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A. Definition, general features and statistics 

A.1. Definition 

Apprenticeship training is not a separate pathway in Hungary. Rather, it is an optional way of 

organising the practical training part of an IVET programme at a company.  

Upper and post secondary VET is offered in vocational schools (szakiskola, SZI) and 

secondary vocational schools (szakközépiskola, SZKI), which award ISCED 3 and ISCED 4 

level vocational qualifications, respectively (1). Pursuant to the VET Act, the practical training 

component of any IVET programme provided within the formal school system can be 

organised either exclusively in a school workshop or at an enterprise or at both venues (2).  

There are two possible legal forms of providing training at a company. The form that both the 

law and education policy prefer is apprenticeship training based on a training contract 

(tanulószerződés), which is concluded by the student and the company. Alternatively, under 

certain and rather limited conditions, a VET school may conclude a cooperation agreement 

(együttműködési megállapodás) with an enterprise to provide practical training for its 

students (see Annex 1, Table 1). In that case, however, learners are not contractually linked 

to the company, nor do they receive – with the exception of practice during the summer 

holiday – remuneration. Therefore, this latter type of scheme will not be discussed in this 

paper.  

The place of practical training depends ultimately on the availability of training provider 

companies and the decision of the student. However, since the early 2000s education policy 

has introduced various incentives to promote apprenticeship training based on a training 

contract, especially in SZI programmes training for skilled manual jobs.  

In September 2013, new 3-year-long so-called dual-type programmes were introduced in all 

SZI, combining VET and general education (in 2:1 ratio) and increasing the share of practical 

                                                           
(
1
) There are also special vocational schools (speciális szakiskola) that train students with mental 

or other disabilities; they award an ISCED 2 or 3 level vocational qualification or provide 

learners with the skills necessary to start working and begin an independent life.  

(
2
) However, the government is planning to amend the legislation to the effect that students will be 

allowed to participate in school-based training only in case the Chamber confirms in writing 

that there is no available company to provide practical training for them (referred to as 

‘guarantee by the Chamber’). Source: Magyar Kereskedelmi és Iparkamara: Tájékoztató az 

Országos Szakképzési és Felnőttképzési Tanévnyitóról. http://www.mkik.hu/hu/magyar-

kereskedelmi-es-iparkamara/cikkek/tajekoztato-az-orszagos-szakkepzesi-es-felnottkepzesi-

tanevnyitorol-74912. 
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training, ideally provided at an enterprise (3). Students can now conclude a training contract 

in their first year in SZI, at the age of 14. In the first year, however, practice can only take 

place in a company workshop. In SZKI, students can enter apprenticeship training in the 

post-secondary VET year(s), at the age of 18 (4). 

The time spent on training at companies varies by vocation and is shaped by local 

arrangements. In SZI programmes, VET is provided in 2/3 of all teaching hours, and the 

share of practical training within VET is 40-80%, depending on the pursued vocational 

qualification; for the majority of students it is 70% (5). In SZKI apprenticeships are available in 

the post-secondary year(s) when only VET is provided; the share of practical training varies 

between 40 and 70%.  

A.2. Participation and sectors covered 

Apprenticeship training is most typical in SZI programmes training for skilled manual jobs. As 

Tables 2-4 show (Annex 1), the absolute number of training contracts has increased in all 

types of IVET programmes since 2001, and has nearly quadrupled in SZI (6). The share of 

students holding a training contract has increased as well. Currently 40% of SZI students 

participate in apprenticeship training, whereas only 9% in SZKI.  

In theory, apprenticeship training can be organised in all occupations, but in practice its 

availability varies largely by sector/occupational field/qualification. In May 2014, practical 

training based on a training contract took place in more than 200 vocations. 58% of 

apprentices, however, trained for a qualification at ISCED 3 in only 10 vocations (see 

Annex 1, Table 5). The number of apprentices has been continuously increasing in the 

sectors of processing industry and services, but has been stagnant in agriculture and 

construction since the economic crisis started (Tanulószerződéses foglalkoztatás 2013, p.1). 

