disability (§ 66 BBiG und § 42m HwO) were concluded
in the 2017 reporting year. This once again represented a
significant decline — in this instance 5.9% — compared to
the previous year (8,781 in 2016). This accounted for a
national proportion of 1.6% of all newly concluded train-
ing contracts, slightly below the level of the previous year
(1.7% in 2016). Clear regional differences are revealed in
this regard, too. Over the whole of the period of obser-
vation since 1993, the proportion of newly concluded
training contracts for persons with a disability in eastern
Germany has always been at least twice that in western
Germany. In some reporting years, it has even been three
times as high (e.g. in 2002, when the respective figures
for western Germany and eastern Germany were 1.7%
and 5.3%). Around 2,184 training contracts in state-rec-
ognised occupations received extra-company funding in
the 2017 reporting year “pursuant to §§ 100 Clause 3,
235a and 236 German Social Security Code III, SGB III,
(Extra-company training for persons with a disability)”.

A4 Trainees

A4.1 Training participation in Germany

On 31 December 2017, 1,323,894 persons were reg-
istered as trainees' in dual vocational education and
training pursuant to the Vocational Training Act (BBiG)
or the Crafts and Trades Regulation Code (HwO) in
Germany as a whole. The total number of trainees thus
has risen slightly (0.2%), the first increase recorded since
2008. In terms of regional comparison, the total num-
ber of trainees in eastern Germany (+0.6%) rose more
sharply than in western Germany (+0.1%). Neverthe-
less, the long-term series shows that the population of
trainees has more than halved in the eastern federal
states (-56.1%) since 1997, the year in which the highest
value was recorded for eastern Germany. This develop-
ment was delayed in western Germany and has only been
revealed since 2008 (2008 versus 2017 = -12.2%). As in
the previous year, this means that only just under one in
seven young people (13.9%) was being trained in eastern
Germany in the 2017 reporting year. The corresponding
figure for 1997 was around one in four (25.9%).

Differentiating the total number by individual areas of re-
sponsibility shows that the slightly positive development
in trainee numbers in 2017 is not equally reflected in all
such areas. Whereas the craft trades, the public sector
and the liberal professions recorded increases, there was
a fall in the total number of trainees in the areas of trade
and industry and housekeeping. No appreciable changes
occurred in agriculture (see Figure A4.1-1).

The largest area of responsibility is trade and industry,
which as of 31 December 2017 reported 770,514 trainees
(around 58% of the total number). An increase (+1.2%)
was recorded for the 2017 reporting year in the craft
trades, the second largest area of responsibility. This fol-
lowed consistent declines in the total number of trainees
in the preceding years. There was a very significant year-
on-year increase in the number of dual training contracts
(+2,223 or + 6.1%) in the area of responsibility of the
public sector. In the liberal professions, the total number
of trainees rose from 110,256 to 112,140 (+1.7%) from
2016 to 2017.

10 Total number of trainees involves counting trainees across all years of
training. The total number of trainees includes all persons who have a
training contract pursuant to the Vocational Training Act (BBiG) or the (rafts
and Trades Regulation Code (HwO) in force as of 31 December of each year.
For this reason, the total number of trainees provides information on the
whole scope of training performance provided by companies and vocational
schools.
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Figure Al.1-1: Development in the number of trainees on 31 December from 1992 to 2017 by areas of

responsibility (base = 1992)
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Source: “Trainee Database” of the Federal Institute for Vocational Education and Training based on data from the
Vocational Education and Training Statistics of the Federal Statistical Office and the statistical offices of the

federal states (survey as of 31 December), reporting

Training entrant rate in the dual system
pursuant to BBiG/HwO0

The training entrant rate is an indicator of the proportion
of young people who commence dual vocational edu-
cation and training. However, it does not take account

of the age at which this takes place or of the length of
the transition from general school to VET. For the 2017
reporting year, the result is an arithmetical proportion

of 52.9% of young people (resident population) who at
some point during the course of their biography com-
mence dual VET.

The training entrant rate in the dual system declined
annually from 2011 to 2016. A total fall of 6.3 percentage
points occurred between these two points. Neverthe-
less, more than half of young people still commenced a
programme of dual VET. In 2017, the training entrant
rate once again rose slightly (+1.2 percentage points)
compared to the previous year.

There was very little change in the training entrant rate
compared to the previous year for young people with
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German nationality, in respect of whom a slight drop of
0.1 percentage points was recorded. There was, howev-
er, a clear difference in the developments for men and
women. The training entrant rate rose by 0.9 percentage
points in the case of male German nationals, whereas the
rate for female German nationals decreased by 1.3 per-
centage points. The decline in training participation by
female German nationals is accompanied by a significant
reduction in training participation in so-called primary
service occupations and greater progression by young
women to VET areas outside the dual system, in particu-
lar to school-based healthcare, social and educational
occupations. Further differentiations can be identified in
Table A4.1-1.

Training completion rate in the dual system
pursuant to BBiG/HwO

If we consider the population’s participation in the dual
system, the question of how many percent commence
training is not the only issue to arise. Another object

of interest is how many percent successfully complete
vocational education and training and achieve a relevant



28 VET Data Report Germany 2019

Table AL.1-1: Training entrant rate by personal characteristic and region?, 2011 to 2017 (in %)>

Training entrant rate

Year German of which Foreign nationals? of which
Total Western Germany* Eastern Germany*
Total Men Women Total Men Women

2011 58.0 60.3 70.5 49.6 35.4 38.8 31.8 58.4 56.1
2012 56.5 59.0 68.9 48.6 33.7 36.3 30.9 56.9 54,5
2013 54.3 56.9 66.5 46.8 31.7 35.1 28.1 54.8 51.3
2014 53.4 56.3 66.0 46.0 31.1 33.2 28.8 53.8 51.1
20153 52.4 56.7 66.8 46.1 26.0 25.8 26.2 52.7 50.1
20163 51.7 55.8 66.2 449 27.6 28.7 26.3 52.3 48.6
2017 52.9 55.7 67.1 L3.6 34.2 39.3 26.9 53.7 L8.L

T Commuter movements cannot be taken into account because the Vocational Education and Training Statistics do not record the place of residence of trainees. These move-
ments may distort the rates calculated for individual regions due to the fact that commuters are allocated to the location of training for the purpose of training entrant rates
and recorded at their main place of residence in terms of the resident population.

2The completion rates for the years 2011 and 2013 were also recalculated on the basis of the Population Forecast data for 2011 and 2013 taken from the 2011 census.
They therefore deviate from the values published in the 2015 Data Report and in 2014.

3This rate is calculated by establishing the ratio between all first entrants and the resident population. Account should be taken of the fact that persons who do not hold
German nationality may be counted as part of the resident population in the Population Forecast. This happens regardless of their residency status by dint of the fact that
they are formally registered under registration law. To this extent, persons who cannot be expected to progress (directly) to dual VET are also recorded. A significant decline
in the training entrant rate will occur for the group of persons affected in circumstances where the resident population increases significantly due to special developments
(e.g. a sharp rise in the number of refugees).

“The 2015 entrant rates for eastern and western Germany needed to be corrected because of a database error. For this reason, they deviate from the rates stated in the

2017 Data Report.

Source: “Trainee Database” of the Federal Institute for Vocational Education and Training based on data from the
Vocational Education and Training Statistics of the Federal Statistical Office and the statistical offices of the
federal states (survey as of 31 December), reporting years 2011 to 2017 (figures from the 2014 reporting year
needed to be used for Bremen for the 2015 reporting year because no data reporting took place) and Population
Forecast of the Federal Statistical Office (population on 31 December), reporting years 2011 to 2017 on the basis
of the 2011 census; development of the population size in the 2016 reporting year can only be compared to the

values from previous years to a limited extent because of methodological changes.

(alculations by the Federal Institute for Vocational Education and Training.

vocational qualification. In the 2017 reporting year,
392,685 trainees passed their final examination in the
dual system. For 367,491 of these persons, this constitut-
ed their first achievement of a vocational qualification in
the system.

For the 2017 reporting year, this represented a train-

ing completion rate (TCR) of 39.4%. The arithmetical
proportion of female German nationals in the resident
population who have succeeded in obtaining a vocational
qualification in the dual system is 37.5%. The corre-
sponding figure for male German nationals was 53.9%.
Only 12.5% of the female foreign nationals in the resi-
dent population achieved a dual vocational qualification
in the 2017 reporting year. The corresponding propor-
tion of male foreign nationals was 11.3%.

The training completion rate was 8.1 percentage points
lower in eastern Germany than in western Germany in
2017. This difference was significantly more substan-
tial than in 2011 (-5.3 percentage points in 2011), but
still represented somewhat of a fall compared to the
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years 2014 to 2016. The deviation between the eastern
German and western German training completion rates is
stronger than that which can be observed for the training
entrant rates. This indicates a greater extent of genuine
training dropouts (i.e. complete exits from trainees’ dual
vocational education and training) in eastern Germany.

A4.2 Characteristics of trainees

Proportion of women in dual training
occupations

In the 2017 reporting year, the proportion of all trainees
in the dual system represented by women was 37%. This
figure was once again lower than that recorded in the
previous year (37.8% in 2016). The declining trend of
recent years persisted. This meant that the total number
of female trainees in proportional terms was 4.0 per-
centage points lower than it had been at the start of the
2000s. According to the Applicant Survey carried out by
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the Federal Employment Agency (BA) and the Federal
Institute for Vocational Education and Training (BIBB),
the reasons for this gender imbalance also have much

to do with different occupational wishes. Women are
primarily interested in commercial and service occupa-
tions and are disproportionately more likely to wish to
enter school-based vocational education and training.
The proportion of females in the liberal professions in
2017 is 92.5%. This represents a decline compared to the
past two years, but the figure remains relatively constant.
The same applies to the area of housekeeping, in which

9 out of 10 trainees (89.4%) are female. In the area of
responsibility of the public sector, women have also had
above-average representation since 1999, reaching levels
of between 63% and 65%. There has been a significant
increase in this regard over the course of time com-
pared to the figure for 1992 (50.7%). A different picture
emerges in the major areas of responsibility of trade and
industry and the craft trades, in which the proportions
of women have traditionally been significantly lower.

A falling trend has been discernible in the area of trade
and industry since the 1990s (43.5% in 1996, 35.7% in
2017). Strong declines of this nature are not revealed for
the proportion of women in the craft trades if a long-term
comparison is undertaken. Although the 2017 figure

was relatively low at 20.3%, this contrasts, for example,
with a rate of 19.3% recorded in 1996. In 2017, over half
of all female trainees in the dual system (50.8%) were
distributed across only 9 occupations. The spectrum for
male trainees encompassed 16 occupations and was thus
appreciably wider.

Proportion of foreigners in dual training
occupations

The number of foreign nationals as a proportion of
trainees has declined sharply since the beginning of the
1990s. Whereas foreigners made up 8% of all trainees
in 1994, this proportion had virtually halved by 2006
(4.2%). This declining trend has reversed over recent
years, and a constant increase has been recorded since
2007. The proportion of foreign nationals reached 8.6%
in 2017 (113,238 trainees), the highest figure recorded
since 1992. This development is likely to have been main-
ly driven by an increase in the number of refugees. Over
the past few years, there has been in particular a signifi-
cant increase in the total number of trainees holding the
nationality of a (non-European) country of asylum-seek-
er origin. The proportion of foreign nationals has risen in
all areas of responsibility compared to the previous year.
The clearest rises between 2016 and 2017 once again
occurred in the craft trades (8.8% in 2016, 10.9% in
2017, +2.1 percentage points), in housekeeping (6.7%
in 2016, 8.2% in 2017, +1.5 percentage points) and in
the area of trade and industry (6.3% in 2016, 7.3% in
2017, +1 percentage point). The highest proportion of

foreign nationals, 13.4%, is still to be found in the area of
the liberal professions.

Age of trainees

The average age of trainees concluding a new training
contract has risen virtually continuously over the last

two decades. Although differences in the surveying and
calculation method mean that values prior to and after
2006 are not directly comparable, an increase in average
age is revealed both for the period from 1993 (18.0) and
2006 (18.8) as well as for the time between 2007 (19.1)
and 2017(19.9). In 1993, more than half of trainees con-
cluding a new training contract were aged below 18. By
the 2017 reporting year, this figure had fallen to 26.2%.
The rise in the average age of trainees concluding a new
training contract has been caused by longer periods of
schooling at lower secondary level as trainees increas-
ingly achieve higher school leaving qualifications and by
longer durations of transition to VET. In the case of newly
concluded training contracts, the average age of women
in the 2017 reporting year was, as in most previous years,
only slightly higher than that of men (20.0 years as op-
posed to 19.8 years). The average age of trainees (newly
concluded contracts) not in possession of a German pass-
port was 22.0 years. This was more than two years higher
than trainees who were German nationals (19.6 years).

AL.3 Prior learning of trainees with a
newly concluded contract

These statistics define newly concluded training contracts
as being contracts which commenced and were entered
into in the 2017 reporting year and which had not been
dissolved by 31 December. Three types of prior learn-

ing are mapped for all trainees. These are information
regarding the highest general school leaving qualification
achieved, information regarding prior participation in

a vocational preparation scheme or in basic vocational
training, and information regarding previous vocational
education and training.

Highest general school leaving qualification
achieved by trainees with a newly concluded
training contract

The trend of recent years towards higher qualifications
continued in the 2017 reporting year in respect of the
general school leaving qualifications obtained by train-
ees in the dual system. Trainees with an intermediate
secondary school leaving certificate still account for

the largest school qualifications group within dual VET
(214,236 newly concluded contracts in 2017). However,
significant shifts have taken place at the upper and lower
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Figure Al.3-1: Prior school learning of trainees with a newly concluded training contract 2009 to 2017 (in %)’

2017 4.7
2016
2015
2014 28.1
2013
2012 30.8
2011 31.9

32.9

2010

2009 . 33.1
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. Not achieved lower secondary school leaving certificate

. Intermediate secondary school leaving certificate

29.2

28.7

20.3
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Lower secondary school leaving certificate

Higher education entrance qualification

* Qualifications acquired abroad which cannot be aligned and missing information regarding school leaving qualification were not included in the percentage calculations.

Source: “Trainee Database" of the Federal Institute for Vocational Education and Training based on data from
the Vocational Education and Training Statistics of the Federal Statistical Office and the statistical offices
of the federal states (survey as of 31 December), reporting years 2009 to 2017. (Previous year's figures
needed to be used for Bremen for the 2015 reporting year because no data reporting took place).

(alculations by the Federal Institute for Vocational Education and Training.

edge in recent years. 148,029 new training contracts
were concluded with the group of trainees in posses-

sion of a higher education entrance qualification. This
represented an increase. Conversely, the number of new
contracts concluded with trainees with a lower secondary
school leaving certificate continued to decline (see Figure
A4.3-1).

Differentiations emerge if consideration is given to the
distribution of school qualifications of trainees with new-
ly concluded training contracts in 2017.

» By federal states: The proportion of new training
contracts concluded by young people with an inter-
mediate secondary school leaving certificate was sig-
nificantly higher in eastern Germany than in western
Germany (48.6% as opposed to 41.3%). In western
Germany, on the other hand, there was a higher pro-
portion of trainees in possession of the lower second-
ary school leaving certificate (25.1% as opposed to
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22.2%), and the share of trainees with a higher educa-
tion entrance qualification was also more pronounced
(30.0% versus 25.0% in eastern Germany).

By gender of the trainees: In 2017, 35.5% of female
trainees concluding a new training contract were in
possession of a higher education entrance qualifica-
tion. The corresponding figure for male trainees was
only 25.4%. On the other hand, 28.0% of men had a
lower secondary school leaving certificate, whilst this
was true for only 19.3% of women. Proportions of
trainees with an intermediate secondary school leav-
ing certificate were virtually identical (men 42.1%,
women 42.7%).

Trainees without a lower secondary school
leaving certificate

In the 2017 reporting year, 18,729 training contracts
were reported as being concluded with trainees who
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had failed to achieve a lower secondary school leaving
certificate. This proportion has risen to a significant-

ly greater degree amongst trainees who are foreign
nationals (10.5% in 2017 versus 6.5% in 2016) than
amongst trainees who are German nationals. In the latter
case, the proportion remains almost unchanged (3.0%
in 2017 as opposed to 2.9% in 2016). Trainees without

a lower secondary school leaving certificate exhibited a
comparatively high average age of 20.6 years. Trainees
without a lower secondary school leaving certificate are
heavily underrepresented in most areas of responsibility.
In 2017, almost a third (31.1%) of new contracts in the
area of responsibility of housekeeping were concluded
with trainees who had not achieved the lower secondary
school leaving certificate. As in the previous years, the
most popular occupation amongst trainees without a
lower secondary school leaving certificate was sales as-
sistant for retail services, in which 5.9% of new contracts
were concluded for this group.

Trainees with a lower secondary school
leaving certificate

The number of new training contracts concluded by
young people in possession of a lower secondary school
leaving certificate has been in significant decline for
years, and a new low point of 125,136 was reached in
the 2017 reporting year. Differentiation by the individual
areas of responsibility shows that trainees with a lower
secondary school leaving certificate are still more likely
to enter the craft trades (39.8% in 2017, although this
represents a significant fall compared to the figure of
53.7% recorded in 2009), housekeeping (50.7%) and
agriculture (29.8%). In 2017, the two-year training
occupation of sales assistant for retail services, in which
10,665 new contracts were concluded (8.5%), was once
again the most popular option for trainees with a lower
secondary school leaving certificate.

Trainees with an intermediate secondary
school leaving certificate

Over the past few years, young people in possession of an
intermediate secondary school leaving certificate have
constantly formed the largest group of types of school
qualification. In 2017, the total number of new training
contracts concluded with young people with an interme-
diate secondary school leaving certificate was 214,236.
Because of their numerical dominance, intermediate sec-
ondary school leavers are also more likely to be strongly
represented in the individual areas of responsibility. One
exception in this regard is housekeeping, where they
make up only 14.9% of training entrants. By way of con-
trast, the proportion of intermediate secondary school
leavers in the liberal professions is 54.7%, an unusually

high figure. In 2017, the shares of intermediate second-
ary school leavers in the two major areas of responsibility
of trade and industry and the craft trades were 41.4% in
each case.

Trainees with a higher education entrance
qualification

Unlike the proportion of training entrants with a lower
secondary school leaving certificate, the share of trainees
in possession of a higher education entrance qualifica-
tion has been rising for a number of years. In 2017, the
number of newly concluded training contracts increased
once more to reach a new record high of 148,029. Within
the individual areas of responsibility, the proportion of
trainees in possession of a higher education entrance
qualification fluctuates significantly in some cases. In

the public sector, for example, more than half of all new
training contracts (55.5%) in 2017 were concluded with
trainees who had achieved a higher education entrance
qualification. There was also strong representation in the
area of trade and industry (35.5%). On the other hand,
trainees with a higher education entrance qualification
were much less likely to be represented in the area of
housekeeping in particular (3.4%).

AL .4 Trainees with prior participation
in vocational preparation and basic
vocational training

The transitional sector enables young people who do not
fulfil the prerequisites for the commencement of voca-
tional education and training or cannot find a training
place for other reasons to improve their individual
competencies with a view to entering training or employ-
ment. Nevertheless, these education and training courses
do not lead to a full vocational qualification.

The number of entrants to the transitional sector
declined steadily (by around 40%) between 2005 and
2014. A more favourable training market situation and
demographic developments were particular reasons

for this. An increase began to occur once more from
2015 onwards. This rise was mainly caused by a greater
influx of refugees, who progressed to programmes in the
transitional sector in order to improve their knowledge of
the German language in particular. In the case of newly
concluded training contracts in the dual system, which
are preceded by vocational preparation or basic voca-
tional training, there is a time delay before this increase
in the transitional sector is revealed. Tendencies in this
direction are discernible in the 2017 reporting year.
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Of the total of 515,679 new training contracts concluded
in the 2017 reporting year, 46,269 were registered as
involving participation in a measure in the transitional
sector. This means that the proportion of young people
who completed a vocational preparation measure and/
or basic vocational training prior to training rose slightly
compared to the previous year to 9.0% (as opposed to
8.9% in 2016). See Table A4.4-1 in this regard.

Especially in the light of the frequently bemoaned lack
of apprenticeship entrance maturity displayed by young
people and the necessary second chance qualification
this entails, it seems useful to undertake a differentiated
consideration of general school leaving qualification in
connection with participation in vocational preparation
training and basic vocational training. Although school
leaving qualifications do not constitute a formal prereg-
uisite for entry to VET pursuant to the BBiG/HwO, it has
been shown that school leavers in possession of the lower
secondary school certificate or without any qualification
are significantly less likely to progress to training imme-
diately upon completion of general schooling. The signif-
icant differences, which emerge from a consideration of
proportions of vocational preparation training and basic
vocational training differentiated according to general
school leaving qualification, thus come as little surprise.
In 2017, around a fifth (20.4%) of trainees without a
lower secondary school leaving certificate who conclud-
ed a new training contract had previously completed

a measure in the transitional area. The proportions of
those in possession of a lower (14.4%) or intermediate
(7.7%) secondary school leaving certificate remained at
the levels of the previous year. As expected, proportion-
al values fall in line with the rising level of the general
school leaving qualification achieved by the trainees. The
lowest proportion, 4.5%, was recorded for those with a
higher education entrance qualification.

Differences are also found if a comparison is made
between proportions of prior vocational preparation

and basic vocational training amongst newly concluded
contracts for women and men. As in the previous year,
one in ten (10.2%) male trainees had previously complet-
ed such a measure. The corresponding figure for women
was 7.0%. Differences relating to nationality (Germans/
foreign nationals) in connection with prior participa-
tion in measures in the transitional sector are amplified
compared to the previous year. 11.8% of trainees without
German nationality had previously completed vocational
preparation or basic vocational training measures (10.5%
in 2016). The corresponding figure for German nationals
was 8.6% (as opposed to 8.8% in 2016).

A4.5 Training place applicants of the
Federal Employment Agency - situation
of groups which are significant in
educational policy terms

Training place applicants have a higher risk of not find-
ing a training place and of remaining outside training
provision for the long term, if they wish to commence a
programme of training at an earlier point in time than
the current training year (unplaced applicants from
previous years), if they have a migration background or if
they are applicants who have broken off contact with the
Federal Employment Agency (BA) and whose destina-
tion is unknown. For this reason, they are considered
important educational policy target groups, and the focus
is on supporting them in making the transition to train-
ing. Analyses of the BA training market statistics show
that information regarding destination is more likely

to be absent for applicants who have a background of
forced migration. Such applicants are also less likely to
commence training.

