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A. Definitions and statistics 

In Finland, vocational upper secondary qualifications can be attained in an institutional setting, 

where work-based learning accounts for at least one sixth of the studies, or as traditional 

apprenticeship training, where on-the-job training normally accounts for approximately four fifths 

of the studies. In practice, all apprentices obtain their qualifications in the form of competence-

based qualifications. Apprenticeship training can also lead to two other competence-based 

qualifications: further vocational qualification and specialist vocational qualification. 

Apprenticeship training is described in Chapter A.1., followed by observations in Chapter A.2. on 

the arrangements for work-based learning within institution-based education provision. 

A.1. Apprenticeship training 

Apprenticeship training complies with the national core curricula and qualification requirements 

set out by the Finnish National Board of Education. The number of qualification requirements 

currently stands at around 374. In principle, it is possible to complete all these qualifications in 

the form of apprenticeship training. Apprenticeship training is based on a fixed-term employment 

contract between an employer and an apprentice, who must be at least 15 years old. The 

employment contract provides for vocational studies at the workplace. Apprenticeships include 

an individual study programme, drawn up on the basis of the qualification requirements set out 

by the Finnish National Board of Education. 

Apprenticeship training can account for the attainment of vocational upper secondary 

qualifications, and further and specialist vocational qualifications. In Finland, students can obtain 

vocational upper secondary qualifications either in the form of curriculum-based or competence-

based qualifications. Further and specialist vocational qualifications can be attained only as 

competence-based qualifications.  

Nearly half the apprentices participate in the preparatory training for competence-based 

qualifications (Table 1 and 2). Further education that does not lead to a qualification can also be 

pursued through apprenticeship training. 

Approximately 70-80 per cent of apprenticeship training takes place at the workplace, where the 

student's workplace trainer will be responsible for his or her instruction. Training at the 

workplace is supplemented by theoretical studies, largely taking place in vocational educational 

institutions and vocational adult education centres. 
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During the time they are educated at the workplace, students are entitled to pay that complies 

with the collective agreement. For the period of theoretical studies, students may be eligible for 

social benefits, such as a daily allowance and allowances for accommodation and travel 

expenses. Student benefits cannot be claimed if the student receives pay or other benefits 

during the period of theoretical studies. 

Apprenticeship training leading to a vocational qualification can be completed over one to three 

years. Previous education and work experience contribute towards shortening the period of 

education. 

The student and the employer sign an apprenticeship contract, which sets out the contract 

period, trial period, the qualification pursued and the basis of the student's pay (in compliance 

with the relevant collective agreement). In addition to these, the contract will specify key tasks, 

theoretical studies included in the training, the education provider arranging the theoretical 

studies, timing of the theoretical studies during the period of education, the workplace trainers 

responsible for the student, and the training compensation paid to the employer. 

The apprenticeship contract must be approved by the education provider, which can be the 

apprenticeship office or the educational institution organising the apprenticeship training. 

Apprenticeships must comply with the relevant collective agreements. Students must be 

reserved the opportunity to obtain a competence-based qualification, as laid down in the 

Vocational Adult Education Act. 

Preparatory training included in the apprenticeship and the examinations are provided free of 

charge for the students and employers. The local organiser of apprenticeship training receives 

government funding for the education provision. 

A.1.1 Student benefits 

During work-based learning, students are entitled to pay that complies with the relevant 

collective agreement, including annual holiday provision and overtime pay. During the periods of 

theoretical studies, students are eligible for student benefits if they are not paid by the employer 

during those periods. 
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The daily allowance for students is 15 euro per instruction day. Students who have dependants 

aged under 18 can claim a family allowance of 17 euro per instruction day. Students are also 

entitled to claim a travel allowance if their commuting journey from home or from the 

apprenticeship training placement to the venue where theoretical education is provided is over 

10 kilometres. They can also claim an accommodation allowance of 8 euro per day for staying 

overnight in the locality where the education is provided. 