                                                           
(
3
) Previously, SZI consisted of two general education grades (providing general and pre-

vocational education) and two or three VET grades. 

(
4
) The structure of SZKI training has also been transformed by the new VET Act, introducing 

sectorial vocational training in the first four, upper-secondary years of SZKI (which previously 

provided only general and pre-vocational education). This, however, has no significant effect 

on apprenticeship training, which is only available in the one or two post-secondary VET 

grades that award a vocational qualification. (The duration of VET depends on whether the 

student had participated in the first four upper-secondary years of SZKI, in which case 

previous vocational studies are recognised.) 

(
5
) In special vocational school programmes VET is provided also in 2/3 of teaching hours (with 

the exception of programmes targeting students with mental disabilities where this share is 

smaller due to an extra preparatory year), 50-80% of which is spent on practical training.  

(
6
) The absolute numbers of apprentices decreased in the past two years. However, this may 

result from the fact that 1) data for school year 2013/2014 are only preliminary, and 2) the 

processes resulting from the structural transformation of IVET are not yet clear. 
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Shortage of available training places is a problem in several vocations (including those in 

which a large number of students get trained) and many students have no other option but to 

participate in school-based training (see Annex 1, Table 6 for the distribution of apprentices 

by sector). 

A.3. Entry requirements and the awarded qualification 

The minimum education/qualification entry level required for apprenticeships and the 

awarded qualifications are the same as in school-based or alternance training based on a 

cooperation agreement, and are defined uniformly in the so-called vocational and 

qualifications requirements (szakmai és vizsgakövetelmények, SZVK) of the pursued 

qualification.  

New entrants in SZI programmes must hold a primary school graduation certificate (ISCED 

2A) (7) or must have participated in a 1- or 2-year long catching-up programme or (from 

2014) a Bridge II programme (8). Since 2013 SZI students have to pass the so-called level 

exam (szintvizsga) as well, as a precondition for concluding a training contract in years 10-

11.9 Students entering the lower secondary years of SZKI must hold a primary school 

graduation certificate (ISCED 2A), while the entry requirement for the post-secondary VET 

years of SZKI is to hold a secondary school leaving certificate (érettségi bizonyítvány, ISCED 

3A) (10) (11).  

The vocational qualification (one listed in the National Qualifications Register, Országos 

Képzési Jegyzék) is awarded at the final vocational examination organised at the VET 

school, based on uniform standards. 

                                                           
(
7
) Primary schools (általános iskola) provide eight years of general primary and lower secondary 

education to children aged 6 to 14. 

(
8
) Please refer to Chapters 2.1 and 2.2.1 of Hungary VET in Europe – Country report 2013.  

(
9
) For more information on the level exam, please refer to VET in Europe – Country Report 

Hungary 2013. 

(
10

) Thus post-secondary VET is available to grammar schools (gimnázium) graduates as well. 

However, their training is longer (2 years) as previous vocational studies cannot be recognised 

in their case.  

(
11

) From September 2012 SZI graduates who have not obtained this certificate but passed a 

master craftsman examination (mestervizsga) and worked for at least 5 years in their vocation, 

can also be admitted to a post-secondary programme in a field that matches the sector of their 

vocational training. 
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A.4. Funding arrangements 

Learners can obtain their first vocational qualfication free of charge in any IVET programme 

provided within the school system. Companies that provide practical training have to pay a 

regular monthly allowance to the student, including holiday periods. Apprentices receive 

10.5-19.5% of the mandatory minimum wage during the first term of the first VET grade, 

depending on the share of practical training within the training programme. Thereafter the 

training provider sets the rate of mandatory increase in every term, depending on the 

student’s diligence and performance. However, various surveys have shown that apprentices 

do not always receive the mandatory allowance or receive less than the amount prescribed 

by the law (12). In 2013 the average monthly amount was HUF 16,741 (EUR 56), slightly 

higher in SZI (HUF 17,207; EUR 58) and lower in SZKI (HUF 15,227; EUR 51 programmes. 