Every two years, the Federal Institute for Vocational
Education and Training (BIBB) joins forces with the BA
to conduct a representative survey of young people and
young adults who were registered with the BA as training
place applicants in the placement year. The aim is to
improve the data situation relating to registered training
place applicants and to obtain information on applicant
groups, which are relevant to educational policy. The BA/
BIBB Applicant Surveys'! are carried out at the instruc-
tion of the Federal Ministry of Education and Research
(BMBF) and take place after completion of the respective
current placement or reporting year of the BA (30.09.).
The high educational policy significance attached to the
topic of integration of refugees into vocational education
and training means that training place applicants with

a migrant background and the sub-group of applicants
from a refugee background both constitute a central
target group. For this reason, the BA’s training reporting
has additionally been surveying since 2016 whether a mi-
grant background is in place in respect of applicants who
are third-country nationals (persons within the context
of refugee migration). Refugee background is recorded
via the residence permit of the training place applicants.

11  Aswas the case with previous Applicant Surveys, the 2018 BA/BIBB Appli-
cant Survey is a written postal representative survey of young people and
young adults who were registered with the Federal Employment Agency (BA)
as training place applicants. However, the 2018 BA/BIBB Applicant Survey
was different in that it only included applicants who, according to the BA's
training statistics, were not from a refugee background. Applicants from a
refugee background were surveyed separately within the scope of the 2018
BA/BIBB Forced Migration Survey.
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The group of applicants with a migrant and
refugee background

According to the training market statistics of the BA,

17% of registered training place applicants in the 2018
reporting year held a foreign nationality. 7% of these
were third-country nationals who were categorised as ap-
plicants from a refugee background on the basis of their
residence permit. Most of the refugee applicants hold
foreign qualifications which have either not been recog-
nised in Germany or are still undergoing the recognition
procedure. It may also be the case that no application for
recognition has yet been made.

Evaluations of the 2018 BA/BIBB Applicant Survey and
of the 2018 BA/BIBB Forced Migration Survey showed
that 30% of applicants in the 2018 reporting year were
from a migrant background but not from a refugee back-
ground. A further 6% were from a refugee background.
The total number of migrants as a proportion of regis-
tered applicants in 2018 was thus 36%, more than twice
as high as the proportion of applicants holding foreign
citizenship. The proportion of applicants from a migrant
background has risen considerably over the past years. It
grew from only 20% in 2004 to 29% in 2016. A further
significant increase occurred from 2016 to 2018. The ris-
ing proportions of refugees amongst registered applicants
are a further reason for this latest development.

AL.6 Regional mobility

Mobility of trainees - results of the
Employment Statistics

The mobility of young people may help to alleviate
regional imbalances between supply and demand on the
training market. Another possible consequence, how-
ever, is that significantly more training place applicants
may be active in regions which young people perceive

as being attractive in terms of the provision on offer and
may indeed outnumber the applicants from the region
itself. Mobility may thus also cause ratios on the training
market to worsen insofar as local training applicants do
not display the same degree of mobility willingness as
potential applicants from outside the area. Information
on the mobility of young people can be obtained from the
Employee Statistics of the Federal Employment Agency
(BA). However, the mobility rendered visible in the BA
Employee Statistics merely reflects successfully realised
mobility in cases where young people do not change their
main place of residence following commencement of a
training programme outside their immediate region.

During the reporting period, around 109,700 of the
1,602,700 trainees, or 6.8%, did not live in the same
federal state as their company providing training was
located. Mobility willingness effectively activated — which is
measured against the unknown number of young people
contained in the official statistics who are potentially
interested in training and who make both successful and
unsuccessful applications outside their region — must be
estimated as being even higher than successfully realised
mobility. This figure is then in turn exceeded by the
number of persons with latent mobility willingness, a cat-
egory which encompasses everyone prepared to consider
training place provision outside their own home region in
the event of experiencing difficulties in the search for an
apprenticeship.

Mobility actually realised between federal
states

As a result of mobility across the federal states, larger
proportions of available training places in the city states

in particular are filled by residents from outside the state.
The proportions of trainees who commute in are 38.4%

in Bremen, 32.4% in Hamburg and 20.4% in Berlin.
Although the city states also have trainees who commute
out (Bremen 16.1%, Hamburg 13.1%, Berlin 9.1%), the
rate of incoming commuters is significantly higher. From
the perspective of the young people, the states in which
mobility particularly reduces pressure on training markets
are Brandenburg (19.6% of trainees living in Brandenburg
are completing their training in Berlin), Schleswig-Hol-
stein (11.3% in Hamburg), Saxony-Anhalt (3.2% in Lower
Saxony and 3.0% in Saxony), Lower Saxony (2.5% in
Hamburg and 3.4% in Bremen) and Thuringia (3.1% in
Bavaria, 2.0% in Hessen, and 2.5% in Saxony). In these
cases, the rates of trainees commuting out into other feder-
al states are significantly higher than the rates of those
commuting in from other states. The states in which most
resident trainees actually also receive their training are Ba-
varia and North Rhine-Westphalia (each 97.1%), followed
by Baden-Wiirttemberg (95.9%).

AL.7 Regarding the question as to why
occupations are not chosen

Young people’s career choice has long been an object of
research in various disciplines.

The focus in this regard is mostly on creating harmony
between the interests and abilities of the young people
and the requirements of the respective occupations. Less
attention thus far has been devoted to aspects such as the
characteristics of occupations which might deter appli-
cants from entering them. However, so-called aversion
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Figure AL.7-1: Aversive characteristics which applicants avoid when choosing an occupation, by gender® (in %)

Always doing the same things

(onfronted with illnesses and diseases

Lot of noise
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Shift work

Using foreign languages

Physical exertion

Getting dirty

Bearing a lot of responsibility
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None of the above

Total

50
50
48
48
54
39
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49
37
34
42
30
26
36
28
26
30
17
14
20
16
13
21

10 20 30 40 50 60 70 80
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90 100

' Respondents who failed to indicate individual characteristics or the “none of the above" option were excluded from the analysis. Multiple responses were possible.

Source: 2018 BA/BIBB Applicant Survey; calculations by the Federal Institute for Vocational Education and Training (weighted)

factors are highly significant in terms of deliberating
whether a certain occupation is a possible option for

young people. Some of the current matching problems
on the training places market are of an occupationally

specific nature. One of the ways in which this is man-
ifested is that some training occupations are facing a

VET Data Report Germany 2019

lack of demand, meaning that some available training

places in these occupations cannot be filled. There may
be false ideas regarding the task contents of individual
occupations, or else aversive factors may be ascribed to

them. Another aspect exerting an effect is the perception

of an absence of characteristics that would enhance the

attractiveness of the occupations in question.
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Aversive characteristics

A survey covering 10 potentially aversive characteris-
tics revealed that monotony of task contents was the
drawback most frequently stated. This represents an
occupational exclusion criterion for half of the respond-
ents. Almost as many of the survey participants (48%)
felt that confronting the illnesses of other people was

an aversive characteristic. Nearly 4 in 10 rejected the
notion of working in an occupation in which they would
be subjected to a high degree of noise nuisance. The
next factors in descending order were characteristics
relating to working time in the form of necessity for large
amounts of overtime (37%) and shift work (30%). As
Figure A.4.7-1 illustrates, there are also clear differences
between men and women with regard to the evaluation
of aversive factors.

Indispensable characteristics

Alongside characteristics which young people take into
account when deciding against an occupation, career
choice is also informed by factors which they view as
being indispensable criteria for an occupational activity.
The characteristic most frequently stated to be indispen-
sable is that an occupation must offer good labour market
opportunities (70%). The career opportunities provided
by an occupation followed some distance behind (56%).
Almost the same amount of respondents (55%) thought
that it was vital to be able to work with people, and just
over half (52%) wished to be able to bring their own
ideas and suggestions into the workplace.

A5 Training contracts

A5.1 Newly concluded training
contracts in the Vocational Education
and Training Statistics

Training contracts commenced in the calendar year and
undissolved as of 31 December are recorded as “newly
concluded training contracts” by the Vocational Edu-
cation and Training Statistics of the Federal Statistical
Office and the statistical offices of the federal states. The
term “newly concluded training contracts” as applied
within the scope of the VET Statistics differs in many
regards from the definition of newly concluded train-
ing contracts as recorded by the BIBB survey as of 30
September. In the two surveys, these terms differ both in
respect of the time reference and with regard to the fact
that the VET Statistics count newly concluded contracts
at the point when training is commenced rather than
upon their conclusion.

A total of 515,679 new training contracts which had not
been dissolved as of 31 December 2017 were entered into
the 2017 reporting year. This represents a slight rise of
1.1% (509,997) in the number of new training contracts
compared to the previous year. Development vis-a-vis

the previous year varied between the federal states from
-3.3% (Saarland) to +4.7% (Saxony).

Part-time training contracts

Pursuant to § 8 Paragraph 1 Clause 2 BBiG, part-time
vocational education and training contracts are VET con-
tracts in which daily or weekly training time is shortened.
In the 2017 reporting year, they still only accounted for

a very small proportion of 0.4% of all newly concluded
training contracts. Only 2,223 new training contracts
were reported as being part-time VET contracts. Their
proportion did not exceed 1.1% in any federal state.

Within the VET Statistics for the 2017 reporting year,
19.2% of all newly concluded contracts were reported
as being shortened by at least six months (not including
follow-up contracts). Above-average rates of shortening
of training contracts were reported from Baden-Wiirt-
temberg, where the figure was 26.7%, and from Ham-
burg and Bavaria, each approximately 22.6%. In overall
terms, these shortenings were disproportionately likely
to be recorded in the area of responsibility of agriculture
(31.8%), but in individual federal states they were also
observed in other areas of responsibility.

Newly concluded contracts with previous VET

Alongside other reasons such as prior participation in
basic vocational training or vocational preparation, pre-
vious vocational education and training may constitute

a further cause for shorter training contracts. Clear dif-
ferences with regard to previous VET emerged between
the federal states and between the areas of responsibility.
Above average proportions were revealed in eastern
Germany in particular (between 12.6% and 17.1%). In
overall terms, relatively high proportions of new training
contracts following prior VET were recorded in the craft
trades (national average 17.8%).

Training entrants and other types of newly
concluded contracts

If training entrants are also delineated by agreed du-
ration of contract rather than merely by information
regarding previous vocational education and training,
approximately 89% of new contracts can be identified as
having been concluded by entrants. The remaining 11%
are distributed across those who have already successful-
ly completed a course of VET (around 4.7%) and those
who switch contracts (6.5%). Figure A5.1-1 provides a
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Figure A5.1-1: Training entrants and other types of newly concluded training contracts, Germany 2017
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Source: BIBB “Trainee Database"” provided by the Federal Statistical Office based on data from the Vocational Education
and Training Statistics of the Federal Statistical Office and the statistical offices of the federal states (survey as of 31 December),
2017 reporting year. (alculations are delineations made by the Federal Institute for Vocational Education and Training

(characteristic follow-up contract registered).

summary of how newly concluded training contracts are
distributed across training entrants and other types of
contracts (non-entrants).

A5.2 Premature dissolution of training
contracts??

The topic of premature contract dissolutions has been an
object of debate in dual vocational education and train-
ing since the 1980s, when there was a steep rise in such
dissolutions. The reduction of contract dissolutions or the
avoidance of training dropouts in dual VET continues to
form part of the educational policy agenda and is gaining
considerable attention, especially also against the back-
ground of a feared shortage of skilled workers. Premature
contract dissolutions in dual VET usually take place in
the form of a termination agreement or via the giving of
notice. Not every contract dissolution means complete

12 Prematurely dissolved training contracts are defined as contracts which are
terminated before expiry of the period of training stated.
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discontinuation of dual VET. Around half of all persons
who prematurely dissolve their contract subsequently
conclude a new training contract in the dual system.

In the 2017 reporting year, 145,998 training contracts
were dissolved nationally prior to the expiry of the train-
ing time stated in the contract, accounting for 25.7% of
the number of training contracts commenced. A consid-
eration of the time which elapses between the beginning
of training contracts and premature dissolution shows
that, as in previous years, the dissolution of about two
thirds of dissolved training contracts happens within the
first year following commencement of training. 33.6% of
all contract dissolutions occurred during the probation-
ary period and 32.8% after the probationary period but
within the first 12 months following commencement of
training. A large proportion of dissolutions, 23.6%, also
took place in the second year of the contract. More than
24 months had elapsed since the start of the contract in
the case of 10% of dissolutions.

Contract dissolutions are predominantly viewed as a
phenomenon of the failure of trainees. However, more
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recent analyses show that company and occupational
characteristics exert a significant effect on the risk of
dissolution alongside the school leaving qualification.
The descriptive results presented here should not be
interpreted as causal. If, for example, average dissolution
rates happen to be very high in the case of young people
with a lower secondary school leaving certificate or in
occupations in the craft trades sector, this does not mean
that the lower secondary school leaving certificate or the
craft trades sector are the inherent reason for the higher
risk of dissolution. The causes of contract dissolutions are
multifarious and complex. Young people in possession
of the lower secondary school leaving certificate are, for
example, more likely to be found in more unstable train-
ing arrangements. They are also less likely to be working
in their preferred occupation, and this leads to a higher
risk of dissolution. The craft trades contain significantly
higher proportions of trainees with lower school leav-
ing qualifications than the area of trade and industry.
The craft trades sector also tends to be characterised by
small-company structures. Both of these aspects increase
the risk of dissolution.

If trainees or companies providing training are directly
asked about the reasons for premature contract disso-
lutions, the various studies largely arrive at consistent
findings. Depending on whether (former) trainees or
companies providing training are surveyed, the reasons
given for contract dissolutions or for considering the idea
of a contract dissolution are company training conditions
or training performance of the young people. If compa-
nies or trainers are asked, the main reasons stated lie
within the scope of responsibility of the young people.
Examples include flawed vocational orientation or career
choice, poor motivation (periods of absence, insufficient
identification with the company), and lack of persever-
ance and effectiveness on the part of the trainees (inad-
equate performance at the company, inability to cope).

If young people or (former) trainees are surveyed, they
predominantly make mention of company reasons such
as conflicts with trainers and line managers and insuffi-
cient quality of training (employment instead of training,
poor imparting of training contents). They also cite work-
ing conditions including unpaid overtime, inconvenient
working times and provisions for paid leave. Occupa-
tion-related reasons are predominantly given by those
who state that they have been unable to realise their pre-
ferred occupation or who imagined that the occupation
would be different. Nevertheless, consideration needs to
be accorded to the fact that asking about reasons directly
does not constitute a cause analysis. As the findings show,
there is a risk of retrospective justifications and instances
of the mutual attribution of blame.

A5.3 Final examinations in vocational
education and training and pass rates

At the end of the training time, final examinations are
held in all recognised training occupations in the dual
system pursuant to the Vocational Training Act (BBiG)

or the Crafts and Trades Regulation Code (HwO). Their
purpose is to provide evidence that the requisite em-
ployability skills have been achieved by determining
whether candidates have acquired the skills, knowledge
and competencies necessary for the awarding of certifica-
tion and for the qualified exercising of the occupation in
which training has taken place (pursuant to § 38 BBiG/

§ 32 HwO). If the final examination is not passed, it may
be resat on a maximum of two occasions (§ 37 Paragraph
1 BBiG/§ 31 Paragraph 1 HwO).

Final examinations of trainees and pass rates
in time comparison terms

Table A5.3-1 shows the development of participations
and candidates in final examinations by trainees in dual
VET and pass rate indicators since 1993. Considerable
amendments to data collection mean that values before
and after 2007 are not fully comparable. Further
particular characteristics in individual years also make it
more difficult to conduct a time comparison. A decrease
in the number of examination participations could be
observed for most of the years considered. The table
contains two pass rates. The first of these (PR I) relates to
all examination participations. If resits take place, this
rate will be lower than the second pass rate (PR II),
which relates to all examination candidates.

Infobox

2 pass rates for the final examinations can be calculated
on the basis of the Vocational Education and Training Statis-
tics. Each of these relates to the reporting year.

PR | The amount of examinations passed as a proportion of
all examination participations in a reporting year.

PR I = (number of final examinations passed: number of all
examination participations) * 100

PRIl .- The number of trainees who have passed exam-
inations as a proportion of all examination candidates in a
reporting year.

PRII . : = (number of final examinations passed: number
of all examination candidates) * 100
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Table A5.3-1: Final examinations in dual vocational education and training - participations, candidates and pass
rates 1993 to 2017, Germany

Final examination Including:
(in absolute terms)’ Resit? Examinations passed
0
Year . . In % of all L) b of In % of exam-
Examination Examination . examination . )
AT . Absolute terms examination Absolute terms ST ination candi-
participations candidates s . participations
participations (PR1) dates (PR 11)3

1993 612,330 = 53,148 8.7 527,370 86.1 94.3
1994 637,107 = 58,773 9.2 544,560 85.5 94.2
1995 592,503 = 59,403 10.0 502,674 84.8 94.3
1996 576,699 = 57,153 9.9 488,244 84.7 94.0
1997 573,288 = 59,238 10.3 482,247 84.1 93.8
1998 577,584 = 62,685 10.9 487,179 84.3 94.6
1999 576,855 = 58,719 10.2 491,238 85.2 94.8
2000 588,603 = 57,468 9.8 502,578 85.4 94.6
2001 597,288 = 58,749 9.8 514,005 86.1 95.4
2002 602,331 = 60,267 10.0 513,444 85.2 94.7
2003 590,775 = 60,702 10.3 504,273 85.4 95.1
2004 574,962 = 61,422 10.7 492,837 85.7 96.0
2005 560,016 = 60,501 10.8 477,789 85.3 95.7
2006 559,299 = 54,825 9.8 479,574 85.7 95.1
2007" = = = = = = =
2008! 504,438 494 685 29,193 5.8 454,851 90.2 91.9
20097 519,609 509,667 30,804 5.9 468,852 90.2 92.0
2010 535,791 523,461 32,850 6.1 479,031 89.4 91.5
2011 531,501 517,119 38,523 7.2 476,580 89.7 92.2
2012 495,213 482,064 34,731 7.0 445,443 89.9 92.4
2013 478,374 465,714 32,700 6.8 430,275 89.9 92.4
2014 470,868 458,778 32,769 7.0 424,029 90.1 92.4
2015 460,602 448,152 32,028 7.0 414,543 90.0 92.5
2016 Ll 207 431,667 31,008 7.0 399,798 90.0 92.6
2017 435,042 423,339 29,409 6.8 392,685 90.3 92.8

1 All examination participations (only final examinations, not part examinations) were recorded until the 2006 reporting year. Until 2006, therefore, external examinations
(between about 21,000 and 30,000 a year) and retraining examinations in the craft trades were also included alongside final examinations taken by trainees. 2008 is
the first reporting year for which the number of examination participations can be identified on the basis of the recording of individual data.

2|n 2008 and 2009, only one resit - the final resit — was recorded in each case. For this reason, both the number of examination participants and the number of resits are
likely to have been under reported. All resits are recorded from the 2010 reporting year onwards.

3 Until 2006, PR 11 could only be recorded via aggregate data on the basis of a broad approximate value for the number of examination candidates (number of examination
candidates = number of final examinations minus number of resits). Presumably, this led to an underestimation of the number of examination candidates and to an
overestimation of PR 1.

% No examination data was published for 2007 due to considerable problems in reporting. Wide-ranging adjustments to the vocational education and training statistics
mean that no direct comparison can be made between values before and after 2007.

Source: “Trainee Database” of the Federal Institute for Vocational Education and Training based on data from the

Vocational Education and Training Statistics of the Federal Statistical Office and the statistical offices of the

federal states (survey as of 31 December), reporting years 1993 to 2017 (maritime sector is only included

until 2006; previous year's figures needed to be used for Bremen for the 2015 reporting year because

no data reporting took place). Absolute values are rounded to a multiple of three for data protection reasons.

(alculations by the Federal Institute for Vocational Education and Training. VET Data Report Germany 2019
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Examination participation and pass rates
2017 - first and resit examinations

Trainees are admitted to the final examination if they
have completed the regular or contractually stipulated
period of training (“scheduled admission” pursuant

to § 43 Paragraph 1 BBiG/§ 36 Paragraph 1 HwO). If
the training period is extended in order to achieve the
training objective (§ 8 Paragraph 2 BBiG/§ 27b Para-
graph 2 HwO), then admission to the final examination
accordingly takes place at a later date. Admission may,
however, also take place prior to expiry of the regular
period of training if a trainee produces particularly good
levels of performance (“early admission” pursuant to § 45
Paragraph 1 BBiG/§ 37 Paragraph 1 HwO).

In the 2017 reporting year, scheduled admission was
reported for just over 90% of all candidates for a final ex-
amination. The pass rate is clearly shown to decline con-
stantly following each attempt at the examination (first
examination and second resit). In 2017, the average pass
rate for the first attempt at the examination was 92.1%.
The pass rate for all candidates who failed at the first at-
tempt and took a first resit in 2017 was only 67.9%. The
pass rate fell to as low as 52.6% for those attempting the
examination for a third time in 2017. A total of 30,654
candidates failed the examination in 2017.

Pass rate by gender and nationality

The pass rates for men (92.3% of candidates) and for
women (93.4% of candidates) were similarly high in
2017, although a slightly higher proportion of men
needed resits to achieve this. There is a clearer difference
between pass rates in the case of candidates who are
German nationals and those who are not. 93.3% of all
German candidates passed the final examination in 2017.
The corresponding pass rate for foreigners was only
84.8%. The differences in pass rates between Germans
and foreign nationals were particularly high in train-

ing occupations in agriculture (11 percentage points).
Differences in housekeeping were small (1.8 percentage
points), although the total number of foreign candidates
in these two areas of responsibility was very low.

Pass rates by general school leaving
qualification

Pass rates differ significantly by the highest general
school leaving qualification of the examination candi-
dates. In 2017, the pass rate amongst candidates who
had not achieved any school qualification higher than a
lower secondary school leaving certificate was 84.8%.
The rate was just under 10 percentage points higher
(94.4%) for those with the intermediate secondary
school leaving certificate. The pass rate for candidates in

possession of a higher education entrance qualification
was 97.8%. These higher pass rates were achieved even
if the proportion of resits was significantly lower. The
differences by general school leaving qualification are
similarly revealed in all areas of responsibility.