A.1.2 Employer's benefits 

During apprenticeship training, employers can claim a training compensation to cover the costs 

arising from work-based learning. The training compensation is agreed on a case-by-case basis 

when the apprenticeship is arranged. The compensation is paid by the apprenticeship 

organisation (1).  

Training compensation is normally claimed periodically two or three times a year or as a one-off 

payment for the entire period of education. The amount of training compensation depends on 

the field of vocational education and training (VET), the price of theoretical instruction and 

whether or not the employer pays the student for the periods of theoretical studies. Small- and 

medium-size enterprises (SMEs) are not entitled to any special support measures. 

The highest compensation paid so far has been 350 euro per month, or 100-200 euro per month 

for further education. The employer's training compensation has been increased as part of the 

apprenticeship training action plan (see page 12). Employers can claim the increased training 

compensation for the apprenticeships for vocational and further vocational education and 

training for students who have completed basic education or the voluntary additional basic 

education (grade 10) in 2014, or who have begun their studies in 2013 having completed basic 

education or the voluntary additional basic education. The compensation is 800 euro per month 

for the first apprenticeship year, 500 euro per month for the second and 300 euro per month for 

the third year. Government aid for the increased training compensation was granted to 36 

education providers. 

                                                           

(
1
) The institution responsible for the practical arrangements of apprenticeship training is called the 

apprenticeship organisation because education providers can organise the apprenticeship training 

in the manner they choose and adopt a different name for their organisation. 
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Employers may be eligible for a pay subsidy if the apprentice is an unemployed jobseeker who 

finds it difficult to obtain a job because of such reasons as a prolonged period of unemployment, 

lack of professional skills, a disability or an illness. The pay subsidy is paid by the Ministry for 

Employment and Industries and the regional and local administration under the Ministry. A pay 

subsidy is always discretionary and based on the needs of the unemployed jobseeker. The 

subsidy can be granted in connection with apprenticeship training. The TE Office (Employment 

and Economic Development Office, local unit for employment services) will assess the extent to 

which work involving a pay subsidy would improve the jobseeker's employment opportunities, 

professional skills, competence and labour market position. A pay subsidy may be granted for 

the entire duration of apprenticeship training. A pay subsidy consists of a basic subsidy and an 

increased subsidy. In 2014, the amount of the basic subsidy was 32.66 euro per day. An 

increase may be granted if the TE Office estimates the basic subsidy to be inadequate 

compensation for the employee's lower productivity. The increase may be a maximum of 60 per 

cent of the basic subsidy. If employers meet certain conditions, they may be eligible for the 

highest level of increased pay subsidy, an increase of 61-90 per cent on the basic subsidy 

amount. 

A.1.3 Learning assessment 

During the apprenticeship, continuous learning assessment is carried out at the workplace. An 

assessment discussion takes place usually three times a year in accordance with the 

instructions issued by the apprenticeship training organiser. An apprentice must have an 

appointed workplace trainer responsible for his or her instruction. The assessment discussion 

takes place between the student and his or her workplace trainer, who also gives the student 

feedback from other staff participating in the instruction. Students also assess their own skills. 

At the end of apprenticeship training, the employer and the workplace trainer provide the student 

with the final assessment of his or her vocational competence. Each module is assessed on the 

scale of 1-3 in accordance with the assessment guide issued by the apprenticeship training 

organiser.  

Apprenticeship training usually aims at the attainment of a competence-based qualification. For 

competence-based qualifications, competence tests normally take place in authentic working life 

settings. Competence test are assessed by the representatives of the employer, employees and 

the organiser of the competence-based qualification. When candidates have demonstrated that 

they can meet the vocational skills requirements, they are awarded a qualification certificate by 

the relevant Qualification Committee. 
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A.1.4 Qualifications attained through apprenticeship training 

In practice, qualifications are invariably attained by taking a competence test. However, 

vocational upper secondary qualifications can be obtained by participating in curriculum-based 

education provision. Polytechnic and higher education in science and arts cannot be completed 

in the form of apprenticeship training. 