Apprenticeship training at an enterprise is financed by the company. Companies can, 

however, deduct the training costs from their (mandatory) contribution to the vocational 

training (szakképzési hozzájárulás, SZH), and can also get further expenses reimbursed 

from the training sub-fund of the National Employment Fund (Nemzeti Foglalkoztatási Alap, 

NFA) (13). According to surveys, on average, the per capita support covers about three 

quarters of training costs (14).  

A.5. Guidance 

Guidance to both students and companies wishing to enter apprenticeship training is 

available at a national VET guidance network operated by the Hungarian Chamber of 

Commerce and Industry (15) since 2001 (see 2.1). Pursuant to the VET Act, local chambers 

have to assist, supervise, validate and register the conclusion of training contracts (see also 

2.3), and they also participate in career guidance activities targeting primary school students. 

However, according to the results of a 2010 survey, only a small share of students (1.6%) 

find themselves a company training place through the Chamber (16). 

                                                           
(
12

) Tanulószerződéses foglalkoztatás…, 2013.; TÁMOP 3.1.1. Elhelyezkedési esélyek, 2010. 

(
13

) The SZH is practically a VET tax levied on enterprises, amounting to 1.5% of the total labour 

cost. It also provides the income of the training sub-fund. For more on these, see Chapter 

2.2.1 of VET in Europe – Country Report Hungary 2013. 

(
14

) Tanulószerződéses foglalkoztatás… 2013, p. 8. 

(
15

) Magyar Kereskedelmi és Iparkamara, MKIK. Hereinafter referred to as the Chamber. 

(
16

) TÁMOP 3.1.1. Elhelyezkedési esélyek, 2010. The sample of this survey consisted of 3260 

vocational school (SZI) students one month before completing their training and was 

representative for 12 vocations with a large number of students. 
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A.6. Outcomes 

According to the results of the annual surveys (17) of previous apprentices trained in a so-

called shortage job (18), 92% and 85% of apprentices completed their training in 2011 and 

2012, respectively. In 2013 34.9% of respondents were employed in the vocation they had 

trained for, 20.1% continued their studies and 25.2% were unemployed 19 months after the 

completion of training (19). On average it took them 2.9 months to secure employment.  

The results of a 2010 survey of apprentices one month before their graduation suggest that 

employment retention is around 20% (see Annex 1, Table 7) (20).  

Another 2010 survey has found that 3 years after completing the training 53% of previous 

apprentices (SZI students) were working only, 16% were working as well as studying, 17% 

only studying and 13% neither working nor studying (21). 45% of those working were 

employed in a job that corresponded to the vocation they had trained for.  

While these data suggest that apprenticeship training increases graduates’ chances of 

subsequent employment and of working in the vocation they have trained for (see Annex 1, 

Table 8 and Chapter 3), a recent study has found no support for such correlation; in fact it 

shows that any significant difference in the employment chances of apprentices and non-

apprentices disappears in less than a year after graduation (see 3.7) (22).  

 

                                                           
(
17

) Surveys are conducted by the Institute for Economic and Enterprise Research of the Chamber 

(Gazdaság- és Vállalkozáskutató Intézet, MKIK GVI) 

(
18

) Each county list of 10 such vocations in high demand in the labour market are updated 

annually based on the recommendation of the county development and training committees, 

assisted by these surveys. For more information, please refer to Chapters 3.1.2 of VET in 

Europe – Country Report Hungary 2013. 

(
19

) A pályakezdő szakmunkások…, 2013. 

(
20

) TÁMOP 3.1.1. Elhelyezkedési esélyek, 2010.  

(
21

) TÁMOP 3.1.1. Tanulási utak, 2010. However, the 402 respondents in this survey were 

contacted by and replied through the post, therefore the sample was not representative. 

(
22

) Horn, 2014. 
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B. Specific features in relation to policy challenges identified at the EU level 

B.1. Support for companies, in particular SMEs, offering company placements 

Currently around 7000 companies provide apprenticeship training at more than 9000 training 

sites (23). According to a 2010 survey, 93.5% of training providers were SMEs and 6.5% 

large companies; they trained 59.5% and 40.5% of apprentices, respectively (24). 