Participations in external examinations

As in the previous years, the 2017 reporting year saw

a decline in the number of participations in external
examinations!® (including resits). 26,490 external exam-
inations were conducted, just under 1,161 fewer or 4.2%
less than the level recorded in the previous year. The de-
cline in 2017 was caused by fewer participations by those
who had completed full-time school-based programmes
and by fewer participations by persons with occupation-
al experience. 21,300 externally admitted candidates
passed the examination in 2017 and were thus able to
acquire a qualified vocational qualification via this route.

A6 Training in the vocational
school system, in the public
sector and at institutes of higher
education

A6.1 School-based vocational education
and training

Vocational education and training at vocational schools,
referred to in abbreviated form as “school-based VET”,
describes a highly heterogeneous field. This construct
covers various forms of training, the common factor be-
ing that such training does not take place within the dual
system pursuant to the BBiG/HwO. Most school-based
VET lies within the area of cultural sovereignty of the
federal states and is thus governed by federal state law.
National framework agreements of the Conference of the
Ministers of Education and Cultural Affairs (KMK) are in
place for many training courses regulated by federal state
law. Alongside training courses governed by federal state
law there are, however, examples of training which come
under the jurisdiction of federal law (outside the BBiG/
HwO). There are, for instance, 17 occupations in the

13 Alongside the final examination following dual VET and after having con-
cluded a training contract in the dual system, the BBiG (and the HwO) offer
further possibilities for admission to the final examination conducted by the
competent body. Candidates may be admitted on the basis of occupational
experience (or upon submission of other evidence that employability skills
have been acquired). Competencies obtained via informal means may also
be recognised within this process. Secondly, candidates may be admitted to
the chamber examination if they have completed a school-based VET pro-
gramme which is the equivalent of a recognised dual training examination.
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Figure A6.1-1: Entrants in school-based VET accounts 2005 to 2018
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Source: “Integrated Training Reporting System" and “Integrated Training Reporting Flash Report” based on data provided
by the Federal Statistical Office, the Statistical Offices of the Federal Government and of the federal states and the

Federal Employment Agency, data status: 03.03.2021 and 15.03.2019, HEEQ = higher education entrance qualification

healthcare and geriatric nursing sector, which have their
basis in federal laws. Many of the healthcare, teaching
and social professions governed by both federal and fed-
eral state law are taught at the company (e.g. a hospital)
and at the learning venue of the school (such as a health-
care and nursing school). Applying the term “school-
based” VET to these training programmes, which are
actually structured more along “dual” lines, is therefore
misleading but is also established practice. There is also
a small number of recognised training occupations pursu-
ant to the BBiG/HwO in which training may take place at
full-time vocational schools via regulatory exemptions.
School-based training programmes are delivered at var-
ious types of school — full-time vocational schools, tech-
nical academies, specialised upper secondary schools,
trade and technical schools, healthcare sector schools
and part-time vocational schools. This differentiation
according to specific types of school has arisen over the
course of time and is codified under federal state law.

Around 216,000 young people commenced a programme
of school-based VET in 2018. Whilst the number of
entrants has remained stable since 2005, the individ-

ual training accounts have undergone highly different
developments (see Figure A6.1-1). The increase in the
number of entrants is largely due to the rise in the area
of the nursing professions. Demographic shifts have
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produced a rising requirement for skilled workers in the
sector, and this needs to be filled. There was also a clear
influx of nursery teachers. This can be viewed in connec-
tion with a legal right to a childcare place from the age of
one, which was introduced in 2013. The reasons for the
decrease in so-called assistant training programmes must
remain a matter of speculation. One possible assumption
is that the fall has been caused by their compensatory
nature. There was a significant decrease in the number
of young people, particularly as a result of demograph-

ic change. Firstly, this led to an improvement in young
people’s chances of finding a training place in the dual
system pursuant to the BBiG/HwO, meaning in turn that
there was less need for compensatory provision, whether
this be assistant training programmes or measures in

the transitional sector. A further reason that could have
caused a decline in “assistant training programmes” is
presumably the trend towards higher general education
qualifications.

Training in healthcare, education and social
occupations

Training in the healthcare, education and social occupa-
tions generally takes place at healthcare sector schools
or at full-time vocational schools and trade and techni-
cal schools. In approximately 50 occupations, around
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half of the pupils are trained in accordance with federal
state law regulations. The education laws of the federal
states form the statutory basis for this. National frame-
work agreements of the Conference of the Ministers of
Education and Cultural Affairs (KMK) are in place for
some of these occupations. The aim is for the jointly
agreed criteria and educational standards these contain
to secure the quality of the qualifications and thus create
the prerequisite for mutual recognition in the federal
states. In addition to this, there are 17 occupations based
on federal law regulation for which the federal ministries
are responsible. All occupations except for geriatric nurse
are regulated by the Federal Ministry of Health. The Fed-
eral Ministry of the Family, Senior Citizens, Women and
Young People is responsible for the profession of geriatric
nurse. Training programmes leading to a qualification
under federal state law do not form part of the health-
care, education and social occupations described above.
These federal state-regulated training courses mostly
culminate in a “state certified assistant” qualification
(sometimes referred to as “state recognised”) and are
thus frequently designated as so-called “assistant train-
ing”. Such programmes are usually aimed at pupils who
have achieved an intermediate secondary school leaving
certificate. This field is characterised by a wide range of
different training programmes. Classic areas of provision

include laboratory technology, communication and de-
sign technology, secretarial work, and foreign languages.

A6.2 Training in the public sector

In the public sector, training takes place in special public
sector occupations as well as, for example, in occupations
which are registered with the chambers of commerce

and industry and chambers of crafts and trades and in
healthcare occupations. The human resources statistics
of the Federal Statistical Office also count civil servants in
preparatory training, candidates and aspirants as staff in
training.

According to this extended delineation, around 218,700
persons were in training in the public sector as of the
cut-off date of 30 June 2017. As a ratio of the full-time
equivalent of employees in the public sector subject to
mandatory social insurance contributions, the 81,400
trainees represent a training rate of 3.3% as of the cut-off
date of 30 June 2017. The training rate in the public
sector has fallen in overall terms since the year 2000 (see
Figure A6.2-1).

Figure A6.2-1: Development of training rates in the public sector 2000 to 2017 (in %)
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A7 Company participation in
training

A7.1 Training participation and training
rate

Participation by trade and industry in the company-based
training of young people and young adults stabilised in
the 2017 reporting year. The negative trend of the last

10 reporting years thus appears to have ended, at least in
average terms. This is demonstrated by indicators such as
the training participation rate and the training rate. This
result has evidently been achieved by dint of the fact that
company-based training has once again become aligned
with the general development of numbers of compa-

nies and employees, although this does not apply to all
company size categories, economic sectors and federal
states. According to the Employee Statistics of the Federal
Employment Agency (BA), around 427,000 companies
out of just over 2.2 million companies with at least one
employee subject to mandatory social insurance contri-
butions were participating in the vocational training of
young people as of 31 December 2017. Compared to the
previous year, this represented an increase of just under
1,000 or 0.2% in the number of companies providing

training. By way of contrast, the total number of com-
panies increased by 10,000 (0.5%) compared to the
previous year. This was a slightly weaker rise than in the

preceding year. The training participation rate stabilised
at alevel of 19.8%. The training rate was 4.9% and thus
remained constant compared to the previous year. Fur-

ther data is presented in Table A7.1-1.

Measured by the current requirement for skilled workers
and by new supply of training places, company-based
training obviously continues to be an important recruit-

ment measure in Germany for companies seeking to

acquire the long-term services of skilled workers they

have trained themselves. However, companies and

firms still find it difficult to participate in the training
of young people. The following results are based on the
BIBB Establishment Panel on Training and Competence
Development. This is a regular annual survey which is

used to collect representative longitudinal data on the

training activities of companies in Germany. Selection

of the companies takes place using a disproportionately
stratified random sample of the statistical population of
all companies with at least one employee subject to man-
datory social insurance contributions.

The 2018 wave of the BIBB Training Panel shows, for
example, that only 427,000 out of a total of 2.16 million

Table A7.1-1: Employees, trainees and training rates by company size categories between 2007, 2016 and 2017

in Germany
Employees
007 206 2017 0%
. . 2017
Company size categories
abs. abs. abs. in %

2,459,157 2,472,100 2,466,248 -0.2
2,256,110 2,485,206 2,514,435 1.2
4,715,267 4,957,306 4,980,683 0.5
2,534,591 2,988,424 3,046,150 1.9
3,748,393 4,511,601 4,640,949 2.9

1-4 Employees
5-9 Employees
Smallest category of company
10-19 Employees
20-49 Employees
Small companies 6,282,984 7,500,025 7,687,099 2.5
3,241,608 3,827,035 3,925,863 2,6
4,327,987 5,066,866 5,207,109 2.8
7,569,595 8,893,901 9,132,972 2.7

50-99 Employees
100-249 Employees
Medium-sized companies

Small/medium-sized
companies overall

250-499 Employees

18,567,846 21,351,232 21,800,754 2,1

2,975,000 3,483,785 3,565,620 2.3
5,922,466 7,012,701 7,242,494 3.3
large companies 8,897,466 10,496,486 10,808,114 3.0
Total 27,465,312 31,847,718 32,608,868 2.4

500 and more employees

Deviations are possible due to rounding differences.

Trainees

2007 2016 2017

abs. abs. abs.

180,883
199,591
380,474
196,531
248,470

108,493
154,003
262,496
177,736
243,671

104,871
152,905
257,776
180,261
247,909
445,001 421,607 428,170
194,831
255,781

450,612

196,979
241,203
438,182

200,850
243,050
443,900

1,276,087 1,122,085 1,129,846

183,254 155,830 154,863
314,993 297,558 302,236
498,247 453,388 457,099
1,774,334 1,575,473 1,586,945

Source: Revised Employment Statistics of the Federal Employment Agency, cut-off point in each case 31 December;

calculations by the Federal Institute for Vocational Education and Training

2016-
2017

in%

-3.3
=W,
-1.8
1.4
17
1.6
2.0
0.8
13

0.7

-0.6
1.6
0.8
0.7

2007

in %

1.4
8.8
8.1
7.8
6.6
7.1
6.0
5.9
6.0

6.9

6.2
5.3
5.6
6.5

Training rate

2016

in %

bl
6.2
5.3
5.9
5.4
5.6
5.1
4.8
L9

5.3

L5
4.2
4.3
L9

2017

in %

4.3
6.1
5.2
5.9
5.3
5.6
5.1
L7
4.9

5.2

4.3
4.2
L.2
L9

2016-
2017

In per-
centage
points

-0.1
-0.1
-0.1
0.0
-0.1
0.0
0.0
-0.1
-0.1

-0.1

-0.1
-0.1
-0.1
-0.1
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Table A7.1-2: Indicators of company-based training participation by structural characteristics in 2018 (in %)

training place provision
pursuant to BBiG/Hw0"

1 to 19 employees

20 to 99 employees

100 to 199 employees

200 or more employees
Agriculture, forestry, mining
Manufacturing

Construction industry

Trade & repair

Company-related services
Personally related services
Medical and nursing services
Public sector, education, teaching
West

East

Chamber of Commerce and industry3
Chamber of Crafts and Trades

Chamber of Commerce and Industry and Chamber of (rafts
and Trades

Other chambers in total, of which:
Chamber of Agriculture
Liberal professions
Chamber of Housekeeping
Public sector
Total

Number of companies with ...

newly concluded training

contracts pursuant to BBiG/ il BRI 2P

Hwo? pursuant to BBiG/HwO
16.2 42.5 53.0
L4.8 78.0 33.0
65.3 91.2 37.1
76.9 94.7 4.3
19.6 53.5 58.6
29.0 75.6 38.7
27.2 59.3 55.4
25.6 447 46.2
12.8 57.1 L7.2
19.0 347 61.3
20.6 66.9 26.4
10.8 86.6 17.2
21.2 57.2 43.5
17.0 41.1 63.1
16.2 55.9 49.9
30.1 47.0 57.9
27.2 55.8 4.2
21.6 59.0 34.7
24.2 74.6 40.0
20.3 57.3 28.0
38.8 16.8 88.1
20.2 71.9 28.6
20.3 50.6 46.8

1 as a proportion of all companies with employees subject to mandatory social insurance contributions

2 as a proportion of all companies offering training places

3 A significant proportion of companies surveyed provided no information as to chamber membership. These companies were allocated to the information collected in

percentage terms.

Source: BIBB Training Panel, 2018 survey wave, cross-sectionally weighted results and extrapolated results

companies with employees subject to mandatory social
insurance contributions were registered as companies
providing training at the end of 2017. This meant that
the number of companies providing training as a pro-
portion of the total population of companies had fallen
to under 20%. A high overall level of demand for young
skilled workers existed in the reporting year, but firms
and companies were only able to cover this to a limited
extent. In detail, this means that the average proportion
of companies with new training place provision pursuant
to the BBiG/HwO was 20.3% (see Table A7.1-2). One

in five of 2.1 million companies were therefore offering
training places for young people for the 2017/2018 train-
ing year. Large SMEs and major companies displayed a
particularly high degree of interest in training their own

VET Data Report Germany 2019

young skilled workers. As far as economic sectors were
concerned, an above average level of requirement was
displayed by manufacturing industry, the construction
sector and the trade and repairs sector. Around one craft
trade company in three or just over one in four of all
companies belonging to both a chamber of commerce
and industry and a chamber of crafts and trades offered
training places in the reporting year.
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A7.2 Training staff in company-based
training

Trainers in the dual system need to demonstrate their
personal and professional aptitude in accordance with
the statutory stipulations. Persons are deemed to be
suitable if they are in possession of the respective occu-
pational skills, knowledge and competencies, and can
demonstrate relevant professional and vocational teach-
ing qualifications. Evidence of such aptitude is usually
provided via an examination conducted in accordance
with the Ordinance on Trainer Aptitude (AEVO), al-
though this only applies to those who are responsible for
the planning and execution of training. Such persons are
then registered with the competent bodies by the com-
panies. In small and medium-sized companies, trainers
often deliver training alongside their other tasks, where-
as major companies frequently employ full-time training
staff. www.foraus.de is a specialist portal operated by the
Federal Institute for Vocational Education and Training
(BIBB), which provides an information and communica-
tion platform to support training practice on a daily basis,

Infobox
Ordinance on Trainer Aptitude (AEVO)

Scope of application (§ 1)

particularly from the perspective of the ongoing digitali-
sation of the world of work.

Trainer aptitude examinations

In 2017, a total of 97,767 persons took part in trainer
aptitude examinations conducted in the areas of trade
and industry, the craft trades, agriculture, the public
sector and housekeeping (63,237 men and 34,530 wom-
en). 90,660 persons passed the examination. 13,038 of
these successful candidates were from the federal states
of eastern Germany. The pass rate was thus 92.7%. The
proportion of women amongst the successful candidates
was 35.8% (36.1% in eastern Germany and 35.8% in
western Germany). The total number of AEVO examina-
tions fell slightly compared to the previous year. 40,227
of registered trainers were exempted from the AEVO
examination and were thus not required to demonstrate
their professional aptitude. 30,939 of these were from
the area of trade and industry.

Trainers are required to demonstrate the acquisition of professional and vocational teaching skills, knowledge and competencies
pursuant to the present Ordinance in order to deliver training in recognised training occupations pursuant to the Vocational Training
Act (BBIG). This does not apply to training in the area of the liberal professions.

Professional and vocational teaching aptitude (§ 2)

Professional and vocational teaching aptitude encompasses the competence to act autonomously in planning, conducting and

monitoring vocational education and training.

1. Check training requirements and plan training

2. Prepare training and assist in the recruitment of trainees
3. (onduct training

L. Complete training

Examination (§ &)

The examination comprises a written and a practical section. The written part has a time limit of 180 minutes and requires comple-
tion of practically related tasks from all areas of activity. The practical section of the examination is divided into two parts comprising
the presentation of a training situation and a specialist oral examination of a maximum total duration of 30 minutes. The candidate
selects a training situation typical to the occupation.

History

The AEVO was enacted in 1972 and updated for the first time in 1999. It was suspended during the period from 01.08.2003 to
31.07.2009 and entered back into force following a second update in 2009.
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Master craftsman examinations

In 2017, 40,305 persons participated in master craftsman
examinations in the areas of trade and industry, the craft
trades, agriculture, the public sector and housekeeping
(87.6% men and 12.4% women). 35,307 candidates
passed the examination. The pass rate was thus 87.6%.
The area in which the highest proportion of women
passed master craftsman examinations was house-
keeping, where they accounted for 98.5% of successful
candidates. This was followed by the areas of craft trades
and agriculture, in which the corresponding figures were
16.4% and 14.5%, respectively. The proportion in the
public sector was 11.3%. Women accounted for 6.2% of
passed examinations in trade and industry. There was

a slight overall fall in the number of master craftsman
examinations compared to 2016.

Number of trainers registered with the
competent bodies

In 2017, Germany had a total of 636,078 registered train-
ers in the areas of trade and industry, the craft trades,
agriculture, the public sector and housekeeping. 546,222
of these (85.9%) were based in western Germany and
89,853 (14.1%) in eastern Germany. 46.5% were work-
ing in the area of trade and industry, 32.6% in the craft
trades, and 13.6% in the liberal professions. The figures
for agriculture, the public sector and housekeeping were
3.8%, 3.1% and 0.4%, respectively. The overall figure
decreased by 11,070 compared to 2016. In 2017, women
made up a proportion of 25.7% of registered training
staff. The figure for eastern Germany (32.8%) was higher
than that for western Germany (24.5%). The following
picture emerges in respect of the age of training staff.
Persons over 50 and persons aged from 40 to 49 consti-
tute the two largest groups and account for proportions
of 48.2% and 27.5%, respectively. Those aged from 30 to
39 make up 18.8%. 5.5% were under 30.

A8 (Costs and financial funding
of vocational education and
training

A8.1 Development of the training
allowance

Trainees in dual vocational education and training have
a legal right vis-a-vis their company providing training
to receive an appropriate training allowance, which
rises with every year of training (§ 17 of the Vocational
Training Act, status 2018). Legislation ascribes three

functions to the training allowance. Firstly, the intention
is that it should remunerate trainees for their productive
work at the company during training whilst also covering
an appreciable amount of their living expenses. A further
objective of paying the allowance is to ensure the devel-
opment of a sufficient supply of up-and-coming young
qualified skilled workers. The allowance payments are

of considerable financial significance to the trainees. At
the same time, they also constitute the largest cost factor
in terms of implementation of the training programmes.
Human Resource costs of trainees account for an average
of 62% of company training costs and thus make up the
lion’s share of this expenditure. 45% of these costs are
apportioned to training allowances alone. A further 17%
are allotted to statutory benefits for trainees and to other
benefits provided under collective wage agreements on a
voluntary basis.

BIBB evaluation of collective wage
agreements on training allowances

The Vocational Training Act (BBiG) does not stipulate
the amount of remuneration that should be viewed as
appropriate. This means that agreements in respect of
training allowances are concluded in most economic
sectors by the collective wage partners (employers and
trade unions). A summary of the development of training
allowances based on collective wage agreements since
1992 is provided in Figure A8.1-1 .14

A8.2 Public spending on vocational
education and training

Table A8.2-1 documents spending from public budgets
on vocational education and training from 2001 to 2018.
It takes account of all expenditures which can be allo-
cated in a source-specific manner in connection with the
development, improvement, implementation and support
of training programmes pursuant to § 1 Paragraphs

1 and 2 of the Vocational Training Act (BBiG). Items

14 The Federal Institute for Vocational Education and Training (BIBB) has been
observing and analysing the development of training allowances based on
collective wage agreements since 1976. For this purpose, an evaluation of
the collective remuneration rates currently in force is carried out annually
as of 1 October. This is compiled each year by the German Federal Ministry
of Labour and Social Affairs on the basis of the collective wage agreement
register that the ministry manages. Account is taken of the remuneration
agreements reached in around 450 important collective wage areas in
Germany. BIBB uses this database to calculate average remuneration levels
in more popular training occupations. Since 1992, a separate evaluation for
eastern Germany has been conducted alongside the assessment for western
Germany. In 2018, 181 occupations were included for the federal states of
western Germany and 153 for the eastern German states. A total of 89% of
all trainees were represented in these occupations (90% in eastern Germany
and 81% in western Germany).
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Figure A8.1-1: Development of training allowances based on collective wage agreements from 1992 to 2018
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of spending which may relate to vocational education
and training but cannot be clearly allocated to the VET
system in accordance with the costs-by-cause principle
are not included. The latter encompass examples such as
the children’s and youth service measures provided by
the Federal Ministry for Family Affairs, Senior Citizens,
Women and Youth (BMFSFJ). Although the intention of
some of these programmes is to facilitate transition to
the labour market, it is highly likely that they would be
implemented in an identical or similar way were a VET
system not to exist.

The crosses included in Table A8.2-1 indicate whether
a spending item is mainly caused by recognised VET
programmes within the dual system (DS), by measures

VET Data Report Germany 2019

delivered in the transitional system (TS) and/or by the
school-based occupation system (SBS). The division is,
however, not always precise. One position may contain
expenditure for one or more areas. In addition to this, no
definitive delineation exists for the transitional system.
A number of individual items continue to relate expend-
iture on continuing training, to a considerable extent in
some cases (cf. Chapter B3.5). Because of these deline-
ation difficulties, totalling the marked lines in the table
only allows us to arrive in each case at an upper limit for
overall public spending on VET in DS, TS and SBS. The
supposition is that the volumes of spending attributable
to the respective sectors are actually lower.
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A9 Training and employment

A9.1 Transitions to employment

Entries to unemployment after completion of
dual training

Vocational education and training makes a major
contribution to integration into working life and to
securing the future opportunities of young people. In
addition to this, successful transition from VET to the
labour market (“second threshold”) is of significance to
realisation of individual career and work opportunities
and to subsequent occupational development. The
occurrence of a first phase of unemployment at this early
stage already exerts an influence on the further occupa-
tional development of those completing VET. Those who
have completed company-based training and have then
initially become unemployed achieve a lower entry salary
than young skilled workers who enter their career
seamlessly. This also applies if consideration is accorded
to further factors such as the occupation in which
training took place and occupation exercised or the
economic sector of the entry company.