Competence-based qualifications are not dependent on how individuals acquire their 

professional skills. The vocational competences and skills defined in the Qualification 

Requirements are demonstrated in competence tests, which should be arranged in authentic or 

near-authentic workplace settings, preferably at the candidate's own place of work. The 

organiser of the competence test is responsible for reserving the candidate an opportunity to 

take a competence test during or at the end of the preparatory training for competence-based 

qualification. The examination is subject to a fee of 58 euro.  

A.1.5 Eligibility for further study 

Vocational upper secondary qualifications and further and specialist vocational qualifications 

confer eligibility for further study for a higher education degree and general eligibility for further 

study at polytechnics. 

A vocational upper secondary qualification of 120 credits attained in the form of a competence-

based qualification confers general eligibility for further studies at polytechnics. A vocational 

upper secondary qualification, whose scope falls below 120 credits, provides eligibility for further 

studies at polytechnics in the corresponding field. Students who have attained a vocational 

upper secondary qualification with a duration of at least three years can also apply to 

universities. A vocational upper secondary qualification attained in the form of a competence-

based qualification also confers eligibility for university studies. 

 A further or specialist vocational qualification provides eligibility for further studies at 

polytechnics in the corresponding field. Students have general eligibility for further studies at 

polytechnics if they have acquired a further vocational qualification and a vocational upper 

secondary qualification whose scope falls below 120 credits or three years of work experience in 

a corresponding field after attaining the qualification. 
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A.1.6 Statistics 

Table 1. Students in vocational education by form of education in 2012 

Type of vocational 

education 

Educational 

institution-

based 

education 

Educational 

institution-

based 

education, 

women (%) 

Apprenticeship 

training 

Apprenticeship 

training, women 

(%) 

Total 

Total, 

women 

(%) 

Curriculum-based basic 

vocational education 

132 554 47 399 44 132 953 47 

Preparatory initial 

vocational education for 

a competence test 

44 565 58 19 407 54 63 972 57 

Preparatory education 

for further vocational 

qualifications 

36 558 53 18 787 52 55 345 53 

Preparatory education 

for a specialist 

vocational qualification 

7 240 48 16 961 53 24 201 52 

Total 
220 917 50 55 554 53 276 471 51 

Source: Education. Statistics Finland, 2014. 
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Table 2. Qualifications from vocational education in 2012 

Type of vocational 

education 

Educational 

institution-

based 

education 

Educational 

institution-

based 

education, 

women (%) 

Apprenticeship 

training 

Apprenticeship 

training, women 

(%) 

Total 

Total, 

women 

(%) 

Curriculum-based basic 

vocational education 

36 532 48 127 31 36 659 48 

Preparatory initial 

vocational education for 

a competence test 

10 193 59 3 963 55 14 156 58 

Preparatory education 

for further vocational 

qualifications 

9 591 62 5 021 56 14 612 60 

Preparatory education 

for a specialist 

vocational qualification 

1 448 50 3 928 55 5 376 54 

Total 
57 764 52 13 039 55 70 803 53 

Source: Education. Statistics Finland, 2014. 

Table 3. New apprenticeship training entrants, students and graduates in 2012. 

 New entrants, total Students, total Graduates, total 

Vocational qualifications, total 20 911 55 554 13 039 

Vocational upper secondary qualifications 7 672 19 806 4 090 

Further vocational qualifications 6 842 18 787 5 021 

Specialist vocational qualifications 6 397 16 961 3 928 

Source: Education. Statistics Finland, 2014. 
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A.2. Work-based learning in curriculum-based vocational qualifications 

Since 2011 all three-year programmes in vocational education and training include at least six 

months of practical training in a genuine working environment. This is called on-the-job learning, 

which emphasises a change in the character of conventional practical training. The educational 

objectives of on-the-job learning are determined in the curriculum. On-the job learning is carried 

out in service or production capacities at the workplace. Training instructions are planned and 

implemented in co-operation between the educational institutions and employers.  