Apprenticeship training at SMEs is typical in some vocations such as shop assistant, 

hairdresser, beautician or painter. 

Support for companies is available through a specialised guidance network of the Chamber. 

They recruit potential training providers and support their day-to-day work with apprentices in 

both financial and other matters.  

Financial benefits (tax credit and reimbursement of costs, see under Chapter 1) are still the 

most important incentives for companies to provide training. It should be noted that these are 

more benefitial for large companies as the tax credit is based on the amount of labour cost. 

Since 2012 training providers that are not obliged to pay the vocational training contribution 

(e.g. central budgetary institutions in the social/health sector, farmers, etc.) can also be 

reimbursed for their training costs from the training sub-fund. The amount of per capita 

support that companies can deduct/claim was also increased and differentiated by 

qualification in 2012, taking into account the largely different material and other costs 

incurred in the training of apprentices. In addition, cost deduction/reimbursement can now be 

done on a monthly basis, relieving companies from the financial burden of long-term pre-

financing. The infrastructural development of training sites (including company workshops) 

can be supported through tenders financed by the training sub-fund.  

B.2. Enhance programme attractiveness and career guidance 

The attitudes of students and employers towards WBL are significantly influenced by 

financial incentives. Surveys have also found that graduating students believe apprenticeship 

training prepares them better for the vocation, and truancy is less common among them (see 

3.7). In spite of considerable financial benefits, the number of companies willing to provide 

apprenticeship training is still relatively small (see 1.2, 2.1 and 3.5). When asked about the 

most important reasons for not providing apprenticeship training in a 2013 survey, 

companies marked the lack of applicants, of trainers, of VET programmes fitting into the 

                                                           
(
23

) For figures from previous years, see Annex 1, Table 8. 

(
24

) Központi Statisztikai Hivatal (KSH, Central Statistical Office), Eurostat's Continuing Vocational 

Training Survey (CVTS 4), 2010. The sample of this survey included about 7200 companies. 

All companies with at least 150 employees were surveyed, while the smaller ones were 

chosen based on stratified sampling. 
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company’s profile, the scarcity of information as well as the low demand for skilled workers 

as the most common factors (25).  

The most important incentives for students to enter apprenticeship training are the financial 

benefits. Apprentices receive regular monthly allowance and they are also entitled to social 

security benefits. Time in apprenticeship training is counted as period of employment when 

calculating pensions. Students can also apply for various national and local scholarships. 

These have been introduced primarily to encourage training in shortage jobs but can be 

considered as indirect tools to encourage apprenticeships (26).  

Another relevant instrument is a new programme launched in 2013 (27). It provides financial 

support for SMEs which employ – for at least 9 months – recent SZI graduates who had 

participated in apprenticeship training. The employment of altogether 5000 young people are 

supported. 

As pointed out in Chapter 1, apprentices can obtain the same formal qualifications as their 

peers who had received practical training only at the school. Also, in theory students can 

enter apprenticeships in any vocation/IVET programme, though its availability does depend 

on the availablility of suitable training provider companies. Increasing the number of these is 

an important policy objective and is supported by financial incentives (see 2.1). Likewise, the 

public image and reputation of apprenticeships is ultimately a reflection of the general status 

of VET. The attractiveness of VET has been sought to be improved by the above discussed 

financial incentives, as well as occasional media campaigns and annual national and 

international competitions. 

Regarding guidance and counselling, the most important goal set recently is to promote 

early-years career guidance in the last two years (7-8) of primary school. A new scholarship 

programme was launched in 2013 with the participation of the Chamber; it is aimed at 

supporting disadvantaged – primarily Roma – students and their teachers to prevent drop-out 

and to enter VET (28).  

                                                           
(
25

) Tanulószerződéses foglalkoztatás…, 2013, p. 6. 

(
26

) As these vocations are the ones in which apprenticeships are typical. For more information on 

these scholarships, please refer to Chapter 4.1.1 of Hungary VET in Europe – Country report 

2013. 

(
27

) Social Renewal Operational Programme/SROP 2.3.4, co-financed by the ESF. 