Infobox

Labour force inactivity rates and unemployment rates are
associated with different concepts. The unemployment

rate relates to the total of registered unemployed persons.
Labour force inactivity, on the other hand, is determined via
surveys. A person is deemed to be unemployed under the
|atter definition if they are aged between 15 and 74, works
for less than one hour per week but was actively engaged
in looking for a job in the four weeks preceding the survey
and is available to start work within two weeks. Indeed,
these two rates usually differ sharply from one another. The
general labour force inactivity rate in Germany in 2017 was
3.8%, whereas the unemployment rate was 5.7%.

Extrapolations based on figures from the BA showed that
102,000 persons registered as unemployed following
completion of dual VET in the year 2017. This represents
an unemployment rate of 25.9% in relation to the total
number of persons completing dual training (393,000
persons). The unemployment rate thus once again de-
creased slightly compared to the previous year (26.5%),
on this occasion by 0.6 percentage points. Unemployment
has been falling almost continually since 2009, when

the rate was more than 12 percentage points higher.

Compared to the previous year, there was even a slight
rise in the unemployment rate for young women (29.1%
in 2016 and 29.2% in 2017). In the case of young men,
on the other hand, the unemployment rate declined by
more than one percentage point (24.7% in 2016, 23.6%
in 2017). This means that the unemployment rates of
young women are almost 6 percentage points higher than
those of young men.

Labour force inactivity rates of young adults
with different vocational qualifications in
comparative terms

In 2017, the labour force inactivity rate of 18-24-year-
olds who had completed dual VET was 3.3%. In the case
of those aged between 18 and 34, it fell from 5.8% in
2016 to 5.3% in 2017. The labour force inactivity rate of
those in this age group who had completed dual training
was 3.6% in 2017 (4.2% in 2016). The rates for persons
with a full-time vocational school qualification were
3.9% (as opposed to 2.7% in the previous year). The
corresponding figure for those with a master craftsman
or technician qualification was 1.3% (1.3% in 2016).
Labour force inactivity rates are therefore mostly in de-
cline compared to the previous year. Full-time vocational
school qualifications, which have seen rising rates that
now exceed the labour force inactivity rate for those who
have completed dual VET, constitute an exception in this
regard. Further consideration needs to be accorded to the
fact that school-based and academic vocational qualifica-
tions also provide access to other occupational areas and
are mostly associated with a higher school leaving qual-
ification. Persons with advanced training qualifications
(e.g. master craftsman, technician etc.), i.e. qualifications
which generally build upon vocational education and
training, currently exhibit the lowest rates of labour force
inactivity.

A9.2 Results of the BIBB/BAuUA Labour
Force Survey'®

Indicators of occupational success by
qualification and gender

Occupational success is multifaceted and is therefore a
construct, which is by definition blurred. Distinctions
are usually drawn between objective aspects of occupa-
tional success (e.g. income, professional position) and
subjective factors (e.g. work satisfaction). The indicator
of occupational success, which forms the most frequent

15 The 2018 BIBB/BAuA Labour Force Survey was jointly designed by the Fed-

eral Institute for Vocational Education and Training (BIBB) and the Federal
Institute for Occupational Safety and Health (BAuA).
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object of investigation, is income. Income increases in
line with higher levels of education and training. In Ger-
many, persons completing the tertiary sector earn around
70% more than those who do not progress beyond upper
secondary education. Persons who fail to complete
vocational education and training earn about 25% less.
Workers with a higher education qualification are also
more satisfied with their work than workers with a lower
qualification. Persons with vocational qualifications are
at a greater risk of unemployment than those who are in
possession of higher level qualifications.

The indicators of occupational success for dependent
employees are mean gross hourly wage, line manag-

er function, responsible position, secure employment
relationship, job satisfaction, professional advancement,
and educational returns on qualifications. The benefits
of having completed dual VET as opposed to not having
achieved any formal qualifications are revealed in respect
of all indicators. Workers with dual VET and with a high-
er education entrance qualification again differ signifi-
cantly with regard to income and professional position
reached. It remains clear that prior school learning and
the employment opportunities associated with training
or with the training occupation are of central significance
to occupational success rather than the training system
in itself (dual versus school-based). Compared to those
with academic qualifications, workers with an advanced
training qualification are more likely to hold a direct line
manager position. They are comparably likely to exercise
aresponsible job and less likely to be in insecure employ-
ment relationships. The advantages of a higher vocation-
al qualification vis-a-vis workers who have completed
VET are revealed in the form of income, professional
positioning and security of employment. Most workers
with an advanced qualification view their career hitherto
as constituting professional advancement.

A9.3 Young adults who have not
completed vocational education and
training

Development in the number of young adults
who have not completed vocational education
and training

The number of young adults without a formal voca-
tional qualification is a significant labour market policy
indicator. Those without a professional or vocational
qualification bear a higher risk of unemployment. In
2017, the unemployment rate of persons without a
professional or vocational qualification was 17.9%.
This contrasts with an overall unemployment figure for

Germany of only 5.8%. They also earn significantly less
on average than employees who have completed VET.
The number of non-formally qualified young adults in
private households has been rising constantly since 2014.
If we extrapolate the figures, the number of young adults
without a formal qualification in 2017 exceeded the
number recorded in the previous year by some 40,000
persons, they represent a proportion of 14.2% of the age
cohort. For this reason, reducing the proportion of young
adults not in possession of a formal qualification (nfQ)!®
is one of the main objectives of the “Alliance for Initial
and Continuing Training 2015-2018”.

Differences by gender, school qualifications

The proportion of persons without a formal vocational
qualification (nfQ) continues to vary sharply by school
qualifications. In 2017, 5.5% of persons aged between
20 and 34 with a higher education entrance qualification
were without a formal qualification. This is the lowest
nfQ rate in their cohorts by some distance. 68.8% of 20-
to 34-year-olds without a school qualification were also
not in possession of a vocational qualification. This shows
that a higher level of school education clearly exerts a
positive impact on the chances of achieving a formal
vocational qualification. Women accounted for 45.0%

of nfQs in 2017. In overall terms, therefore, the propor-
tion of women aged between 20 and 34 who were not in
possession of a formal qualification was 13.3%. This is
1.8 percentage points lower than the figure for men of
the same age.

Differences by nationality and migrant
background

Clear differences in nfQ rates by nationality are also vis-
ible based on the 2017 data relating to the population in
private households. Whereas only 9.3% of young adults
aged between 20 and 34 who hold German nationality
were not in possession of a formal qualification in 2017,
the corresponding figure for foreign nationals of the
same age was 33.0%, more than three times higher. The
proportion of Turkish nationals not in possession of a
formal vocational qualification was as high as 39.6%.
There was a further slight decline in the proportion of
nfQs amongst German nationals aged between 20 and 34
(see Table A.9.3-1).

16 nfQs or “unskilled persons"” are deemed to be all persons (of working age)
who are not able to demonstrate “successful certified participation in formal
(standardised, state regulated or recognised) education and training cours-
es", i.e. who have not completed (dual or school-based) vocational edu-
cation and training or a course of study at a university of applied sciences or
institute of higher education (or achieved an equivalent qualification).
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Table A9.3-1: Persons aged 20 to 34 not in
possession of a professional or vocational

qualification by migration status 2012 to 2017

(in %)

Germans

Foreign nationals

Turkish nationals?

Germans not from a
migrant background

Migrants without any
personal experience of
migration

Migrants with personal
experience of migration

Migrants of Turkish
origin without any
personal experience of
migration

Migrants of Turkish ori-
gin with own migration
experience

1 Because of a change to the survey method, results are based on the popula-
tion in private households and on data from the 2011 census. They therefore
differ from those presented in earlier data reports.

2 [ncludes dual nationality

Source: Research data centres of the statistical offices,

Jear
2014
2015
2016
2017
2014
2015
2016
2017
2014
2015
2016
2017
2014
2015
2016
2017
2014
2015
2016
2017
2014
2015
2016
2017
2014
2015
2016
2017
2014
2015
2016
2017

Men
10.1

9.8

9.8
10.0
29.5
30.8
33.4
333
L3.7
L1.5
38.9
36.0

9.0

8.7

8.9

9.0
23.0
21.1
20.8
20.0
26.7
29.1
31.5
32.7
28.9
21.7
26.6
25.9
53.2
51.7
L6.7
L5.6

microcensus 2014 to 2017, calculations
by the Federal Institute for Vocational
Education and Training
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Women
9.4
9.2
9.0
8.6
323
31.6
33.5
32.8
L9.4
L7.4
45.3
L3.4

8.3

8.2

8.2

7.9
18.4
17.8
18.5
16.6
30.3
30.1
30.9
313
24.3
22.5
23.4
21.9
64.9
65.0
61.5
60.0

Total
9.8
9.5
9.4
9.3

30.9

31.2

33.4

33.0

L6.5

L4

42.0

39.6
8.7
8.5
8.5
8.5

20.9

19.6

19.8

18.5

28.5

29.6

31.2

32.0

26.7

25.2

25.1

24.0

59.5

58.7

54.1

53.2

A10 Young people from a migrant
background and young refugees

Immigration, migration and cross-border mobility are
part of the everyday social experience in Germany and
Europe. Professional qualification and gainful employ-
ment are prerequisites for equal participation in society
alongside language skills and general education. An
important milestone within education and training path-
ways are set out in the transitional period following the
end of general schooling. Young people from a migrant
background, regardless of whether they were born in
Germany or immigrated to the country themselves as
children, young people or young adults, are highly heter-
ogeneous groups in respect of their own or their family’s
reasons for migration, their prior learning, their regional
or social origin and their life situation. If they are to enter
fully qualifying training on the basis of the potential they
offer, then their education and career planning, their pre-
vious schooling, their occupational experiences and their
need for prevocational training measures all need to be
taken into account. The integration of all young people
into education or training is a key societal task irrespec-
tive of immigration status, generational status and social
and regional origin.

Young people from a migrant background

In 2017, the training entrant rate of young people who
are foreign nationals was 34.2%. This was once again
significantly below the respective figure for young people
who were German nationals (55.7%). In the case of male
young people, the difference between those holding

a German passport (67.1%) and a foreign passport
(39.3%) was much higher than the difference recorded
for female young persons (German nationals 43.6%, for-
eign nationals 26.9%). Only small changes were revealed
in the case of German training entrants compared to the
two previous years. The training entrant rate of foreign
young people decreased sharply in 2015 and 2016
because of the high level of forced migration. In 2017,

it rose compared to the previous year to reach 34.2%.
The National Educational Panel Study (NEPS) shows
that school leavers in possession of a higher education
entrance qualification and with an explicit interest in
dual training were considerably more likely to have pro-
gressed to in-company training within 20 months of the
end of schooling than their counterparts from a migrant
background (not from a migrant background 71.5%,
from a migrant background 65.5%). The differences

are greater still in the case of male school leavers from

a migrant background (69.1%) and not from a migrant
background (81.2%).
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Despite committed search activities and longer transi-
tional processes, young people from a migrant back-
ground are less likely to progress to company-based or
fully qualifying training.

Even if school qualifications, final marks, training or
occupational preferences, application activities, charac-
teristics of relevance to the training market, social origin
and social integration are all the same, school leavers not
in possession of a higher education entrance qualification
are less likely to obtain a training place if they are from a
migrant background than if they are not. An effect is thus
being exerted by further cause variables that lie beyond
the factors taken into account, which are connected with
a migrant background and indicate structural exclusion.

The creation of equal vocational training opportunities
for young people from a migrant background remains
one of the most important challenges in the education
system. Previous results indicate that disadvantage in
access to initial vocational education and training is a
particular impediment to participation in VET by young
people from a migrant background. For this reason, they
especially need support at the transition from school to
training. Approaches which offer assistance on a con-
tinuous basis, such as mentoring programmes or career
entry support, have proved to be successful. Support is
also required during the course of the vocational training
itself in order to complete the programme successfully
despite the less favourable prevailing general conditions
at the outset. Promising programmes are those directed
towards the trainees and the company providing training
(e.g. assisted training).

Integration of refugees into training and work

According to information provided by the Federal Office
for Migration and Refugees (BAMF), immigration of
refugees to Germany decreased once more in 2018 as
compared to the previous year. The number of asylum
applications submitted fell from 198,317 in 2017 to
161,931 in 2018. The Federal Statistical Office calculat-
ed that there were around 1.68 million asylum seekers
in Germany. At the cut-off date of 31 December 2017,
around three quarters (74.8%) of the asylum seekers
who had arrived in the country were of working age (15
to 64). About 58% were under 30.

Integration into the area of “preparation for
training”
The Integrated Training Reporting System (iABE)'”

clarifies that the number of foreign national entrants to

17 The Integrated Training Reporting System (iABE) has been in existence since
the 2005 reporting year. It pools (“integrates") data taken from various

the transitional sector, which had fallen steadily between
2005 and 2014, increased once more in the following
years and did not record a decline until 2017. Between
September 2017 and August 2018, an annual average of
17,300 “persons within the context of forced migration”
participated in career entry support, in assisted train-
ing, in vocational preparation schemes, in introductory
training or in training support measures. Persons within
the context of forced migration thus account for 10.6%
of participants in these regulatory instruments (western
Germany 11.8%, eastern Germany 5.9%). The propor-
tion of persons within the context of forced migration
taking part in introductory training was particularly high.
In this case, around four in ten participants (41.0%) were
from a forced migration background. 2,600 refugees
participated in assisted training during the period of
observation. This represents a proportion of around one
quarter (24.7%) of all participants.

Qualification, further training and the labour
market

A professional or vocational qualification and integra-
tion into the labour market are closely interconnected in
Germany. Regardless of the professional or vocational
qualification held, but in particular if they are not in pos-
session of any such qualification, persons who are foreign
nationals or from a migrant background evince lower
rates of labour force and active employment than persons
who are German nationals and from a non-migrant back-
ground especially. Refugees display the poorest levels of
labour force and active employment in this regard, al-
though the absence of work permits will not be the least
of the factors associated with this. It remains conspicuous
that foreign nationals, migrants who have experienced
migration themselves and refugees with an academic
qualification exhibit lower rates of labour force employ-
ment than those with other professional or vocational
qualifications. Only 53.4% of refugees with an academic
qualification were, for example, in active employment

in 2017. By way of contrast, the rates of active employ-
ment for those who had completed vocational education
and training or an advanced training qualification were
69.2% and 67.8%, respectively.

In overall terms, the results show that structural dif-
ferences between persons with and without a migrant
background are generally revealed in the labour force
and active employment rate. The first indication of this is
a higher proportion of persons without formal vocational

official statistics and relating to the stages of education of young people. This
data is systematised into four "education sectors of the training system" -
"vocational education and training", “integration into vocational education
and training (transitional sector)”, “acquisition of a higher education en-
trance qualification (upper secondary)” and “higher education study”.
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qualifications who are less likely to be involved in active
employment regardless of migrant background. Sec-
ondly, however, the utilisation on the labour market of
vocational qualifications of migrants in the sense of par-
ticipation in employment is also poorer. Both the above
observations are to be found in particularly glaring form
in the rates of labour force and active employment of
migrants whose chief motivation was flight, persecution,

forced migration and asylum. The results thus suggest
that improved labour market integration is dependent on
reduction in both of these factors — in the proportion of
persons not in possession of a formal vocational qualifi-
cation and in the structural differences in employment
participation between persons from and not from a
migrant background.
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Bl Key facts on continuing
vocational education and training

» Analyses conducted based on the BIBB Training Panel
show that one in eight companies (12%) funded
upgrading training for at least one employee in 2017.
Above average proportions were recorded in manufac-
turing industry, in medical and nursing services, and
in the public sector, education and teaching.

» According to the 2018 Continuing Training Survey,
the Climate Index in the continuing education sector
worsened significantly compared to the previous year.
It fell to +41 points, 10 points under the highest level
thus far, which was reached in 2017. Providers which
are financed by the employment agencies/Job Centres
are the main reason for this decline. The mood is sig-
nificantly better amongst providers which are financed
by companies.

> Continuing vocational education and training provi-
sion offered nationally by the adult education centres
in 2017 comprised 49,000 courses. This represents a
further decrease. There are also various further pro-
grammes delivered by a range of providers, including
institutions linked with trade unions, employers and
the churches.

» Within the scope of labour market policy instruments,
training is funded by the employment agencies pur-
suant to the German Social Security Code III, SGB III,
and by the Job Centres pursuant to SGB II. In 2017,
there were 314,400 entries to measures for the promo-
tion of continuing vocational training pursuant to SGB
III and SGB II. This constitutes a slight drop compared
to the previous year.

» In 2017, around 164,500 persons were funded within
the scope of the Upgrading Training Assistance Act, a
year-on-year increase of 1.7%.

» In 2018, about 6,400 persons who had completed
training in 277 occupations were newly accepted into
the “Continuing Training Scholarship” programme.
There were approximately 1,000 new entries to the
Upgrading Training Scholarship Programme.

» Around 340,000 training grant vouchers and 28,800
savings vouchers were issued via the Continuing Edu-
cation Grant Programme up until the end of December
2018. Significantly more women than men participate
in this programme.

» There are currently 223 Federal Government reg-
ulations in place relating to advanced vocational
training and retraining. According to the results of the
Vocational Education and Training Statistics, in 2017
about 94,200 participants completed an advanced
training examination in accordance with the BBiG/
HwO. 51.7% of these examinations took place in the
commercial sector, and 37.5% were master craftsman
examinations.

» 64,400 persons completed a course at a trade and
technical school in 2017. This is a slight fall compared
to the previous year.

B2 Company-based advanced
and continuing training

B2.1 BIBB Training Panel for company-
based continuing training

The BIBB Training Panel differentiates company-funded
advanced and continuing training measures as (1) gen-
eral continuing training measures in the form of courses
and seminars, (2) continuing training measures which
do not form part of a course and which take place at the
workplace directly outside organised course provision
and (3) upgrading training. Continuing training meas-
ures are deemed to be company-funded if companies
release their employees to take part for all or some of the
time or if they pay the costs of participation in contin-
uing training measures in whole or in part. Upgrading
training programmes differ from other continuing
training measures because employees gain a recognised
advanced training qualification such as master craftsman
or technician, which enables them to raise their formal
qualification level.

According to the results of the BIBB Training Panel, 64%
of companies supported continuing training measures for
their employees in the form of courses and seminars in
the 2017 reference year. Employees at 55% of all compa-
nies took part in continuing training measures that were
not organised in the form of courses. As expected, the
proportion of companies with participants in upgrad-

ing training was significantly lower. About one in eight
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Figure B2.1-1: Proportion of companies funding upgrading training in 2017 by selected characteristics (in %)
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Source: 2018 BIBB Training Panel; extrapolated data

companies funded at least one employee to take part in
upgrading training. The figure for the previous year had
been 11%.

Figure B2.1-1 illustrates the proportion of companies
funding upgrading training programmes in 2017 by
economic sector, location, company size and status as a
company providing training.

Company-based continuing training has an important
part to play in light of the increasing digitalisation of
the world of work. In 2017, one in five companies with a
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high degree of digitalisation funded upgrading training
courses. Breaking things down by economic sector and
by degree of digitalisation, upgrading training courses
pursuant to the BBiG or HwO (e.g. certified senior clerk,
specialist commercial clerk, Master Professional in Busi-
ness Management) made up the highest proportion of
participants in 2017 (40%). Upgrading training courses
in the healthcare and social sectors (e.g. specialist nurse)
were the second most popular and accounted for 29%
of participants. 15% of all employees participating in
company-funded upgrading training completed indus-
trial and technical qualifications pursuant to the BBiG
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or HwO, such as a master craftsman qualification in an
industrial or specialist occupation or in the craft trades.
The same proportion of participants (15%) completed
upgrading training programmes at trade and technical
schools in the areas of technology, business, design and
agricultural science.

B2.2 Regulated advanced training
qualifications

“The aim of further training is to retain, adapt or expand
employability skills and to advance in an occupation.

The aim of vocational retraining is to provide the skills to
carry out a different occupational task” (§ 1 Paragraph

4 and 5 Vocational Training Act, BBiG). The BBiG, the
Crafts and Trades Regulation Code (HwO), the Maritime
Labour Act and the German Civil Service Act form the
legal foundations for advanced training and retraining
ordinances. There are currently 223 Federal Government
legal ordinances and regulations in place relating to
advanced vocational training and retraining (as of April
2019). The competent bodies may enact legal ordinances
on the topics of advanced training (§ 54 BBiG or § 42a
HwO) and retraining (§ 59 BBiG or § 42f HwO). 2,508
legal ordinances governing 736 advanced training occu-
pations are currently in place. The competent bodies have
also enacted 24 legal ordinances for 12 retraining occu-
pations. Further to this, there are 241 continuing training
regulations under federal state law for occupations in the
healthcare and social sectors.

New advanced training ordinances pursuant
to the Vocational Training Act (BBiG)

In 2018, BIBB was working in conjunction with special-
ists from the umbrella organisations of the social partners
and the associations of trade and industry on the drawing
up or modernisation of the following new advanced
training ordinances pursuant to the Vocational Training
Act (BBiG):

» Ordinance for the examination leading to the recog-
nised advanced training qualification of Master Profes-
sional in Business Management pursuant to the BBiG.

» Ordinance for the examination leading to the rec-
ognised advanced training qualification of certified
senior clerk in e-commerce.

» Ordinance for the examination leading to the recog-
nised advanced training qualifications in the media
industry (media advanced training ordinance).

» Ordinance for the examination leading to the rec-

ognised advanced training qualification of Bachelor
Professional in Event Technology.

» Ordinance for the examination leading to the recog-
nised advanced training qualification of Master Profes-
sional in Restoration in the craft trades sector.

B2.3 Advanced training occupations
pursuant to the Vocational Training Act
(BBiG)/Crafts and Trades Regulation Code
(HwO)

Advanced vocational training forms part of VET within
the meaning of the BBiG or HwO. An advanced train-

ing examination in accordance with the BBiG/HwO is
usually set after completion of dual VET and following
relevant subsequent occupational experience, usually

of several years’ duration. The task of advanced VET
pursuant to § 1 Paragraph 4 BBIG is to retain and expand
knowledge and skills, to adapt knowledge and skills to
technical development (updating training) or to facilitate
professional advancement (upgrading training). The Fed-
eral Government may enact so-called advanced training
regulations for upgrading training pursuant to § 53 BBiG
or § 42 HwO.

If no nationally standardised regulatory measures have
been put in place, the competent bodies (chambers) may
act themselves to stipulate advanced training regulations
for their own regional area of responsibility in accord-
ance with § 54 BBiG or § 42a HwO. There are currently
223 Federal Government legal ordinances in place
alongside and 2,508 legal regulations issued by individ-
ual chambers in respect of the 736 advanced training
occupations they govern.