The objectives of on-the-job learning are to improve the employability of graduates and increase 

response to the needs of the labour market. On-the-job-learning should help the student to learn 

the rules and procedures of working life. It aims at improving young people's immediate job 

placement, similarly to traditional apprenticeship training. On-the-job-learning should enable and 

increase exchanges between teachers and experts as well as strengthen the attractiveness of 

vocational education and training. 

A.2.1 Main features of on-the-job learning  

All qualifications include a minimum 20 credits of on-the-job learning (compares to half a year) 

out of 3 years of studies. On-the-job learning is focused, supervised and assessed studies, 

based on the curriculum. It is based on written contracts between the educational institution and 

the workplace. A prerequisite for making a contract is that the workplace has a sufficiently high 

volume of production or services, a wide range of tools and other facilities and the qualified 

personnel needed to provide training in accordance with the relevant national qualification 

requirements.  

The contracts specify the tasks of the parties, how the supervision of students is organised, 

possible remuneration paid to the employer (in the form of subsidy), as well as the goals, core 

contents, duration and timing of studies. The occupational safety of the students is a matter of 

special concern. As a rule, on-the-job learners do not have contracts of employment with the 

employers.  



10 

The student is entitled to normal student benefits such as instruction free of charge, free meals 

every working day, financial aid, housing supplement and study grant, government-guaranteed 

loan and subsidised travel expenses. In case the school has student accommodation, this is 

also provided free of charge.  

The employers' expenses for the students are normally not covered by the public finance but 

there are no legal restrictions to agree on them between the partners. The VET institution is 

responsible for finding a suitable enterprise for the on-the-job training period. 

The objectives, learning assignments, duration and timing of each training period, and the 

procedures for student assessment are determined by the student's personal study plan or by a 

joint training plan signed by the student and by representatives of the school and the workplace. 

Assessment of workplace training periods is the duty of the teacher responsible for the 

instruction together with the on-the-job instructor or trainer appointed by the employer. Students 

have the right to obtain information on assessment criteria and their application.  
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B. Specific features of the above schemes/programmes 

B.1. Attractiveness of education 

In Finland, VET has grown more popular in the 2000s, and undoubtedly the increased share of 

on-the-job learning has played a part in this. However, traditional apprenticeship training 

continues to make up a marginal share of the education provision for young people. 

Apprenticeship training is largely used in retraining, continuing education and further education 

for adults. 

For this reason, the Ministry of Education and Culture initiated a development programme for 

2014-2016, whose objective is to increase the provision of apprenticeship training for young 

people, and to develop models that combine institution-based and apprenticeship-based 

education. The development programme belongs to the Youth Guarantee programme, launched 

in early 2013 and targeting young people under 25 years of age who lack a post-basic education 

qualification.  

The project develops and deploys models for implementing education by combining institution-

based and apprenticeship-based education. The objective of the project is to create diverse 

implementation methods of work-based learning and to improve the quality of work-based 

learning in partnership with education providers and employers. The project also aims at 

increasing work-based learning placements and enhancing the training and instruction provision 

at work.  

The Ministry of Education and Culture has granted government aid for introducing preliminary 

periods for apprenticeship training. The objective of this initiative is to develop the methods of 

preparatory instruction and guidance in vocational upper secondary education and training. 

Such preparatory instruction could become a preliminary training period for apprenticeships. 

Preliminary periods are not governed by an employment contract, thereby lowering the threshold 

for both students and employers for entering into an apprenticeship contract, and increasing the 

number of young people participating in apprenticeship training.  
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Government subsidy was also allocated for the training of workplace instructors, with the 

purpose of improving the competence of both workplace instructors and communities in 

providing targeted instruction that meets the needs of young students and supports the 

development of vocational skills and identity of both students and the workplace community.  

The training compensation paid to employers was increased as part of the action plan (see 

page 4).  

The development programme funding is also used to produce a guide for good practice in 

support apprenticeship training. Since 2007, development projects focusing on supported 

apprenticeship training have sought to develop new and alternative methods for apprentices' 

goal-oriented studies that lead to a qualification. 