(
28

) SROP 2.2.7, co-financed by the ESF. 
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B.3. National governance, regulatory framework and social partners' involvement 

Since apprenticeship training is not a separate pathyway, the general governance system 

and regulatory framework are the same in any IVET programme, irrespective of where 

practical training takes place (29). The awarded vocational qualifications are also the same, 

and are currently being referenced to the Hungarian NQF. The peculiar regulations 

concerning practical training based on a training contract are defined in the VET Act. 

The Hungarian Chamber of Commerce and Industry is reponsible for assisting students in 

finding practical training opportunities at companies (despite the Chamber’s recruitment 

work, however, there is a shortage of available training places in several vocations, see 1.2). 

The Chamber is also responsible for the accreditation and registration of enterprises 

providing practical training, the countersigning (validation) and registration of training 

contracts, and the inspection of training provision. The Chamber has become a key actor in 

VET over the past years, and through several agreements made with the government it now 

plays a dominant role in qualification design (developing standards, framework curricula and 

examination procedures for the majority of qualifications required for blue-collar jobs), 

organisation of IVET examinations and quality assurance. It has also exerted considerable 

influence on VET policy, initiating the recent transformation of the structure of VET, urging to 

put more emphasis on practical training, preferably provided through apprenticeships, and 

less on theoretical training. 

B.4. Quality assurance in work-based learning and/or apprenticeship 

Quality assurance of company-based training is the duty of the Chamber defined by the law. 

The previous two-level monitoring system of the Chamber, with an initial/in-year inspection 

and a more thorough process of ‘accreditation’ as a precondition for the reimbursement of 

training costs has been replaced recently by initial and ‘midway’ inspectons. The initial 

inspection aims to confirm that the company is in fact capable of providing training in terms of 

human resources, material conditions and the required educational documents. The 

objective of the midway inspection is to check if legal regulations are still observed as well as 

to ensure the standard of training.  

Quality learning outcomes are to be ultimately ensured by the uniform qualification standards 

and final vocational exam, which are defined in the ‘vocational and examination 

requirements’ of each vocational qualification and have to be observed in any type of IVET 

                                                           
(
29

) For more on these, please refer to Chapter 2.2.1 of Hungary VET in Europe – Country report 

 2013. 
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programme (30). Improving the teaching competences of in-company trainers is also an 

important policy objective (see 3.6). As regards support materials, a modular training 

programme has been developed and piloted in an ESF-assisted programme in 2009-

2011 (31). Public funding is linked to quality standards inasmuch as only companies 

accredited by the Chamber can conclude training contracts and deduct training costs or get 

them reimbursed. 

Validation and recognition of competences/previous qualifications is also regulated uniformly 

across all types of IVET programmes. Recognition of prior formal studies delivering the same 

learning outcomes is mandatory, based on the VET school’s local programme, and school 

headteachers can decide upon the recognition of prior work experience towards the 

completion of practical training. The piloting of ECVET has just begun in mobility projects. 

B.5. Innovative or special apprenticeship incentives 

Apprenticeship training has also been available at tertiary level as a possible form of 

organising the practical training component of advanced VET programmes introduced in 

1998. In practice, however, it was never typical (see Annex 1, Table 10 and 11). As of 

September 2013, so-called higher education vocational programmes replaced advanced 

VET. These award ISCED 5B level qualifications that are no longer listed in the National 

Qualifications Register, and training can only be provided at a higher education institution.  

The entry requirement is the secondary school leaving certificate (ISCED 3A). The new 

programmes include a mandatory one-semester-long (minimum 14 weeks) external practice 

at a company in the last (4th) semester. In case it is provided in a block of 6 or more weeks, it 

must be organized on the basis of a cooperation agreement between the higher education 

institution and the company, and the company also has to conclude a student work contract 

(hallgatói munkaszerződés) with the student. Students are then entitled to at least 15% of the 

mandatory minimum wage paid by the company (which, however, can no longer 

deduct/reimburse training costs from the training sub-fund as in advanced VET). The 

Chamber is responsible for accrediting and inspecting training provider companies, but has 

no such direct influence on curriculum design as in upper/post-secondary level VET.  