Pursuant to § 6 of the Ordinance on Trainer Aptitude
(AEVO), persons who have demonstrated their pro-
fessional and vocational teaching aptitude by passing

a master craftsman examination or another advanced
training examination in accordance with the BBiG/HwO
are deemed to be professionally and pedagogically suita-
ble to provide training in recognised BBiG/HwO training
occupations.

During the period from 1992 to 2006, the number of
passed advanced training examinations pursuant to
BBiG/HwO fell (-27.1%) from 132,424 to 96,526. This
downward trend did not continue in the subsequent
years. Over 100,000 successfully passed advanced
training examinations were once again registered
between 2011 and 2013. An initial new record high of
102,987 was achieved in 2012. A continuous decline in
the number of advanced training examinations passed
has once more been discernible since this time. 94,212
participants passed an advanced training examination
in the 2017 reporting year. In 2017, men (84.9%) were
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Table B2.3-1: Participants passing an advanced training examination pursuant to BBiG/HwO from 2009 to 2017

by specialisms

Commercial advanced training examinations 40,755 50,742 54,804 55404 53,067 51,177 50,772 48921 48,702 19.5 0.4
Specialist commercial clerk 7,132 7,995 8,58 8106 8946 9,150 8,799 7,116 5340 -25.1 -25.0
Certified senior clerk 18,547 27,063 29,850 31,353 28,842 27,360 28,398 27,534 27,342 L4T.4 -0.7
Master Professional in Business Management 3,444 3,105 3,588 3,663 3,282 3,681 3,936 4,332 L4314 253 -0.4

Other commercial advanced training examinations 11,632 12,579 12,870 12,282

30,232 31,203 35,250 36,777 36,591 37,050 36,798 37,167 35,307 16.8 -5.0

11,997 10,986 9,639 9,939 11,703 0.6 17.7

Master craftsman examinations

Industrial foreman 7,944 7,827 9,240 9,966 10,071 10,374 10,611 11,073 10,077 26.9 -9.0
Specialist foreman 1,727 1,848 2,085 2,049 1,782 2,292 2,649 2,898 2,778 60.9 -4.1
Master craftsman 19,085 19,659 22,236 22,674 22,749 22,260 21,450 20,847 20,373 6.7 -2.3

Other master craftsman examinations 1,476 1,869 1,689 2,088 1,989 2,124 2,088 2,349 2,079 409 -11.5
Other advanced training examinations 12,963 11,409 12,015 10,806 10,863 10,509 10,260 10,029 10,203 -21.3 1.7
Specialist assistant in the healthcare sector 2,524 2,496 2,502 2,505 2,565 2,565 2,616 2,667 2,574 2.0 -3.5

Other advanced training examinations in service

. 896 705 591 504 612 570 570 354 345 -61.5 -2.5
occupations

Other industrial and technical advanced training
examinations

Total 83,950 93,354 102,159 102,987 100,521 98,736 97,827 96,117 94,212 12.2 -2.0

9,543 8,208 8922 7,797 7,686 7,374 7,074 7,008 7,284 -23.7 3.9

Source: Federal Statistical Office, Specialist Publications 11, Series 3, calculations of the Federal Institute
for Vocational Education and Training. For data protection reasons, all figures (absolute values)

are in each case rounded to a multiple of 3. The overall value may therefore deviate from the total of the individual values. VET Data Report Germany 2019

again slightly more successful than women (82.1%). The
higher pass rates achieved by men on each occasion can
be consistently observed since 1992. A breakdown by
specialisms reveals a dominance of commercial advanced
training occupations (Table B2.3-1).

B3 Continuing training providers

B3.1 Results of the 2018 Continuing
Training Survey*®

The business mood of continuing training providers was
significantly positive in 2018, although a deterioration
occurred compared to the previous year. The Continuing
Training Monitor Climate Index was at +41, 10 points
below the highest level thus far, which was reached in
2017. Despite this decline, the climate in 2018 was above
average. Since 2013, continuing training has displayed

18  The following results are based on the weighted and extrapolated informa-
tion supplied by 1,267 institutions within the scope of the 2018 Continuing
Training Monitor (wbmonitor).

a better business mood as opposed to the entire service
sector. In May/June 2018, the Institute for Economic Re-
search (ifo) Business Climate Index for service providers
stood at +27255, 14 points lower than the Continuing
Training Monitor Climate Index (see Figure B.3.1-1).

Whereas both, the Continuing Training Monitor Cli-
mate Index and the Business Climate Index for service
providers, take a similarly positive view of the current
situation (values of +48 and +45, respectively), the con-
tinuing training providers were displaying a significantly
greater degree of future optimism than service sector
companies as a whole. One reason for the clearly more
positive expectations of the continuing training provid-
ers is likely to be the fact that digitalisation is associated
with an increasing need for CVET. The ongoing boom,
which is especially being experienced by providers who
work for business customers (the Climate Index of these
providers has been at least 50 points since as long ago as
2011), corresponds with the high degree of commitment
to continuing training which companies have displayed
since the end of the economic crisis. Technological devel-
opment has brought relevant changes in work require-
ments, and an increase in continuing training activities



Part B: Continuing vocational education and training

59

Figure B3.1-1: Development of Continuing Training Monitor Climate Index values from 2008 to 2018
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can be observed on the part of companies which have
invested in World of Work 4.0 technologies. Shortages of
skilled workers may also possibly have caused companies
to focus more strongly on continuing training.

One year previously, providers working for employment
agencies or Job Centres were still viewing the future

with a great deal of optimism. One of their assumptions
may have been that funding numbers would rise within

Infobox
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the context of the labour market integration of refugees.
During the first half of 2018, double-digit growth rates
were indeed recorded for entry to continuing vocational
training measures by persons from non-European coun-
tries of origin. These figures, however, only represented
6% of all entries.

The long-term positive climate values shown by con-
tinuing training institutions, which draw the majority

The Continuing Training Monitor (wbmonitor) is a cooperative project conducted by the Federal Institute for Vocational Education
and Training (BIBB) in conjunction with the German Institute for Adult Education - Leibniz Centre for Lifelong Learning (DIE). Every
year in May, all providers of continuing vocational and/or general training known to wbmonitor are requested to complete an online
questionnaire on changing main thematic foci, the economic climate, services and structures. The 18,981 providers invited to take

part in 2018 responded to the survey by the end of June.

The Continuing Training Monitor Climate Index maps the way in which the continuing training providers assess the economic
situation. Itis calculated based on the geometric mean of the differences between positive and negative verdicts of the current
business situation and expectation in one year. The information given by the providers is weighted based on the volume of training
hours delivered in the previous year. Values lie between -100 and +100.
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of their revenues from the participants themselves,
correspond with the constantly high take-up of both
individual occupationally related continuing training and
of non-work-related continuing training. The expecta-
tion value of institutions which receive the bulk of their
revenues from participants or self-payers is +42. This
allows the conclusion that there is an ongoing demand
for continuing training provision by persons who pay all
or a significant amount of the costs themselves. Private
sector institutions made up the largest group of provid-
ers. 24% of all providers were commercial companies
under private law, whilst 19% operated on a not-for-prof-
it basis. 19% of providers are institutions run by a church,
a political party, a trade union or a foundation.

Significant differences were shown with regard to dis-
tribution of principal financiers by the various types of
provider. Whereas three quarters of vocational schools
(also) received most of the funding for their continuing
training activities from the public purse (local govern-
ment authority, federal state, Federal Government, EU),
the main source of financing for seven out of 10 institu-
tions delivering academic continuing training was the
individual participation fees paid.

Even in the age of digitalisation, classical course formats
still dominate services and training offered in the area of
continuing training. Seminars, courses and face-to-face
learning were the main focus of provision for more than
three quarters of institutions. By way of contrast, e-learn-
ing and distance learning were a central focus for fewer
than one provider in ten. A higher proportion (27%)
offered this learning format as a supplementary option.
The findings stated give rise to the supposition that
e-learning is often used as a blended learning concept to
back up face-to-face teaching.

B3.2 Continuing vocational education
and training services from adult
education providers

B3.2.1 Continuing vocational education
and training at adult education centres

In accordance with the relevant federal state laws, adult
education centres play a particular role in the provision
of continuing training to the population in many federal
states. In some cases, provision of an adult education
centre by the local government authorities is funded by
means made available by the federal state in question
on the basis of number of inhabitants. In other federal
states, however, adult education centres receive equal
funding together with independent federal state and

local government providers. Fundamental responsibility
for CVET lies with the Federal Government, whilst the
federal states have charge of general and political contin-
uing training.

In 2017, 49,080 courses were carried out in the “work
and occupations” programme area at adult education
centres. As on every occasion since 2008, this represent-
ed a further decline in the overall number of courses (by
4.2%) compared to the previous year. During the same
period, there were drops in the number of hours taught
and in take-up of 4.1% and 7.4%, respectively. Most of
the specialisms covered by the open courses in the “work
and occupations” programme area (specialisms of “tech-
nical ICT applications” and “organisation/management”)
are affected by declines in all three indicators — number
of courses and hours taught, take-up. Courses conducted
as commissioned and contract measures grew compared
to the previous year (+5.2%) and accounted for 14.0%
of courses within the specialism in 2017. Number of
hours taught in commissioned and contract measures
also rose by 3.1% to account for 37.6% of the programme
area. The open courses in the “work and occupations”
programme area saw a decline vis-a-vis the previous
year, too. Average duration in 2017 was 20.8 hours of
teaching. In relation to the whole of the course provision
offered by the adult education centres, 8.5% of courses
were held in the “work and occupations” programme
area in 2017. As in the previous years, this represented a
continued fall in the proportion.

Both in absolute terms and in relation to number of
inhabitants, significantly more hours of teaching in the
“work and occupations” programme area took place in
western Germany than in eastern Germany. In 2017,
hours of teaching in the states of both western Germa-
ny and eastern Germany fell once more as compared
to 2016. This forms part of a longer-term trend, al-
though the decrease in western Germany (-3.9%) has
been slightly less pronounced than in eastern Germa-
ny (-5.9%). As a consequence of this, the frequency

of continuing training in the “work and occupations”
programme area continued to fall in both parts of the
country.

B3.2.2 Continuing training by
institutions with trade union and
employer links

Major societal groups such as churches, political parties,
trade unions, employer associations and professional
bodies are also involved in delivering continuing training
programmes alongside providers operating in the public
and private sectors. According to the results of an exten-
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sive survey carried out by the Federal Institute for Voca-
tional Education and Training (BIBB) and the German
Institute for Adult Education (DIE), continuing training
institutions with trade union and employer links collec-
tively accounted for around 7% of providers in 2008.

Trade union-related education and training
institutions

The main foci of trade union-related education and train-
ing institutions are on political education and on training
that is aligned to the world of work or to employees.

This provision is primarily aimed at members of repre-
sentative bodies within companies and trade unions.

The major trade unions maintain their own educational
departments or else act as CVET providers. Examples
include the German Salaried Employees Academy (DAA)
and the training and consultancy company run by the
service sector trade union ver.di (ver.di Bildung und
Beratung GmbH, ver.di b+b). Mention should also be
made within this context of the member institutions of
the Federal Working Group on Work and Life, which are
sponsored by the German Confederation of Trade Unions
(DGB) and the German Association of Adult Education
Centres (DVV). In addition to this, the DGB has founded
its own CVET organisation in the form of the Training
Institution of the German Confederation of Trade Unions
(bfw). Compared to 2016, increase was recorded in 2017
both in the number of programmes offered by the bfw
(up 9.4% to 2,689) and in the number of participants
these attracted (plus 2.5% to reach 44,341).

Continuing training institutions with
employer links

The “Wuppertaler Kreis e. V. — Federal Association for
Company-based Continuing Training” sees itself as a con-
sortium of leading continuing training institutions from
trade and industry. The association had 46 members in
2018. 127,900 programmes were provided in 2017 ac-
cording to the institutions taking part in the annual sur-
vey. This constitutes a further sharp decline in relation to
the last ten years, although the total number of members
and the number of members responding to the survey
remained constant in 2016 and saw a slight rise in 2017.
Open seminars, which SMEs in particular see as a good
option for their staff, accounted for the largest proportion
of sales in relative terms (35.1%) in 2017. This segment’s
share fell by 3.3 percentage points compared to the
previous year. In-house seminars for companies made up
a good fifth of turnover (22.2%). The average proportion
of sales generated by measures for public sector contract-
ing bodies (e.g. pursuant to Social Security Code, SBG)
was nearly as high (20.3%).

Provision of continuing vocational education
and training by the chambers of commerce
and industry

Germany currently has 79 chambers of commerce and
industry, which work on behalf of the industrial sector.
They undertake tasks under public law and offer a range
of services to the private sector companies in their area
of regional responsibility, which are required by law to be
members. The spectrum of provision includes continu-
ing training programmes aligned to company practice,
which the chambers of commerce and industry realise in
conjunction with their training centres. The main focus
is on in-service seminars and courses, some of which pre-
pare candidates for chamber of commerce and industry
examinations.

In the year 2017, the chambers of commerce and indus-
try implemented a total of 23,166 continuing training
programmes with a volume of 2.04 million teaching
hours in which 317,174 persons participated. A slight
decrease was recorded compared to the previous year.

A consideration of certain segments and thematic areas
covered by the continuing training programmes of the
chambers of commerce and industry compared to the
previous year shows a bucking of the overall trend. In
quantitative terms, the number of programmes delivered
in the key areas of commercial training (+3.8%), AEVO
(+1.4%) and industrial and technical training (40.3%)
all rose slightly or else remained stable. At the same
time, however, small decreases were seen both in the
number of hours taught and in the number of partic-
ipants (commercial training -3.1% and -4.4%, AEVO
-3.3% and -2.0%, industrial and technical training -3.9%
and -3.0%). This means that there was a decline in the
average volume of teaching hours and a slight drop in the
average number of participants per programme.

B3.3 Continuing vocational education
and training at trade and technical
schools

Continuing training programmes at trade and technical
schools constitute an important pillar within the overall
context of training opportunities. They form part of the
CVET options, which are governed by federal state law.
Courses are offered in the specialist areas of agriculture,
design, technology and business and social studies. These
generally follow on from initial vocational education and
training and train skilled workers to take on management
roles at companies, administrative bodies and other
institutions. Completion of a trade and technical school
qualification may also be recognised as fulfilling the
prerequisites for inclusion in the Register of Crafts and
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Figure B3.3-1: Development of the number of pupils at trade and technical schools from 2008/2009 to 2017/2018
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Source: Federal Statistical Office, Specialist Publications 11, Series 2,
representation by the Federal Institute for Vocational Education and Training

Trades. A continuing training qualification is also an indi-
cator of professional autonomy and offers a challenging
alternative to academic training at the Bachelor level.

In the 2017/2018 school year, there were 1,444 trade
and technical schools in Germany comprising 9,195
classes and 182,882 pupils. The past few years have seen
a continuous decline in pupil numbers (see Figure
B.3.3-1). In the 2017/2018 school year, the number

of pupils fell by 2.6% compared to the previous year.
The decrease in relation to the 2014/2015 school year
was 5.4%. If we look at the fall in pupil numbers in
gender-specific terms, a sharper drop is revealed in the
2017/2018 school year for men (4.4% as opposed to
3.2% in the previous year) than for women (1.1% and
0.3% in the previous year). The downward trends vary
greatly depending on the programme of training and
federal state.

VET Data Report Germany 2019

B4 Publicly funded continuing
training

B4.1 Continuing vocational education
and training measures funded pursuant
to SGB 11l and SGB Il

Training within the scope of labour market policy
instruments is funded via the employment agencies in
accordance with German Social Security Code IIT (SGB
II). Support provided by the Job Centres for persons who
are capable of work but require assistance takes place
pursuant to German Social Security Code IT (SGBII). The
funding of continuing vocational education and training
(FbW) measures pursuant to SGB III (labour promotion)
and in accordance with SGB II (provision of basic benefits
to job seekers) is one of the key elements of active labour
promotion.

In order to increase motivation to complete qualifica-
tions-related continuing training programmes success-
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fully, a bonus may be paid to candidates achieving a pass
in the intermediate or final examination in the case of
continuing training measures that lead to a qualification
in a training occupation (applies to measures commenc-
ing up until and including December 31, 2020).

Funding of continuing vocational education
and training

Funded CVET has undergone relatively constant devel-
opment over the past six years following a temporary rise
in funding which reached its zenith in 2009. In 2017, the
number of entries to CVET measures fell by 3.5% com-
pared to the previous year.

Funding of continuing training of low-skilled
workers and employed older persons in
companies (WeGebAU)

The WeGebAU Programme was first launched in 2006
and extended for an indefinite period in 2012. It focuses
on providing initial funding for the continuing training

of employees, particularly in small and medium-sized
companies, and of low-skilled employees in order to give
them additional skills for the labour market and retain or
enhance their employment chances and employability.

Following a decrease in entries of approximately 70%
from 102,450 in the year 2010 to 29,029 in 2011 and a
further decline to 18,404 instances of funding in 2012, a
fall which was mainly caused by the removal of the fund-
ing basis for qualified employees, the number of entries
into the programme have risen slightly once more over
the past five years and reached 30,628 in 2017.

"Initiative to support structural change
(IFlaS)" and Future Starter initiative

IFlaS enables low qualified unemployed persons and
re-entrants to the labour market to acquire a recognised
vocational qualification or certified partial qualification.
In 2017, funding was provided to 30,000 persons in re-
ceipt of unemployment benefits within the scope of IFlaS.
The “Initial training for young adults” initiative (2013 to
2015) is being continued for the period from 1 August to

Table B4.1-1: Participation in continuing vocational education and training under the legal sphere of

SGB 1l and SGB Il in the year 2017

Continuing vocational education and training 2017 169,134
Funding of continuing vocational education and training 154,018
of which general rehabilitation continuing training measures 6,933
Grant to supplement the pay of employees in continuing 15,117

vocational education and training

Source: Federal Employment Agency 2018a: Labour Market Statistics 2017 — Annual Figures

109,777 59,357 326,237 208,165 118,072
94,929 59,087 314,389 196,680 117,709
4,791 2,142 6,992 4,614 2,378
14,847 270 11,848 11,485 363

VET Data Report Germany 2019

Table B4.1-2: Entries to funded continuing vocational education and training (including extra-company training
for persons with a disability) by selected characteristics 2012 to 2017 (in %)

Proportion of women entering funded continuing vocational training

Proportion of measures leading to a qualification in a recognised training occupation

Proportion of persons who have not completed VET
Proportion of persons aged under 25
Proportion of foreigners

Proportion of long-term unemployed

Source: Federal Statistical Office 2017e, 2018n, calculations by the Federal Institute for
Vocational Education and Training

13.8  16.3 16.0 15.9 14.8 15.0
36.1  33.7 34.6 34.6 35.2 33.9
10.2 9.1 7.9 1.2 1.2 7.1
135 133 15.0 16.4 19.5 21.4
15.2 127 13.1 12.1 12.6 11.0

VET Data Report Germany 2019
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2020 under the name “Future Starter”. The aim during
this time is to attract 120,000 adults aged between 25
and 35 without a vocational qualification into qualifica-
tions-related training. 28,000 young adults commenced
qualifications-oriented continuing training in 2017,
17,600 within the legal scope of SGB III and 10,400 with-
in the legal scope of SGB III. In addition to this, 8,400
young adults embarked upon funded VET.

B4.2 Funding and take-up of
upgrading training

The Upgrading Training Assistance Act (AFBG) is jointly
financed by the Federal Government and the federal
states and has existed since 1996. It provides for an indi-
vidual right, irrespective of age, to funding of upgrading
training courses —i.e. courses leading to a master crafts-
man qualification or other programmes to prepare for a
comparable advanced training qualification. According
to the AFBG statistics published in August 2018, funding
for 164,537 persons was approved in the year 2017. This
represents an increase of 1.7% compared to the previ-
ous year. A total of 81,222 persons (49.4%) completed

a full-time measure, whilst 83,315 (50.6%) finished a
part-time measure. Compared to the previous year, the
rate of change for persons funded in full-time and part-
time measures was +8.1% and -3.8%, respectively. The
proportion of women in 2017 was 35.4% (58,249). As in
the preceding years, the vast majority of those receiving
funding (81.6%) were aged between 20 and 35.

There were 78,791 funding approvals (47.9%) in the
trade and industry sector (for advanced training objec-
tives pursuant to the Vocational Training Act). As in the
previous years, this area occupied the top position. It was
followed by the craft trades sector, in which 39,276 fund-
ing approvals took place (23.9%). In 2017, total funding
of €640,651 million was authorised. This figure in-
cludes grants in the amount of €269,9 million and loans
amounting to €370,741 million. In overall terms, the rate
of change in respect of financial expenditure approved
compared to the previous year was 11.2%. In 2017, total
financial spending in respect of funding taken up was
€544,761 million. The proportion of grants was €269,9
million, whilst loans accounted for €274,861 million. The
average funding sum approved per person per month in
2017 was €1,301. In 2017, a total of €36,534 million in
loan rebates was granted to 28,898 persons in receipt of
funding following an examination pass (“pass rebate”).
The average rebate was €1,264.

B5 Public spending on
continuing vocational education
and training

Continuing vocational education and training is funded
by the Federal Government, the federal states, local gov-
ernment authorities and the Federal Employment Agency
(BA). Table B5-1 documents spending from public budg-
ets on continuing vocational training from 2001 to 2018.
Expenditure on general, political, cultural and scientific
continuing training is not presented.

The Federal Government's Continuing
Education Grant Programme

The continuing education grant has been in place since
December 2008. Its aims are to support participation in
individual CVET by workers in receipt of low incomes, to
impart occupationally specific knowledge and skills, and
to promote continuing training programmes which serve
to strengthen general employability. The Federal Ministry
of Education and Research (BMBF) and the European
Social Fund (ESF) fund the Federal Continuing Educa-
tion Grant Programme. It is currently in its third funding
phase.

Around 340,000 continuing education grant vouchers
and 28,800 savings vouchers had been issued by the end
of December 2018. Experiences from the two preceding
funding periods have shown that just under 75% of grant
vouchers are actually redeemed.