Apprenticeship training for young people is also promoted by increasing the module attainment 

rate. When an apprenticeship contract is drawn up for a student who is under 25 years of age 

and does not have a post-basic education qualification, and who is working towards a 

qualification module or parts of vocational upper secondary education and training, the 

education provider is paid a higher unit price for the module. This practice seeks to ensure that 

the education provider will offer more comprehensive instruction and support for the young 

apprentice. 

B.2. Administration and participation of social partners 

The practical arrangements for apprenticeship-type schemes and structured work-based 

learning programmes are carried out at the local level. Education providers, usually joint 

municipal authorities, are responsible for the organisation of apprenticeship training and work-

based learning in the educational institutions administered by them. Education providers confirm 

the apprenticeship contract drawn up by the workplace and the student, while work-based 

learning contracts are usually prepared by the vocational institution together with the employer. 
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Learning in a genuine work environment at the workplace, by performing real work tasks, is a 

key element in acquiring, ensuring and developing vocational skills. Other goals include 

developing the contacts with the world of work, promoting the participation of employers in the 

planning and assessment of learning as well as improving the quality of instruction.  

In Finland, the development of VET is largely based on tripartite partnerships. In the National 

Education and Training Committee for each sector, employer and employee representatives 

contribute towards the qualification requirements and national core curricula, and the defining of 

future competence needs.  

When work-based learning was increased in VET at the beginning of 2000s, employers' and 

employees' labour market organisations actively encouraged businesses to offer young people 

opportunities for work-based learning. Efforts were also made to dispel suspicion felt by 

employees, who feared that recruiting students to the workplace could affect the employment 

opportunities and conditions of permanent employees. 

 



14 

C. Main strengths and weaknesses of the above schemes/programmes 

Good employment prospects of students who have acquired their qualification through 

apprenticeship is the greatest benefit of apprenticeship training. Over 90 per cent of completers 

were employed within a year of attaining their qualification.  

Nevertheless, apprenticeship training continues to make up a marginal share of the education 

provision for young people. No more than slightly over three per cent of apprentices are aged 

under 20. The development programme objective is to increase the apprenticeship training 

provision for young people and develop models that combine institution-based and 

apprenticeship-based education. The development programme also seeks to promote models 

that target young people and combine education and work flexibly. The target group comprises 

young people under 25 years of age who lack a post-basic education qualification. 

In the provision of vocational upper secondary education, work-based learning periods have 

increased the attractiveness of VET and reduced the non-completion rates. As young people 

experience the reality of working life, they can make more realistic plans for their future. Periods 

of work-based learning enable them to demonstrate skills that help them find jobs after 

completion, perhaps even with the same employer where they carried out the work placement. 

Training and skills of workplace instructors vary from one workplace to the next. Businesses that 

regularly recruit apprentices usually have efficient structures and arrangements in place. 

However, at some workplaces, training, commitment and even motivation of workplace 

instructors are insufficient to provide apprentices, or the students engaging in their work-based 

learning, with enough high-quality instruction. 

SMEs rarely have enough staff to appoint workplace instructors and may therefore find it difficult 

to take on apprentices or students for short periods of work-based learning. 

Finnish apprenticeship training is thought to have considerable potential. Introduction of 

apprenticeship training or apprenticeship-type schemes to higher education constitutes one of 

the development areas.  
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D. Conclusions 

For the short term, the key question for traditional apprenticeship training is how to attract more 

young people. In the national education policy, apprenticeship training is seen as one of the 

methods that can reduce exclusion and non-completion of education.  

The opportunities and prerequisites of SMEs for taking on students for periods of work-based 

learning and apprenticeships should also be improved. SMEs often find it difficult to recruit 

apprentices or short-term on-the-job learners because they rarely have enough staff to provide 

sufficient workplace instruction. 

When the Ministry of Education and Culture granted the additional funding for work-based 

learning and development of apprenticeship training, the minister commented that education 

providers should be open-minded about finding new models for combining institution-based and 

apprenticeship-based education. Apprenticeship training should become an integral part of the 

strategic operations of educational institutions, who should exploit fully the opportunities 

provided by apprenticeships.  

 