However, in spite of the fact that such studies can be recognized in a bachelor programme in 

at most 90 (previously 60) credits, these programmes never became very popular. The 

absolute number and share of participants has even significantly decreased in the past 

                                                           
(
30

) However, the fact that more than 90% of students pass the final vocational exam does limit its 

quality assurance function. 

(
31

) A képzés evolúciója. 8. alprojekt: Munkahelyi gyakorlati képzés ösztönzése. 

http://kepzesevolucioja.hu/index.php/gyakorlatikepzes 

http://kepzesevolucioja.hu/index.php/gyakorlatikepzes
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years, from 42 191 (12% of all students in ISCED 5 level programmes) in school year 

2011/2012 to nearly 11 thousand (3.4%) in school year 2013/2014 (32). 

 

 

                                                           
(
32

) Source: Ministry of Human Resources. 

http://www.kormany.hu/download/6/9f/11000/Gyorsjelentes_felsooktatasi_statisztika_2013.pdf.  

http://www.kormany.hu/download/6/9f/11000/Gyorsjelentes_felsooktatasi_statisztika_2013.pdf
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C. Main strengths and weaknesses of the above schemes/programmes  

C.1. Political and policy support  

VET policy has been in favour of so-called dual VET schemes for over a decade now. As a 

result, the number of students participating in practical training at a company has been 

continuously rising since the beginning of the millennium (see Annex 1, Table 2-4). Policy 

support has even increased during the last, 2010-2014 government term; an agreement 

between the prime minister and the president of the Chamber was concluded in Autumn 

2010 to this effect. Ideas related to the dualisation of VET coming from the Chamber have 

been integrated into government documents and draft proposals. 

Although references to the ‘introduction of the German dual system’ were found unrealistic 

by many, the idea itself that the dual system should be strengthened and expanded enjoys 

broad support. Dual VET is embraced not only in economic circles but is backed up by VET 

institutions and the wider profession as well, including researchers, developers and experts, 

even if actual instances of implementation or certain partial objectives are contested. This 

strong legitimacy is essential to the consolidation of a dual-type VET system. 

Professional and VET policy documents declare the importance of apprenticeship training in 

general terms. Policy support, however, focuses primarily on ISCED 3 level qualifications 

required for blue-collar jobs and not on the mainly ISCED 4 and 5 level qualifications that are 

required for skilled clerical work or the service industry. No significant commitment has been 

made to the expansion of dual training beyond the realm of blue-collar jobs. While the legal 

framework is given,,interests have not been generated, and the transformation of the training 

structure has not supported that kind of development, either. 

C.2. Legal framework 

The legal framework allowing and supporting dual types of training has gone through a 

decade-long development. The new VET Act of 2011 and the subsequent legislation 

introduced further specifications and modifications. Overall, the legal framework is suitable 

and generally accepted, and it is currently being further refined. 

C.3. VET structure 

VET structure has undergone significant transformation during the 2010-14 government 

term. This mostly affected SZI training, where every year a quarter of 14-year-olds continue 

their studies. An important objective of the transformation was to favour dualisation, thus 

general education contents have been significantly reduced in favour of vocational contents, 

and the volume of practical training has increased within the latter. 
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The shares and time frames within vocational school and special vocational school 

programmes are currently such that favour dual training. Effectiveness of VET in a dual 

system, however, is significantly limited by the fact that the majority of students enter VET 

with poor prior education. The time frame for the development of basic literacy and numeracy 

skills and other key competences that are required for VET and future work is extremely 

limited. The structure of ISCED 4 level VET has been transformed as well. Students can 

conclude a training contract only in the one (or for grammar school graduates two) post-

secondary VET years, but the time frames are so short that companies have little interest to 

offer practical training places. 

The structure of short-cycle higher education VET, which has also been transformed, 

supports apprenticeship inasmuch as it prescribes a one-semester-long practical training at 

an external site that is typically a company.  