Over the three funding periods, participant structure in
terms of individual socio-demographic characteristics has
altered only slightly. If the aspect of gender is considered,
the disproportionately high number of women is conspic-
uous. The employment structure of persons participating
has developed differently. Significant growth is discern-
ible in the case of dependent employees, who accounted
for a proportion of 36% in the first funding phase. They
now make up almost half (49%) of all participants. The
proportion of full-time employees fell significantly from
40% to 26% during the same period. Over the course

of the funding period, the proportion of self-employed
persons rose from 19% at the outset to 23% in the third
funding period.

The continuing education grant is mainly used in sectors
in which there is a high degree of pressure for continuing
training accompanied by low levels of income and/or in
sectors in which employers are less likely to contribute

to the continuing training costs of their employees. The
most common sector represented is “Healthcare, veter-
inary services and social services” (42%), followed by
“Education and teaching” (11%).
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Table B5-1: Public expenditure on continuing vocational education and training

2001 2010! 2015 2016 2017 2018 initial

€ billion € billion € billion € billion € billion €billion  training
BMBF
International exchange and cooperation in vocational training 0,007 0,010 0,011 0,009 0,013 0,014 X
Innovations and structural development of vocational training N/A 0,050 0,075 0,076 0,064 0,093 X
BIBB (operation and investments) 0,028 0,030 0,036 0,042 0,038 0,048 X
Support for gifted students in vocational education and training 0,014 0,035 0,046 0,049 0,052 0,050 X
Upgrading Training Assistance Act (AFBG)* 0,045 0,149 0,182 0,200 0,252 0,266
(ontinuing training and lifelong learning N/A 0,048 0,038 0,047 0,079 0,047
‘lllvigorahd;\rllegct;arlznglr;%ez:jsili;tTasnce for pupils at trade and technical schools 0,081 0,124 0124 0117 0,112 NIA X
BMWi
Vocational training for the SME sector — advanced training institutionsé 0,027 0,024 0,029 0,025 0,018 0,029
BMAS®
Funding of continuing vocational training within the legal scope of SGB II” N/A 0,827 0,563 0,568 0,543 0,506 X
Grants to supplement pay for the continuing training of unskilled NIA 0,001 0,001 0,002 0,002 0,003 X

workers and employees threatened by unemployment (AEZ-WB)

Federal states, local government authorities, special purpose associations®

Trade and technical schools® 0,566 0,608 0,746 0,820 0,811 0,758 X
Upgrading Training Assistance Act (AFBG) 0,013 0,051 0,051 0,056 0,071 0,075
ﬁ?;gl:;:;c::?;ffntres (funding code 152), “work and occupations” 0,088 0,051 0,036 0,035 0,035 NIA

Other continuing training (funding code 153)™ 0,485 0,333 0,363 0,389 0,425 0,493 X
Advanced and continuing training for teaching staff (funding code 155) 0,130 0,091 0,119 0,130 0,136 0,160

Federal Employment Agency

Funding for continuing vocational education and training*? 1,064 1,068 1,149 1,235 1,287
:Jrgienr?npglﬁyment benefits whilst undertaking continuing vocational 6,982 0,962 1,060 1,093 1126 1,107

Funding for young people’s residential homes 0,044 = 0,001 0,003 0,009 0,007 X
Supplementary training provision co-financed via funding from the

ESF in the case of receipt of short-time allowance, seasonal short-time = 0,043 0,000 -0,000 -0,000 -0,000

allowance or transfer short-time allowance

Not all years are presented for reasons of space. Information for the years from 2006 to 2009 and from 2011 to 2014 are available in earlier issues of the Data Report.

Items which also contain a significant scope of expenditure on initial vocational training are marked with a cross.

Actual values in accordance with Federal Government budgetary calculations. Budget appropriations for 2018.

The values presented do not provide any information on funds actually paid out to recipients in the respective period; cf. note in text.

Funding for pupils at trade and technical schools requiring completed VET Actual values for all calendar years stated in accordance with upgrading training assistance figures produced

by the Federal Statistical Office. Does not take loan repayments into account. Up until 2014, 65% of spending was allocated to the Federal Government and 35% to the federal states.

The Federal Government has borne the full financing since 2015.

Up until 2011: “funding of extra-company advanced training institutions". This records funding for extra-company vocational training centres which mainly focus on advanced and

continuing training activities.

Actual spending for the respective budgetary year. Not included: BMAS expenditure for authorised local government providers not recorded via the finance system of the BA.

Actual values for 2001, preliminary actual values for 2015 to 2017. Target values for 2018.

Basis for the estimation of expenditure in the calendar years 2001 and 2010 to 2017 is the number of hours taught per type of school in the school years ending and beginning in

the respective calendar year and expenditure on vocational schools. Basis of the estimation for the year 2018 is the number of hours taught per type of school in the 2017/18 school

year and expenditure on vocational schools in the 2018 calendar year. Until the 2014 Data Report, estimation took place on the basis of pupil days. Since the 2015 Data Report,
however, only values estimated on the number of hours of teaching are presented, including with retrospective effect.

10 Estimated with the assistance of public spending on adult education centres according to the Federal Statistical Office and the proportionate volume of teaching in the “work and
occupations” programme area according to the adult education centre statistics (2010: 15.0%, 2013: 11.3%, 2014: 10.5%, 2015: 9.3%, 2016: 8.2%, 2017: 7.8%).

11 Fynction 153 collates the former functions 151 (funding of continuing training) and 153 (other continuing training institutions). In addition, the items contain expenditure on general
and political continuing training. The extent to which continuing training programmes of the federal states have been taken into account here is unclear. These may be allocated to
other functional areas in the annual financial statistics, cf. notes in text.

12 This item collates BA expenditure on the funding of continuing vocational training and grants to supplement pay for the continuing training of persons in employment (AEZ-WB) from
the year 2014 onwards. Includes, inter alia, expenditure on the “Initiative to support structural change (IFlaS)" and “Training for persons in employment (WeGebAU)". Because of
changes to the aggregation of expenditure, continuing vocational education and training and AEZ-WB are no longer stated separately.

13 See notes in text.

Quelle: Source: Federal Ministry of Finance, federal budgets
Federal Ministry of Finance, budget account of the Federal Government
Federal Statistical Office, Specialist Publications 11, Series 2 - Vocational schools
Federal Statistical Office, Specialist Publications 14, Series 3.1 = Financial results of the public budgets
Federal Employment Agency, quarterly reports
Federal Employment Agency, Monthly Financial Results (SGB Il and SGB I11)
German Institute for Adult Education, adult education centre statistics
Information provided by the Federal Statistical Office (January 2018). VET Data Report Germany 2019
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Part C Special focus: Vocational education and
training 4.0 - skilled worker qualifications and
competencies for the digitalised work of the future

The ongoing digital shift is connected with many issues
relating to the future of work and of initial and continu-
ing training. The future of work and learning will depend
on how digital change can be shaped and achieved in a
way which equips young people for a digitalised world of
work via the vehicle of VET. Older employees must also
be provided with the kind of continuing training that
will enable them to cope with the shift. A response needs
to be found to the issue of how the prerequisites can be
put in place to ensure job security and labour market
effectiveness by means of lifelong learning, and initial
and continuing training that is adapted to individual
occupational pathways. Given a world of employment
that is undergoing constant and ever more rapid change,
the task we face is to use initial and continuing training
to create the right conditions and a basis for “innova-

tive potential” which will allow the active adoption and
implementation of all changes that occur during a career,
even the changes of which we currently have absolutely
no knowledge.

In the light of ever evolving information technologies,
questions arise as to their possible uses and practical
relevance and feasibility and therefore also in respect of
their significance for companies and skilled workers. Fu-
ture developments are contingent on infrastructure at the
companies with regard to aspects such as the compatibil-
ity of various file formats being deployed in the areas of
development, production and administration. Alongside
the companies, which have embraced digital operations,
there are also still “down-to-earth” firms where the
progress of digitalisation is sluggish. The Federal Insti-
tute for Vocational Education and Training (BIBB) has
undertaken a multitude of investigations and analyses in
conjunction with its partners in order to discover more
about the actual utilisation and dissemination of digitali-
sation, to use robust data to answer questions relating to
the future of VET and to evaluate developments for the
world of work and employment.

(1 Occupational projections -
the influence of digitalisation on
work

The BIBB-IAB qualifications and occupational field
projections were conducted for the fifth time in 2018.
The basic projection of the fifth wave describes what
will happen to the labour if present developments and
correlations continue. Other deviating developments are,
however, also conceivable. These are calculated in the
form of scenarios and can be related to the results of the
basic projection. The digitalised world of work scenario
of the Federal Ministry of Labour and Social Affairs®, for
example, shows what the world of work could look like
if sectors in which there is a lower degree of digitalisa-
tion invest comparatively more in digital technologies.
The database underlying both of these calculations was
adjusted to the altered prevailing political and economic
conditions. Differentiated results are available for 141
occupational groups (according to KIdB 2010%). The
main results of the two projections are presented below,
and major differences are addressed in order to highlight
the influence of digitalisation on future labour market
developments.

Both projections are based on the QuBe population
projection, which forms the foundation for mapping
available labour supply on the labour market. A consid-
eration of population development from 1996 to 2035
makes it clear that peak population has not yet been
reached. This runs contrary to long-held assumptions.
The population of Germany will grow to 84.4 million

by 2027 and will then fall to 84.0 million by 2035. The
reasons for the further increase in the population are the
immigration that has taken place over recent years, a rise
in birth rates and higher life expectancy. The population
increase influences labour supply. From a starting point
of 44.9 million persons in 2015, labour supply will reach
a peak of 46.8 million in 2024 before falling back to 45.5

19 The "“digitalised world of work" scenario builds on the “Economy 4.0" sce-
nario, which it expands by adding the areas of e-governance and a stronger
rise in online retail.

20 The 2010 Classification of Occupations (KIdB 2010) encompasses a total of
144 occupational groups. However, because no rank differentiation is made
in respect of members of the regular armed forces, only 141 occupations are
shown.
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million by 2035. Even though a decrease in labour supply
is indicated from 2025, it is still forecasted to be higher at
the end of the projection than in the starting year. This is

in contrast to earlier projections.

The QuBe population projections

The QuBe population projection is based on the population
projections of the integrated labour supply and population
model developed by the Institute for Employment Research
(IAB). The specific characteristics of this model are that it
differentiates between German and non-Germans and
that it estimates and updates individual components (birth
figures, survival probabilities, influxes and outfluxes and
naturalisations) using analytical methods based on time
series.

(2 Development of the
qualifications and occupational
structure of the labour supply

This section presents the central findings of the fifth
wave of the BIBB-IAB qualifications and occupational
field projections. Both the QuBe basic projection and the
digitalised world of work scenario have been addressed.
The latter is an assumptions-aided calculation of the
impacts of digitalisation in the German economy on the
labour market. As opposed to preceding projections, it
reveals that, as a result of increased birth rates, higher
life expectancy and the immigration of recent years, the
population will not reach its peak until 2027. This means
that labour supply will be greater at the end of the projec-
tion in 2035 than in the starting year of 2015. A compar-
ison of labour demand and supply shows that matching
problems will increase at a specialist level. Whereas
digitalisation may help to compensate for the decrease in
labour supply in sales occupations in the retail trade in
particular, there will be an especial deterioration in the
recruitment situation in occupational groups which are
directly involved with the implementation of digitalisa-

Figure (2-1: Development in new labour supply and persons leaving working life from 2016 to 2035

(in millions of persons)

Higher education qualifications (not including a bachelor's 4,209
degree or a degree from a university of applied sciences) 2,112
(ISCED 746-8LL) 2 097
. . 4,354
Upgrading training, bachelor's degree or degree from a 3377
university of applied sciences (ISCED 453, 554-655) i
Moo
9,044
With a vocational qualification (ISCED 351-L4kL, L5L) 10,902
-Lsss [
1,198
Without a full vocational qualification (ISCED 010-344) 1986
-0,788 [}
-4 =2 0 2 [ 6 8 10 12
New labour supply (2015 to 2035) Persons leaving working life (2015 to 2035) . Net figure

Source: Research Data Centre of the Federal Statistical Office and the statistical offices of the federal states,

microcensuses 1997 to 2015, calculations and representations from the QuBe Project, fifth wave VET Data Report Germany 2019
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Table (2-1: New labour supply and persons in the labour supply leaving working life by qualification levels
(in thousands of people)

New supply Left working

Ne Main occupational group of the 2010 (lassification of labour supply  (cumulated life (cumulat-  Labour supply Iall:;f:c:rse:cel
" Occupations 2015 from 2016 to  ed from 2016 2035 2035_20"1';3’
2035) to 2035)
(@) (0)] @) (1) (&) - (2)

01  Members of the regular armed forces 15 8 8 15 0

11 Occupations in agriculture, forestry, and farming 648 206 386 L68 -180

12 Occupations in gardening and floristry 370 159 169 359 -10

71 Occupations in p.roduct.lon and processlng of raw materials, 14t L 9% 95 49
glass and ceramic making and processing

2 Plastics manufacture and procgssmg, 654 379 789 643 11
wood production and processing

23 Qccupatlpns in pgper n_1ak|ng and processing, printing, and 413 47 164 496 83
in technical media design

o Occupations in metal making and metal working, and in 1,801 574 1,065 1311 491
metal construction

25  Technical engineering and vehicle occupations 2,549 1,061 1,278 2,332 =217

26 Mechatronics, energy and electrical occupations 2,086 979 1,057 2,007 -78

57 Occup}atlons in technlce}l research and developmgnt, con- 467 263 226 500 37
struction, and production planning and scheduling

28  Textile and leather making and processing 591 102 410 283 -308

29  Occupations in food production and processing 1,141 413 517 1,037 -103

31 Occupqtlons in construction scheduling, architecture and 529 379 249 558 29
surveying

32 Occupations in building construction above and below 875 254 491 637 -238

33 (Interior) construction 781 332 358 755 -26

34 Occ.up.atlons |.n building services engineering and technical 637 358 315 580 57
building services

L1  Occupations in mathematics, biology, chemistry and physics 819 642 376 1,085 266

1 Occupa_tlons in geology, geography and environmental 139 131 60 209 70
protection

43 Ogcupatlons in computer science, information and commu- 603 579 162 1.020 17
nication technology

51 Oc'cqpanons in traffic and logistics (not including vehicle 693 366 287 73 80
driving)

52  Drivers and operators of vehicles and transport equipment 241 79 147 173 -68

53 Occupatlons in safety and health protection, security and 280 150 145 286 6
surveillance

54 Occupations in cleaning services 58 25 29 54 -4

61  Procurement, sales and commercial occupations 632 312 275 670 38

62  Sales occupations in the retail trade 2,266 819 1,063 2,021 -245

63  Tourism, hotel and restaurant trade 653 393 172 874 221

71  Occupations in business management and organisation 4,114 2,018 1,734 4,398 284

7 Occupations in financial services, accountancy and tax 1,204 570 550 1,224 20
consultancy

73 Legal and administrative occupations 1,730 872 173 1,828 98

81  Medical and healthcare occupations 3,167 1,663 1,248 3,582 415

82 Non-mgdlcal hea!thcare, body care and health and beauty 1,258 661 521 1,398 161
occupations, medical technology

83  Education, social and housekeeping occupations, theology 1,547 842 661 1,728 181

84 Teaching and training 1,070 739 518 1,291 221

01 Oc.cupatmns in phllolqu, literature, humanities, social 908 770 327 1.351 3
sciences, and economics

92 Qccupat|on§ |n.advert|.smg apd marketing and in commer- 198 167 63 302 104
cial and editorial media design

93 Occupations in product desgn, a.rtlsan craftwork, fine arts L6 159 119 286 40
and the manufacture of musical instruments

94  Performing arts and entertainment 210 190 82 317 107
No occupation learned 5,999 1,198 1,986 5,211 -788
In education and training 3,208 = = 3,327 119
Total L4 940 18,805 18,377 45,488 548

Source: Research Data Centre of the Federal Statistical Office and the statistical offices of the federal states,
microcensuses 1997-2015. (alculations and and representations from the QuBe Project, fifth wave
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tion. Although the results presented here depict a more
optimistic picture given the fears frequently expressed
within the public debate that digitalisation will bring
massive job losses in its wake, they cannot hide the fact
that, against the background of the expected structural
changes, extensive endeavours will be needed in terms
of preparing the labour demand for the new challenges.
This particularly affects investments in initial and contin-
uing training.

Change to the qualifications structure

In overall terms between 2016 and 2035, around 18.4
million persons will leave the labour market and about
18.8 million will join it. The labour supply will, however,
develop differently at the individual qualification levels.
Whilst labour supply to the upper qualification levels will
continue to increase, this will not be the case for persons
with a vocational qualification. Although a majority

still acquires a full vocational qualification (9 million
persons or 48.1%), 10.9 million of the labour supply at
this qualification will have entered retirement by 2035.
Nevertheless, the gains acquired via migration over the
past years will mean that the labour supply in possession
of a vocational qualification will not fall as sharply as
assumed in previous projections.

Change to the occupational structure

The trend towards higher qualifications will also be
reflected in the future occupational structure. In almost
all occupational groups in the manufacturing sector, over
half of the labour supply with a vocational qualification
will leave working life between 2015 and 2035. The main
occupational groups of “Occupations in paper making
and processing, printing, and in technical media design”
and “Occupations in technical research and development,
construction, and production planning and scheduling”,
where new supply from the training system will exceed
the number of persons departing working life, form

an exception in this regard. In the service sector occu-
pations, the area in which labour supply will fall most
sharply during the period from 2015 to 2035, in this

case by approximately 245,000, is in the “Sales occupa-
tions in the retail trade” where qualification is obtained
via training. By way of contrast, an increase in skilled
workers is expected to occur in most of the other service
occupations. The strongest increases in the labour supply
of something above 400,000 in each case may be record-
ed in the “Medical healthcare professions”, “Occupations
in philology, literature, humanities, social sciences, and
economics” and “Occupations in computer science, in-
formation and communication technology”. The change
in comparison to amount of labour supply in the starting
year will be relatively strong in the latter two. The main
reasons for this are a sharp increase in training and high-

er education study provision in these areas over the past
years coupled with the fact that only a small number of
persons will enter retirement in the next 20 years.

C2.1 Development of labour demand

Labour demand is determined by economic development.
The developments outlined below form the foundation
both for the basic projection and for the digitalised world
of work scenario. Economic growth will fall to below 1%
in the long term. One of the factors here is the decline in
labour supply which is beginning to take effect, and for
which increases in productivity are not able to compen-
sate fully. In addition to this, the population decrease
will cause a loss of momentum in private household
consumption after 2027. Although foreign trade will
continue to make a positive contribution to growth over
the medium term, it will not be possible to maintain

this boost. Because falling economic growth will take
place within the context of a smaller population, average
growth rates per capita will remain at a higher level. As a
result of the ageing of society and the associated need for
nursing staff, the healthcare sector will gain in signifi-
cance and will become the sector with the greatest level
of labour demand by 2035.

The digitalised world of work scenario deviates from the
empirical approach adopted by the basic projection by
assuming that increased investments will be necessary

in order for Germany to take on a pioneering role or to
maintain its position in the shift to Economy 4.0. These
assumptions have repercussions for projected economic
development as well as an impact on demand for workers.

The development of labour demand for the QuBe basic
projection and for the digitalised world of work scenario
shows the following. The influence exerted by digitalisa-
tion on labour demand will be relatively slight in overall
terms. A difference of 300,000 in labour demand is
expected for 2035 (see Figure C.2.1-1). The serious job
reductions often feared in connection with the digitali-
sation of the German economy are thus not discernible.
However, a differentiated consideration of the change in
labour demand in the wake of digitalisation shows that
the world of work will be greatly divergent from that of
2018. Almost 3.3 million jobs, which currently do not yet
exist, will be created by 2035. Nevertheless, 4.0 million
jobs will disappear over the same period. If we relate this
to today’s labour demand of nearly 45 million, then 16%
of all jobs on the labour market of the future will be dif-
ferent (7.3 million = |- 4.0 million | + 3.3 million). The
aim of the following section is to investigate the extent to
which the change processes in labour supply and demand
match each other.
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Figure (2.1-1: Developments of labour supply and demand from 2015 to 2035
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€2.2 Labour supply and demand by
occupations

The consequences of job losses or creations for the skilled
worker situation at the occupational level will depend
on the matching of labour supply and labour demand.
The question that arises is the extent to which impend-
ing matching problems as a result of digitalisation of

the economy are reinforced or mitigated. Figure C2.2-1
shows the ten main occupational groups which will see
the strongest increases or decreases in labour demand
when the digitalised world of work scenario is compared
to the QuBe basic projection. The greatest job reductions
are to be expected in the main occupational groups

of “Sales occupations in the retail trade”, “Transport

and logistics”, “Drivers and operators of vehicles and
transport equipment” and “Cleaning occupations”. All
these main occupational groups involve comparatively
monotonous tasks, and a high degree of potential for
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replacement* by digital innovations is thus exhibited.
The main occupational group which will derive the most
benefit from transformation of the Germany economy

to a digital world of work will be “Computer science and
other ICT occupations”. By way of contrast, growth rates
in the remaining main occupational groups will tend to
be slight.

Nevertheless, simply evaluating the change in the
skilled worker situation at a personal level is insufficient.
Arithmetical shortages at an occupational level do not
mean that no one can be found to exercise an occupa-
tional activity. The recruitment situation that companies
face tends instead to depend on a number of ancillary
conditions (e.g. production processes or attractiveness
of jobs) which can only be partially mapped within the
model context.

21 The BIBB potential for replacement indicator (states the extent to which
the tasks of an occupation can be replaced by machine-based processes).
(alculations are based on self-assessments by 20,000 workers with regard
to their work tasks and the activities they carry out.
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Figure (2.2-1: Difference between labour supply and labour demand by occupational areas (single-digit code of

the KIdB 2010) from 2015 to 2035, taking account of occupational compensation processes for the
QuBe basic projection (in thousands of people)
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(3 Occupation Screening 4.0 in
selected occupations

The digital transformation of the economy is altering
company work organisation along the lines of value-add-
ed chains, which are becoming increasingly automated
and global. Training contents and the requirements made
of dual vocational education and training are changing
accordingly.

VET Data Report Germany 2019

(3.1 Investment in digital technologies
and use of technology in training
(BIBB Training Panel)

Companies providing training and companies not
providing training differ with regard to investments
made in digital technologies. We may observe that more
companies providing training (26%) than companies not
providing training (17%) stated that they were making
major digital investments. It is also still the case that

the larger its size, the more likely a company is to make
significant investments in digital technologies. At the
sectoral level, the lowest proportions of companies mak-
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ing major digital investments were recorded in agricul-
ture, forestry and mining (8%), and in the construction
industry (9%). The public sector led the way with 34%.
A further conspicuous aspect is the fact that only 9% of
craft trade companies made major investments in digital
technologies.

Frequency of use of the technologies differs by companies
providing training and all companies. In the three survey
years, it is shown that companies providing training
exhibit a higher degree of use than companies in Germa-
ny. Furthermore, it may be observed that an increasing
focus was placed on networking and big data during the
period from 2016 to 2018. The most important role in
this regard was played by technologies enabling network-
ing with customers. In 2018, such technologies were
deployed by 80% of companies providing training (as
opposed to 70% of all companies). Communication with
customers is therefore a key objective of companies, and
investments have been made in relevant technologies.

A sharp increase was recorded in respect of the use of big
data technologies for the purpose of collection, storage
and processing of large quantities of data. Use of these
technologies rose from 39% amongst companies pro-
viding training in 2016 (33% of all companies) to 70%
in 2018 (56% of total companies). In addition to this,

in 2018, over half of companies providing training used
technologies for networking with suppliers (55%) and for
human resources and work organisation (60%). In the
case of all companies, the deployment rate of these two
technologies was under 50%.

(3.2 Degree of digitalisation at the
company by training occupations

The results of the occupation screening make it clear that
all occupations investigated are affected by digitalisation.
Nevertheless, digital penetration exhibits differences in
the individual occupations. This is also revealed by the
assessment made by respondents with regard to degree
of digitalisation (see Figure C3.2-1).

This means that digitalisation operates broadly and does
not take effect at individual companies at the same time.
As far as most occupations are concerned, companies
which are more conventional continue to exist alongside
innovative and digitalised companies. Differing require-
ments profiles emerge in each case. In respect of work
tasks and requirements profiles at highly digitalised
companies, there are also frequently conventional tasks
that still need to be performed as well as digitalised sub-
tasks. The following chapters on the training occupations
investigated will examine this more closely. With regard

Infobox

The impacts of digitalisation on task structures in the work-
place, on skills requirements for qualified workers, on the
demand for skilled workers and on vocational training were
studied via the example of 14 recognised training occupa-
tions in various branches and economic sectors within the
scope of an occupation screening process. The key objective
was to use this as a basis for the submitting of recommen-
dations for the design of initial and continuing vocational
education and training in the occupations forming the ob-
ject of investigation and for the further development of the
vocational education and training system in general and for
these recommendations to inform the VET policy debate.

Selection of occupations for the screening was made in

a criterion-led way and in consultation with the Federal
Ministry of Education and Research (BMBF). Occupations
were chosen if there was an expectation that they are
particularly affected by digitalisation and if they are of an
exemplary nature. This means that they

» have their origin in as many different economic sectors
and branches as possible;

» constitute “major” or “relatively small" occupations in
terms of training numbers;

» are occupations with varying training durations (two-
year, three-year and three-and-a-half-year occupa-
tions);

» have not usually been updated for at least five years.

The joint approach for the empirical part of the investi-
gation was based on a sector analysis for each occupation
looked at (evaluations of existing studies, literature and
structural data) and on sample company case studies. The
changes identified in respect of work tasks and skills re-
quirements were checked for broader validity via an online
survey, and questions relating to current initial and contin-
uing training were added. Finally, the results were mapped
against present training regulations in order to ascertain the
extent to which the changes identified as being triggered
by digitalisation were already covered. The findings were
summarised in occupationally related sub-studies, and a
further comparative evaluation then took place so that they
could be included in an overall report.
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Figure (3.2-1: Assessment of the degree of digitalisation at the company by training occupations (in %)
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to the skills and knowledge, which will be necessary in This assessment clearly indicates a deficit which is obvi-
future, respondents across all occupations believe that ously perceived by the respondents and should provide
there will be a particularly large growth in significance in a reason for investigating how VET can take account of
the following categories: these requirements now and in the future and whether

the regulatory instruments in the individual training

> L i bility to 1
earning (ability to learn) occupations are sufficiently aligned to this.

» Occupationally specific skills and knowledge

» Process and system understanding A further set of questions in the occupation screening

> Digital technologies/knowledge of IT centred on the restructuring of company-based training
in the wake of digitalisation. Two thirds of respondents
stated that restructuring measures had been instigated at
their companies. 30% replied in the negative. The online
survey investigated the extent to which digitalisation is

» Flexibility/spontaneity
» Knowledge of software
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causing shifts in the requirement for or deployment of
skilled workers and whether qualified skilled workers
who had completed training could possibly be replaced
by semi-skilled and unskilled workers or by skilled
workers with academic qualifications. Considering all oc-
cupations, it is clear that this does not tend to be the most
common shift. Another point of interest as digitalisation
takes place was the importance of individual continu-

ing training forms and measures to skilled workers. It is
apparent that the primary way in which skilled workers
are prepared for the changed requirements that digital-
isation brings is via instruction given in the workplace
(72%). At least half of the respondents in each case
reported training courses held at the company by internal
staff (59%), external continuing training courses (56%)
and manufacturer training (50%). Rather less frequent
use was made of upgrading training courses (45%) or of
self-directed learning (38%). Only 5% of the respondents
stated that work tasks and requirements had not changed
as a result of digitalisation at the company.

C4 Selected results of the
occupation screening

C4.1 The training occupation of
industrial clerk

The training occupation of industrial clerk centres on
commercial and business management and is a general-
ist “cross-sectional occupation” in which training takes
place across all sectors of industry. 17,829 new training
contracts were concluded in the occupation of industrial
clerk in 2017. This put it in fifth place in the ranking list.
Trainees receive insights into all the major functional ar-
eas of a company, such as procurement, marketing, sales,
financial accounting, production and human resources.
In the third training year, employability skills are expand-
ed and enhanced in one specific area of deployment over
a period of eight to 10 months. In the commercial sector,
the digital shift is particularly characterised by a higher
degree of automation which may extend to encompass
the smart networking of people, resources, informa-

tion and objects on the basis of cyber-physical systems
(CPS)*, leading in turn to independent communication
between systems which are interlinked. This is associated
with extensive leeway for companies with regard to their
business and production processes and corporate organ-

22 These systems are characterised by the linking of real physical objects and
processes with information processing virtual objects and processes via open
information networks which are sometimes global and which are connected
with one another at all times. Sensors are used to capture data relating
to situations in the physical world, and this is then interpreted and made
available for network-based services.

isation and business models, something which gives rise
to consequences for the task and training requirements of
industrial clerks.

Digitalisation and networking approaches in
company practice

Digital technologies have been deployed in the task
domain of industrial clerks for many years, and the nec-
essary knowledge, skills and competencies were firmly
established in training regulations when the occupation
was last updated in 2002. The digitalisation process
towards later generation technologies has tended to be
sluggish, and no revolutionary shift has thus taken place
within the area of deployment of industrial clerks. Nev-
ertheless, significant changes have occurred in ways of
working and in processes in some cases, for example, in
communication, data exchange and data analysis. Both
deployment and use of technologies are multifarious.
The qualitative interviews and the quantitative investiga-
tion conducted have both revealed that companies often
deploy programmes which are specific to different areas,
such as product or warehouse management in logistics,
customer relationship management in sales and elec-
tronic applicant portals in human resources. The extent
of the networking of the systems ranges from purely
internal to the possibility of data access from outside by
external parties, such as in the case of suppliers which
avail themselves of the delivery management systems or
procurement platforms of their customers. The investiga-
tions notably showed that so-called enterprise resource
planning systems (ERP systems) are a technology that is
gaining a high degree of significance in the commercial
sector. A central database is used to store and process
operational data, and this enables companies to plan and
execute all business processes from a single system. The
quantitative results show that almost all (97%) major
companies make use of ERP systems. Dissemination
amongst small and medium-sized enterprises (SMEs) is
also wide (81%), although 13% of firms in this category
state that they do not use or plan to use the technology.

The aspects associated with later generation digital
technologies, which exert a particular influence on com-
mercial tasks therefore relate in particular to the topics of
networking and automation and to the scope of the data
which is processed digitally. However, just the number of
technologies deployed does not determine how “digital-
ised” a company is or what “degree of digitalisation” it
has. The extent to which the technological opportunities
afforded by the individual IT systems are exploited is far
more crucial.
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Figure C4.1-1: Future significance of the competencies of industrial clerks
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Changes in tasks

Increasing automation and networking is associated with
a change in the tasks performed by industrial clerks. The
results of the investigation indicate that routine tasks
such as administration, recording vouchers, executing
simple order processes and preparing and processing
invoices are undergoing a particular loss of significance.
Many of these are being performed in an automated way
via a work sequence that is electronically stipulated or
have else been outsourced to be carried out by other peo-
ple. The consequence of this is that industrial clerks are

VET Data Report Germany 2019

assuming more responsibility for tasks involving monitor-
ing. Industrial clerks are particularly likely to intervene

in search of a solution when problems or special cases
occur. Thus, whilst routine tasks are becoming less signif-
icant in the occupational profile of industrial clerks, other
tasks are gaining in importance. For example, industrial
clerks frequently assume interface and coordination tasks
in cross-cutting areas. They are closely integrated into
projects and take on tasks within an international con-
text. The change to business processes also means that
customers are being provided with additional services.
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The qualitative results indicate that these are frequently
performed by industrial clerks.

The extent to which tasks shift and the tasks which in-
dustrial clerks take on depend, however, on the company.
This is especially revealed within the scope of the project
work alluded to. There are, for instance, companies in
which industrial clerks assume full autonomy for the
preparation, planning and execution of small or medi-
um-sized projects. They sometimes even generate such
projects themselves. At other companies, they merely
take partial responsibility for individual project stages
and assistance functions.

A further growth in significance is particularly shown

in the analysis and monitoring of data. The topic of

“big data” is thus also becoming more relevant within
the occupational profile of industrial clerks. Big data is
characterised by large volumes, diversity of data, data
sources and data structures, differing significance and
quality of data, high-speed data processing and dissemi-
nation, change momentum, and areas of potential for the
creation of added value. From the point of view of the
interview partners, this gives rise to tasks connected with
filtering the data and making it easier to manage. Ac-
count needs to be taken in this regard of categorising and
understanding the origin, context and significance of the
data and of arriving at decisions. For example, particu-
larly in the area of marketing and human resources, in-
dustrial clerks research data on “social media platforms”
and then suitably combine this information so that it can
subsequently be processed for internal company purpos-
es. This includes evaluation of data and sources and the
preparation and visualisation of results. Nevertheless,
companies and departments adopt differing approaches
in respect of the degree to which industrial clerks assume
responsibility for tasks of this nature. Decisions are often
taken depending on data structure. From the point of
view of the respondents, task shifts are being accompa-
nied by changes in competence requirements (Figure
C4.1-1).

Skills requirements

Companies are countering the changes by adopting
different recruitment strategies. Most companies still
consider VET in the occupation of industrial clerk to

be a necessary and useful prerequisite for operational
deployment. The reason they give is that industrial clerks
are trained to be generalists and are thus in possession of
an overall view of the company’s structure and process-
es. Some companies, on the other hand, are starting to
employ more Bachelor graduates. Individual respondents
justify this by stating that those with a bachelor’s degree
are able to absorb complex correlations quickly and are
also in possession of the necessary self-competencies.

Nevertheless, the low amount of practical experience

is viewed as being a deficit. Based on the results of the
investigation, it is possible to conclude that, up until
now, the technologically neutral wording used in the
regulatory instruments to describe knowledge, skills and
competencies means that many of the required tasks

and competencies have already been taken into account
in the training regulations for industrial clerks of 2002.
The interviews make it clear that the main areas in which
skilled workers need more rigorous training are dealing
with data, software use, project management, knowledge
of English, and personal development. New qualifica-
tion opportunities will have to be created, but there is
now also a stronger expectation that skilled workers will
display initiative in terms of their willingness and ability
to acquire new findings and methods.

(4.2 Selected results of the occupation
screening on the basis of the example
of the occupations of farmer and
agricultural services specialist

Farmer and agricultural services specialist are two of
the 14 “green” recognised training occupations in the
agricultural sector.

Training in the occupation of farmer dates back to 1995
and is broadly divided into the areas of plant produc-
tion and animal production. The former contains nine
different branches, whilst animal husbandry encompass-
es eight. Two branches need to be selected from each of
these two areas during the three years of training. Such a
structure facilitates individual combinability of branch-
es in accordance with requirements, the underlying
concept being that this will train the skilled workers to be
“all-rounders”. Training in the occupation of agricultural
services specialist was developed in 2005 before being
permanently enshrined in law in 2009. This training
occupation focuses entirely on the area of crop growing
and has been tailored to meet the needs of agricultural
contractors, i.e. companies which perform services for
farmers. The training is also of three years’ duration, and
particular significance is attached to competencies in

the area of plant growing, to working with agricultural
machine technology, to the marketing of agricultural
services, and to dealing with customers.

Changes in tasks

With regard to the change in activities and tasks, dealing
with computer-aided tools and technologies is shown

to be an increasingly relevant factor in the daily prac-
tice of skilled workers. A shift from operational tasks to
activities relating to control and monitoring is a discern-
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Table (4.2-1: Current and future significance of skills and competencies in the occupation of farmer

Logical and analytical thought
Willingness to learn
Process understanding

vvyy

Use IT systems
Check plausibility of data
Media competence

Evaluate and use data
Communication skills

VYVVYVYYY

Targeted deployment of specialist software

Research and critically evaluate information

Organisational ability
Use own senses to perceive processes

Professional competencies in animal breeding and
husbandry

vVvyy

Problem-solving skills
Team player
Professional competencies in plant production

vvyy

Source: 2018 BIBB/BMBF online survey “Qualifications and competencies of skilled workers

for the digitalised work of tomorrow", Farmer (n = 88)

ible part of this process. Tasks and activities involving
planning, checking and documenting —i.e. contents
within the context of operational and work organisation,
or management — are already important for farmers and
will become even more important in the future. The
rising significance of using data for operational processes
and for the optimisation of such processes also forms
part of this picture. However, increasing complexity
with regard to the adjustment and operation of equip-
ment, machines and plants is also leading to a situation
in which technological opportunities are frequently not
even fully exploited. Essentially, no completely new tasks
are currently arising. Instead, existing tasks in the areas
of crop growing and animal husbandry are becoming
technologically concentrated because of the emergence
of new tools in the form of assistance systems. Given the
present conditions, therefore, no change is discernible in
terms of the fundamental way in which the occupation is
understood. Although it is possible to accelerate growth
processes, the basic pace continues to be set by nature.

Future competence requirements

Dealing effectively and purposefully with digital and net-
worked systems requires an ability to control machines,
equipment and plants and also increasingly involves the
handling of data, i.e. acquisition, processing and use.
This also very much needs to be seen against the back-
ground that farmers and agricultural services specialists
are usually data users and do not carry out programming
and maintenance tasks. They are therefore dependent on
cooperation with IT service providers. The fundamental
focus is on distinguishing between what is important and
what is not, on avoiding becoming lost in a flood of data,
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and on critically investigating the plausibility of data
rather than trusting in it blindly. This particularly applies
when dealing with animals and plant life. For this reason,
and despite all the digitalisation and networking, key
significance continues to be accorded to tasks and activ-
ities in the areas of plant and animal production and to
the basic skills and competencies associated with these.
Skilled workers need to be in a position to use their own
senses to perceive and recognise facts and circumstances,
developments and possible risks.

One conspicuous aspect with regard to skills and com-
petencies, which will be of importance in the future, is a
clear division between cross-cutting competencies and
IT-related competencies. Logical and analytical thought,
process understanding and willingness to learn already
play an important role for farmers today, but their signi-
ficance will continue to grow in the future (see Table
C4.2-1). The application of IT systems, the targeted
deployment of specialist software and media compe-
tence —i.e. aspects which take digital competencies along
a pathway towards becoming an additional and fourth
“R” — have tended to be of subordinate importance thus
far. But they are becoming increasingly significant. The
respondents do not believe that there are any contents in
the training regulations which can be omitted. The obser-
vation is, however, that there is a shift in focus away from
plants and animals and towards technology.

Skills requirements

There is (yet) no perception of any urgent necessity to
modernise the recognised training occupations of farmer
and agricultural services specialist because of digitalisa-
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tion and the networking of agricultural companies. The
technologically neutral way in which skills and knowl-
edge are formulated in the general training plan repre-
sents a kind of “anti-ageing protection”. Even though
the current significance of digitalisation and networking
could not have been predicted when the ordinance was
last updated in 1995, the existing formulations are still
fundamentally able to map these developments. Cur-
rent changes can be imparted at the level of the training
structure without the need for ensuing changes at the
curricular level.

The topic of digitalisation and networking tends to be
accorded a strategic alignment in advanced and contin-
uing training. This differs from the alignment in initial
training, which is more operational. Alongside the topics
of work organisation and human resources management,

growing significance is also especially being attached

to process management, process control and process
optimisation within the scope of company management,
whereby consideration also needs to be accorded to in-
creasingly complex success parameters. Competencies in
the areas of data collection and differentiated use of data
have a particular role to play in this regard. The focus of
interest here is more on the interplay between technol-
ogies, including with regard to the networking of IT
systems, rather than on the handling of specific technol-
ogies. A further relevant issue within this context is the
weighing up of benefits and drawbacks in order to arrive
at a response to the question of whether and to which ex-
tent the system is a structural and business match for the
prevailing facts and circumstances at the company and of
the form in which it can and should be deployed.
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Part D: Monitoring of the internationalisation of
vocational education and training

This section expands on the indicators-based reporting
system adopted by the Data Report to accompany the
Report on Vocational Education and Training by adding
selected data relating to the internationalisation of voca-
tional education and training worldwide and in Europe in
particular.

D1 Indicators for vocational
education and training in Europe

D1.1 Development of vocational
education and training in selected
countries with dual VET

Dual vocational training which places the main emphasis
on company-integrated learning is of particular signifi-
cance to the acquisition of skills that are in demand on
the labour market. Countries with dual systems exhibit
particularly low rates of youth unemployment. Neverthe-
less, the analysis of provision of company-based training
in different countries is not without its problems. Making
comparisons is frequently hampered by the structural
differences between their various VET systems. The train-
ing rate is arrived at by dividing the number of trainees
by the total number of employees subject to mandatory
social insurance contributions. Recording the training
rate as a relevant indicator of dual VET practice is there-
fore certainly suited to the investigation of various VET
systems. In many cases internationally, company-based
training is linked to post-secondary education and train-
ing provision rather than being aligned to the secondary
school sector. The trend that has emerged in Germany
over recent years points to a further reduction in the
training rate. Switzerland, too, is seeing a decline in its
training rate. France still has the lowest training rate.

D1.2 Youth unemployment in European
comparative terms

Due to the extreme increase in joblessness amongst
young people that was recorded in many countries of
southern Europe in connection with the economic and fi-
nancial crisis, data relating to the measurement of youth
unemployment in internationally comparative terms has
been attracting particular attention since 2013 at least.
When using and interpreting data, consideration needs to
be accorded to the fact that different concepts are used to
measure youth employment. These include the following:

» Unemployed young people as a proportion of the
labour supply of the same age which is in employment

» Unemployed young people as a proportion of the pop-
ulation of the same age (labour supply and economi-
cally inactive persons)

» Relative youth unemployment

» The NEET rate — not in education, employment or
training — young people who do not form part of the
labour demand and are not engaged in education or
continuing training

These various definitions and empirical design concepts
produce significant differences in the data, and these are
portrayed in Table D1.2-1.

In all countries observed in 2017, unemployment
amongst young people (aged 15 to 24) was significantly
higher in overall terms than amongst the age group of
those from 25 to 74. Nevertheless, youth unemployment
fell in all countries considered as compared to 2016. This
development has been clear since 2013 for badly affected
countries such as Greece, Italy, Spain and Portugal in par-
ticular. The EU average has fallen accordingly (18.6% in
2016 compared to 16.7% in 2017). However, if we con-
sider relative youth unemployment in 2017, the degree
to which the young labour supply is affected compared

to adults in EU average terms (27 countries) has risen
slightly (2.48% in 2016 compared to 2.49% in 2017).
One explanation for this is decreasing unemployment in
the 25 to 74 age group. This trend is also discernible for
Germany, where young people’s likelihood of being af-
fected by unemployment has risen despite a small drop in
youth unemployment (1.87 in 2016 versus 2.00 in 2017).
Young people have thus benefited from the upturn on the
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Figure D1.1-1: Proportion of pupils at upper secondary level in vocational and general educational programmes
in European and international comparative terms in 2016

(anada 9 91
Australia 56 Ll

France 31 10 59

Austria 37 32 31
Germany = T 31 62
Denmark 8 33 59

Switzerland 7 58 35
0 20 L0 60 80 100

General education Work-based training Full-time vocational school-based training
Remarks: included are programmes leading to qualifications aligned to ISCED levels 3 (a, b, c). When comparing the data, account needs to be taken of the fact that the length
of educational programmes varies internationally (e.g. 12 or 13 years of schooling, compulsory education until the age of 16 or 18). The data for Austria places pre-vocati-
onal training in the category of “full-time school-based vocational training” (6%). For Germany, programmes are recorded as follows:

General education - upper secondary schools (upper secondary level), integrated comprehensive schools (upper secondary level), independent Waldorf schools (Years 11 to
13), schools for pupils with learning difficulties (Years 11 to 13), two-year specialised upper secondary schools, specialised grammar schools, full-time vocational schools
which lead to a higher education entrance qualification.

Vocational - vocational preparation programmes with a credit transfer for the first year of an apprenticeship (at full-time vocational schools, basic vocational training year),
vocational schools (dual system), full-time vocational schools which lead to a full professional or vocational qualification (not including healthcare and social services
occupations and nursery school teacher training), one-year programmes in healthcare professions (at full-time vocational schools or healthcare sector schools). Pupils
in the so-called “transitional sector” are not included in the data (cf. Chapter A4). Vocational programmes are divided into the categories of work-based and full-time
school-based. Programmes in which more than 25% of learning occurs in the workplace are allocated to the work-based category. Pupils who have already completed a
training programme or the upper secondary school leaving certificate and would now need to be allocated to the upper secondary sector for a second time (training + upper
secondary school-leaving certificate, upper secondary school leaving certificate + training etc.) are not included in the data for ISCED level 3.

Source: Organisation for Economic Co-operation and Development (0ECD):

Bildung auf einen Blick — OECD-Indikatoren. Paris 2018 (B1, Tabelle B1.3). VET Data Report Germany 2019

labour market, but older persons have derived a particu-
lar advantage. If we look at unemployed young people as
a proportion of the population of the same age, then we
see that Italy, Spain, Greece and Portugal were amongst
the countries with the highest numbers of unemployed
15 to 24-year-olds in 2017. France and Sweden also

exhibited comparatively high rates. The NEET rates also
show a correlation between higher youth unemployment
rates and higher percentage shares of economically inac-
tive young people who were not involved in education or
continuing training in 2017.
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Figure D1.1-2: Training quota = company-based trainees as a proportion of labour demand from 2004 to 2016 in
international comparative terms (in %)
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Information on training contracts in the respective countries are taken from the following sources which are based on national statistics (full details in the bibliography).
Austria (Austrian Chamber of Commerce and Industry 2018); Canada (Statistics (anada 2018); France (Direction de I'évaluation 2013, pp. 154f.; 2015, pp. 144f.; 2017,
pp. 136f.; 2018, pp. 136f.); Switzerland (Federal Statistical Office 2018b); Germany (BIBB Data Report 2018c, Chapter A5.2); Australia (National Centre for Vocational
Education Research 2018); Denmark (Statweb Denmark 2018).

Data relating to labour demand is, however, taken from the international statistics of the ILO

(International Labour Organization 2018). Calculations by the Federal Institute for Vocational Education and Training. VET Data Report Germany 2019
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D2 Digitalisation and vocational
education and training in
international comparative terms

The anticipation is that increasing digitalisation will
impact on various areas of society. The world of work of
tomorrow in particular is expected to undergo considera-
ble changes. Because the VET contents and forms are also
affected by this, the intention is that measures initiated

in the VET system should help counter the challenge of
digitalisation. The changes may be observed from labour
market economy and from industrial-sociological per-
spectives. The main approaches and concepts with regard
to consequences of digitalisation for the labour market
and for occupations are contained in Table D.2-1 set out
below.

The average likelihood of automation for the 32 OECD
countries (and for the occupations considered) is esti-
mated to be 47%, although there are major differences
between countries in respect of degree of automation ca-
pability. Countries with a lower likelihood of automation
are mainly to be found in northern Europe (Norway, Fin-
land, the United Kingdom, Sweden, the Netherlands and
Denmark), whereas countries in southern and eastern
Europe display a higher risk of automation. Germany’s
likelihood of automation was 52%, above the average
level for the OECD. The occupational groups mostly
likely to be automated are generally those in which no
specific skills, training or qualifications are required.
Sectors where the risk of automation is high are mostly to
be found in the primary and secondary sector, whereas
sectors with a lower average likelihood of automation are
aligned to the service sector. In overall terms, however,
the results tend to indicate an even decrease in the risk of
automation in line with a rising qualification level.

The new European Skills Agenda (European Commission
2016) continues to place a main focus on digitalisation.
Taking the lack of basic digital skills in the EU popula-
tion and changes to work and business processes as its
starting point, the European Commission has instigated
a coalition for digital competencies and jobs. In 2016, the
European Commission’s Communication assumed that
almost half of the EU’s population were not in possession
of fundamental digital competencies and noted that
demand for skilled IT workers had risen by 4% annually
during the period from 2006 to 2016.

The analysis of actual substitution effects of previous
digitalisation also shows that new jobs are created by the
introduction of new technologies to the labour market.
Complementarity effects of digital technologies frequent-
ly seem not only to mitigate complete displacement of
jobs but also even lead to a growth in employment. One
material finding entirely within the context of the thesis
of the transformation of work and employment is that

it is not very probable that occupations will disappear
entirely. The much more likely scenario is that existing
occupations will undergo change to a greater or lesser
degree. From an industrial-sociological perspective, this
should be viewed in connection with the current or most
recent developments in the area of vocational education
and training. The constant adaption and further develop-
ment of training regulations creates a complementarity
between new technology capital and labour capital (new
technologies and new qualifications). This may also

lead to the emergence of new occupational tasks. At the
international or European level, too, initiatives such as
alliances for sector-specific competencies which focus

on digital skills in particular (Erasmus+ Sector Skills
Alliances) and the Digital Skills and Jobs Coalition serve
to illustrate the increasing significance of the digital shift
within the world of work. The main results and differ-
ences between the countries with regard to empirical

Table D2-1: Summary of concepts for the consequences of digitalisation for the labour market and for occupations

Automation and substitution

Polarisation

Upgrading Transformation

Main focus of the
argument

Labour market effect

Perspective

Replacement of the production
factor of work by capital
(technology)

Job losses

Economic/quantitative

The consequence of automa-
tion and substitution will be a
massive loss of significance for
medium qualifications groups.
Jobs will be divided up
between highly qualified

workers and the low qualified.

Competition will lead to a
polarised wage structure.

Economic/quantitative

Source: Hirsch-Kreinsen 2016; Pfeiffer 2004; Autor/Levy/Murnane 2003

Automation of routine tasks -
new and more demanding
tasks will emerge in areas such
as refitting, configuration,
control and quality assurance.

Jobs will be lost and new jobs
created at the same time.

Industrial-sociological/
qualitative

The reorganisation of work and
business processes will lead
to new occupational and task
profiles and to new forms of
work organisation. Flexibilisa-
tion of occupational work and
dissolution of its boundaries

Jobs will be lost and new jobs
created at the same time.

Industrial-sociological/
qualitative

VET Data Report Gemany 2019
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Table D2-2: Digitalisation - changes on the labour market and in occupations in Germany, Austria and

Indicator

Switzerland

Germany

Labour market effects of digitalisation

Substitution
potential

Task structure

Net effects of
digitalisation/
automation

Changes to
regulatory
policy

> High degree of substitution within
industrial production, unskilled and
skilled tasks also particularly affected

> Low risk in the area of "social and
cultural service occupations”

> 1995 to 2010: substitution of manual
and cognitive routine occupations

> Increase in non-routine tasks
(analytical, interactive and manual
non-routine)

> (ompensation for employment sub-
stituted or employment growth (1995
to 2010): complementarity effects for
non-routine occupations

> Structural shift as a result of comput-
erisation - reduction in primary and
secondary sectors, growth of tertiary
sectors

> Digital competencies increasingly being
offered as an additional qualification or
expansion focus in training occupations,
but progress of digitalisation uneven
thus far

> New development of training occu-
pations within the scope of new task
areas which have emerged as a result of
digitalisation processes

> (onsequences of digitalisation for skilled
work particularly revealed in changes to
process sequences

> Increasing significance of hybrid forms
of qualification and of cross-cutting
core competencies

v

v

Source: Compilation by the Federal Institute for Vocational Education and Training

Switzerland

Automation potential focused on
unskilled workers, employees in
production and in agriculture and
forestry and low to medium-qualified
office workers

Public sector, healthcare and social
services and information and commu-
nication the areas least affected

1996 to 2015: substitution of routine
task (cognitive and manual routine)

Increase in non-routine tasks
(analytical, interactive and manual or
service-oriented non-routine)

Employment increased in overall terms
(1990-2015)

Reduction of employment in trade and
industry, in the construction sector and
in agriculture and forestry

Increase in employment in service-re-
lated occupations and within the
information and technology area

Increasing significance of cross-cutting
(social) competencies such as commu-
nication and interaction with customers
and patients

Development of new occupational
profiles with digital focuses

Effect mechanisms of digitalisation

also shown in the emergence of new
products, new sales channels and new
production processes

Increasing cooperation between various
specialisms

Austria

Unskilled workers, machine operators
and craft trade workers particularly
affected

Low risk for managers, persons with
academic qualifications and technicians

1995 to 2017: manual routine and
non-routine tasks mostly slightly under
the starting level since 1995

Growth in analytical and interactive
non-routine tasks and in cognitive
routine tasks

Manual non-routine tasks increasing
once more in recent years

Number of full-time equivalents (in-
dependent and dependent employees)
increased in overall terms (1995-2015)

However, fall in employment volumes
in agriculture and industry (mining and
manufacture of goods) in particular

Significant increase in FTEs worked

in commerce, tourism, education,
healthcare and social services, the area
of information services and company-re-
lated services

Establishment of main and special
modules with digital focuses

Development of new and modernised
training regulations with a central
alignment to digital contents and focuses
or with increasing orientation to require-
ments which are gaining in significance
within the context of digitalisation

Learning contents within the scope of

autonomous main focuses within full-
time school-based VET heavily aligned
towards digitalisation

VET Data Report Gemany 2019
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labour market effects and regulatory policy changes are
summarised in Table D2-2.

D3 Mobility in vocational
education and training

Erasmus+ (2014 to 2020) is a programme to support
education, training, youth and sports in the European
Union. It supports the meeting of the objectives set out

in the “Europe 2020” Strategy and is helping to achieve

a strategic framework for cooperation in education and
training. The central instrument of the Erasmus+ project
is funding. Alongside the four education sectors of voca-
tional education and training, adult education, schools
and higher education, the programme also encompasses
the areas of young people and sports. The target perspec-
tive at an individual level remains focused on improving
competencies and employability. There is also a main fo-
cus at an institutional and systemic level. The aim is that
participation in mobility projects will help companies and
institutions to enhance the quality and attractiveness of
training provision and to foster the internationalisation
of their own organisations. At the level of education
systems, the objectives are to improve the recognition of
competencies, to smooth transitions between education
sectors, including the informal sector, and to initiate
policy reforms in the long term. Within the scope of
mobility projects, trainees, full-time vocational school
pupils, persons in vocational preparation measures, those
in formal continuing vocational training and anyone who
has completed one of the above programmes are afforded
the opportunity to spend periods abroad of between two
weeks and a year. VET staff may go to another European
country for between two days and two months for learn-
ing how to train or teach.

Table D3-1 states the number of Erasmus+ projects fund-
ed in 2015 for the 20 most popular training occupations
and shows how internationally mobile these occupations
are by presenting which percentage of persons complet-
ing such training programmes have undertaken a stay
abroad within the scope of Erasmus+.

Goods and services are being traded globally to an ever
greater extent nowadays. This gives rise to calls for
German skilled workers to be capable of deployment all
over the world. Because of the limited geographical reach
of Erasmus+ and of other national funding programmes,
the BMBF launched a programme called “Ausbildung-
Weltweit?*” in 2018. The National Agency Education for
Europe at BIBB implements AusbildungWeltweit. The
target countries are all those not covered by the Euro-
pean education programme Erasmus+. Stays abroad of
between three weeks and three months undertaken by
trainees in the dual system (BBiG/HwO) and by per-
sons undergoing training pursuant to other federal laws
governing the professions are eligible for funding. This
allows the gathering of practical experience and com-
panies and helps prepare for occupational activity in a
globalised world of work.

The number of stays abroad in VET has risen steadily and
significantly, and the assumption is that this figure will
increase further. Almost half (49%) of the stays abroad
are financed via Erasmus+. The trainees themselves,
companies and schools all take an equally positive view
of the effect that stays abroad produces for knowledge,
skills and competencies. The 2017 mobility study ‘Stays
abroad in vocational education and training’ addresses
the perspective of the companies and schools and em-
braces in particular the perspective of those companies
and schools which have not previously participated in
the international mobility of their learners. When they
are asked about the reasons for their inactivity, it initially
becomes clear that even inactive schools and compa-
nies assume that stays abroad by trainees would have a
positive impact both on the young people and on their
institution. The possible reason for their inactivity, the
cause most agreed with, is the statement that the school
or company was not offered the opportunity to send
trainees abroad. When asked about the form that support
should take, companies and schools express a desire for
more information on the topic of stays abroad, more
practical assistance and firm establishment within the
regulatory instruments (see Figure D3-1).

23 “Training Worldwide", www.ausbildung-weltweit.de
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Table D3-1: Erasmus+ funded stays abroad by training occupations (top 20)

Erasmus+ funded stays

Erasmus+ mobility rate?

Training occupation Completions 2016? abroad 2015 (in %)
"r&traslu(::: E;a;;gmvsg)ly scholarship recipients in training 392,034 9,099

Total of the top 20 training occupations 221,223 5,341

of which:

Management assistant for retail services 24,216 178 0.7
Office manager 22,821 802 3.5
Sales assistant for retail services 17,583 80 0.5
Industrial clerk 17,352 1,788 10.3
Motor vehicle mechatronics technician 14,763 196 1.3
Industrial mechanic 12,957 271 2.1
Wholesale and foreign trade clerk (all specialisms) 12,879 411 3.2
Bank clerk 12,198 194 1.6
Medical assistant 11,427 147 1.3
Information technology specialist (all specialisms) 9,054 151 1.7
Qualified dental employee 8,448 19 0.2
Warehouse logistics operator 7,887 104 1.3
Electronics technician (all specialisms) 7,173 43 0.6
Mechatronics fitter 7,047 242 3.4
Specialist in the hotel business 6,573 258 3.9
Plant mechanic for sanitary, heating and air conditioning systems 6,534 L6 0.7
Electronics technician for industrial engineering 5,715 79 1.4
Milling machine operator 5,646 55 1.0
Joiner 5,511 154 2.8
Hairdresser 5,433 53 1.0

1The term of the Erasmus+ projects approved in 2015 runs from June 2015 to May 2017. For this reason, the most appropriate comparison is with those completing training

in 2016.

2 Number of Erasmus+ funded stays abroad as an arithmetic proportion of all those completing training in the relevant occupation

Source: National Agency Education for Europe at the Federal Institute for Vocational Education and Training:
“Trainee Database"” of the Federal Institute for Vocational Education and Training based on data from
the Vocational Education and Training Statistics of the Federal Statistical Office and the statistical offices

of the federal states (survey as of 31 December), training occupations as a whole not including § 66 BBiG/ § 42m Hw0

VET Data Report Gemany 2019
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Figure D3-1: Support wishes of inactive companies and schools

From the point of view of your company (your vocational school), which measures would be necessary
in order to facilitate or increase participation in periods spent abroad by trainees?

Greater provision of information on the topic
of foreign stay for trainees

More financial support

Better coordination between the vocational school
and the company with regard to foreign stays

Provision of clearly defined additional qualifications for periods of
training spent abroad by trainees

Other institutions (e.g. chambers, companies)
should organise foreign stays

High-quality certificates or reports which offer visibility of
competencies additionally acquired via periods spent abroad

Inclusion of periods spent abroad in the training
regulations or skeleton curriculum

External support in the search for foreign partners
(reation of additional dedicated human resources
capacities at the vocational school

Precise requirements for stays abroad (e.g. teaching contents)

Providers should attach greater significance to stays abroad

Very important

Inactive companies (n=83);
Inactive schools (n=44)

Source: National Agency "Education for Europe"” at the Federal Institute for Vocational Education and Training

D4 Recognition of foreign
professional and vocational
qualifications

In 2017, skilled workers made around 35,900 applica-
tions for recognition in Germany of professional and vo-
cational qualifications obtained abroad. The recognition
acts pursue two main goals. The first aim is to improve
the integration of persons with foreign qualifications who
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are already living in Germany. A second objective is that
the immigration of qualified workers will help address
the country’s skills gap. For the 2017 reporting year,

the competent bodies recorded 24,987 applications for
recognition of a foreign qualification in professions and
occupations governed by federal law. The Federal Recog-
nition Act currently covers some 600 professions and oc-
cupations. A distinction is drawn in this regard between
regulated professions and non-regulated occupations.
23.1% of applications reported related to non-regulated
occupations and 76.9% to regulated professions. The pro-
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Figure D4-1: Development of application numbers from 2012 to 2017 in regulated occupations and non-
regulated occupations
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In the first reporting year of 2012, the competent bodies responsible for recognition were only determined within the course of the reporting year in some cases. For this
reason, reports may not always have been complete or have taken place in a timely manner. In 2013, the reports made by a number of agencies were incomplete and
erroneous. No data is available for Bremen for the year 2015. For this reason, information from 2014 has been used for this particular federal state. In the 2016 reporting

year, the area of the medical healthcare professions was under reported by a figure in the low hundreds for the federal states of Hamburg and Schleswig-Holstein. To this
extent, the federal result should be viewed as a minimum figure.

From 2016: including applications in respect of which procedures ended without a notice (withdrawn applications).

Source: Official statistics pursuant to § 17 of the Federal Professional Qualifications Assessment Act (BQFG) or
pursuant to the respective laws governing the professions which make reference to § 17 BQFG.
Surveys of the Federal Statistical Office, reporting years 2012 bis 2017. For data protection reasons,
all figures (absolute values) are in each case rounded to a multiple of 3. The overall value may
therefore deviate from the total of the individual values. Evaluation and representation by the

Federal Institute for Vocational Education and Training.

portion of applications in the regulated sector increased
by two percentage points and decreased accordingly in
the non-regulated sector.

The legal entitlement to a recognition procedure applies
regardless of place of residence, country of training, na-
tionality and residence permit. This means that persons
living abroad may also seek to begin a recognition proce-
dure. The number of applications from abroad has been
increasing since 2012. The most common country of
qualification for applicants in 2017 was Syria. Bosnia and
Herzegovina and Serbia (not including Kosovo) followed
in second and third places, respectively. In the case of the
regulated professions, 63.0% of procedures resulted in
full equivalence. A majority (55.2%) of procedures for
non-regulated occupations led to the issuing of a notice
of full equivalence. The Recognition Portal is the main In-
ternet information platform for the recognition of foreign
professional and vocational qualifications. A new record
of 3.2 million visits to the site was achieved in 2018. This

VET Data Report Germany 2019

represented a growth of 37% compared to the previous
year (2.4 million visits in 2017). The portal recorded
around 257,000 hits in its first year of 2012. The EU
Professional Recognition Directive ensures occupational
mobility and freedom of movement of labour within
Europe. It is implemented in Germany via the recognition
acts passed by the Federal Government and the federal
states. Persons from non-EU third countries or those

who have completed training in a third country are also
allowed to undergo the recognition procedure as well as
EU citizens. Professional and occupational recognition is
part of ensuring successful migration to Germany and is
becoming increasingly important, especially in respect of
immigration from third countries. The Recognition Portal
is available in multiple languages so that skilled workers
abroad interested in seeking recognition can be provided
with timely responses to any questions they may have
relating to all aspects of the process for the recognition

of foreign professional and vocational qualifications. The
Recognition Finder is a tool which offers visitors to the
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Figure D4-2: Development of application numbers from 2012 to 2017 for applications from abroad
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Note: Applications from abroad are identified via "Place of residence of the applicant”. This characteristic has formed part of the statistics since 2012. Reporting did not

become mandatory until August 2013 pursuant to Article 23 of the Federal e-Government Act. The assumption is, therefore, that under reporting of foreign applications
took place from 2012 to mid-2013. Under reporting should also be presumed for further reporting years because sometimes correspondence addresses in Germany were
recorded rather than the actual place of residence. Place of residence may also shift from abroad to Germany during the course of the recognition procedure. The notes to

Figure D4-1 fundamentally apply in this instance too.

Source: Official statistics pursuant to § 17 of the Federal Professional Qualifications Assessment Act (BQFG)
or pursuant to the respective laws governing the professions which make reference to § 17 BQFG.
For data protection reasons, all figures (absolute values) are in each case rounded to a multiple of 3.
The overall value may therefore deviate from the total of the individual values. Evaluation and

representation by the Federal Institute for Vocational Education and Training.

portal an extensive description of the recognition proce-
dure for their own professional or vocational qualifica-
tion acquired abroad. In 2018, the number of enquiries
received via the contact form on the Recognition Portal
increased by 9% compared to the reporting period of the

VET Data Report Germany 2019

previous year. Visitors to the site submitted both enquir-
ies of a general nature relating to recognition and specific
questions regarding recognition within the context of
immigration and searching for a job.
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Annex: List of abbreviations

Abbreviation
AES

AFBG

BA

BAfoG

BAuA

BAMF
BBiG

BIBB

BMBF
CIS
CVET
CVTS4

DIE

DOQR
EQF
EQI
ESF
HwO
IAB
iABE
ISCED
NAA

SGBII
(Wissenschaftsdaten-
bank)

SGB III
(Wissenschaftsdaten-
bank)

SOEP

UN-BRK

VET

WeGebAU

German

Erwachsenenbildungsstudie
Aufstiegsfortbildungsforderungsgesetz
Bundesagentur fiir Arbeit
Bundesausbildungsférderungsgesetz

Bundesanstalt fiir Arbeitsschutz und Arbeits-
medizin

Bundesamt fiir Migration und Fliichtlinge
Berufsbildungsgesetz

Bundesinstitut fiir Berufsbildung

Bundesministerium fiir Bildung und Forschung
Gemeinschaft Unabhéngiger Staaten
Weiterbildung

Erhebung zur beruflichen Weiterbildung

Deutsches Institut fiir Erwachsenenbildung —
Leibniz-Zentrum fiir Lebenslanges Lernen e. V.

Deutsche Qualifikationsrahmen

Européischer Qualifikationsrahmen
Einmiindungsquote Ausbildungsinteressierte
Europdische Sozialfonds

Handwerksordnung

Institut fiir Arbeitsmarkt- und Berufsforschung

Integrierte Ausbildungsberichterstattung

Neu abgeschlossene Ausbildungsvertrage

Grundsicherung fiir Arbeitssuchende

Arbeitsforderung

Sozio-oekonomisches Panel

UN-Behindertenrechtskonvention

Berufsbildung

Weiterbildung Geringqualifizierter und be-
schiftigter dlterer Arbeitnehmer in Unter-
nehmen

English

Adult Education Survey
Upgrading Training Assistance Act
Federal Employment Agency
Federal Training Assistance Act

Federal Institute for Occupational Safety and Health

Federal Office for Migration and Refugees
Vocational Training Act

Federal Institute for Vocational Education and
Training

Federal Ministry of Education and Research
Commonwealth of Independent States
Continuing vocational education and training
Continuing Vocational Training Survey

German Institute for Adult Education — Leibniz Cen-
tre for Lifelong Learning

German Qualifications Framework

European Qualifications Framework

Progression rate of persons interested in training
European Social Fund

Crafts and Trades Regulation Code

Institute for Employment Research

Integrated Training Reporting System
International Standard Classification of Education
Newly concluded training contracts

Basic income support for jobseekers

Employment promotion

German Socio-Economic Panel

UN Convention on the Rights of Persons with Disa-
bilities

Vocational education and training

Funding of Continuing Training of Low Skilled Wor-
kers and Employed Older Persons in Companies
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