C.4. The ‘Hungarian dual model’ 

It has been a VET policy objective for a long time that practical training in vocational schools 

should be provided in a school workshop in the first year, and in the following two years at a 

company on the basis of a training contract. Financial incentives were introduced in 2005 to 

encourage such an arrangement (33). Their effect is unknown for lack of analysis, but 

according to a 2010 survey of graduating SZI students (34), they have not had substantial 

results (see Annex 1, Table 12). 

The 2011 Concept paper on VET (35) and the VET Act have also preferred this arrangement, 

i.e. that students should do their practical training in a school workshop in the first year, and 

then at a company in the following two years. Some have called this informally the 

‘Hungarian dual model’. VET policy has moved away from this model over the past 2-3 

years; the idea that students conclude a training contract as soon as entering VET at the age 

of 14 has broad support now (though in the first year students can only be trained in a 

workshop). 

C.5. Interests in apprenticeship training 

For students, allowances and better labour market chances create an interest to enter 

apprenticeship training. These were around for quite a while but financial incentives have 

                                                           
(
33

) These have rendered 40% higher per capita support for students who participate in practical 

training at the school in the first year, but 40% lower per capita support in the last year.  

(
34

) TÁMOP 3.1.1 Elhelyezkedési esélyek, 2010. 

(
35

) Ministry for National Economy: Concept paper on the restructuring of the VET system in 

adjustment to the needs of the economy, 2011. 
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been further increased over the past few years, particularly in vocations that county 

development and training committees define as so-called shortage jobs that receive extra 

support from the state. 

The interest of companies in offering apprenticeships is contingent on several factors, the 

most important of which are financial incentives. The costs of practical training can be 

deducted and reimbursed according to new regulations, and at a higher a level than before. 

Administrative requirements have also been decreased in the past years. In addition, local 

chambers provide significant professional-administrative support for companies, in order to 

boost their involvement in practical training. In spite of these improvements, companies’ 

willingness to provide training has been increasing at a slow pace. Another reason for not 

taking on apprentices is the lack of qualified employees who would be willing to instruct 

students. 

In several vocations there are not enough training places on offer. At the same time, 

however, there are companies that provide apprenticeships mainly for the financial benefits. 

There are even enterprises for which practical training provision is their main activity, with 

more than 70% of their employees being students. Training offer thus does not reflect – nor 

is it adjusted to – actual labour demands, even though that is supposed to be one of the main 

characteristics of dual systems. 

C.6. Vocational trainers, practice instructors, pedagogy 

Since practical training at companies have increased at a fast pace in the past 10-12 years, 

obviously there is a shortage of pedagogically suitable, or even qualified company practice 

instructors. The Chamber puts much emphasis on improving the VET-specific pedagogical 

knowledge of practice instructors, since currently 84% of them do not have any pedagogical 

qualification. The VET Act of 2011 requires that company practice instructors should pass 

the master craftsmanship exam, which involves a pedagogical module. Companies must 

meet this requirement by September 2015. 

C.7. The training and labour market benefits of apprenticeship training 

Several studies have indicated the labour market benefits of apprenticeship training. 

Apprentices believe they have mastered the vocation better, truancy is less common among 

them; they are less likely to leave school early or to become unemployed, and have a better 

chance to remain in their vocation than their peers (see Annex 1, Table 13-18). Annual 

surveys of students conducted 9 (19 from 2013) months after completing their training in a 
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shortage job confirm the efficiency of apprenticeship training and its benefits in terms of 

transition to the labour market (36). 

However, a recent study based on the individual panel database of the Hungarian Life 

Course Survey has found that any significant difference in the employment chances of 

apprentices and non-apprentices disappeares a year after graduation (37). The analysis 

concludes that the small but significant marginal effect of apprenticeship training on 

employment chances right after graduation is driven by apprentices in large companies who 

found their training places individually (as opposed to school-organised places). That – along 

with the fact that these apprentices are also more likely to refrain from further studying – 

suggests that the differences are driven by unobserved individual characteristics such as 

motivation or commitment. Thus, when important individual characteristics as well as industry 

and labour market effects are controlled, apprenticeship training has no effect on labour 

market outcomes. Rather, the differences might be better explained by the more advanced 

screening process of large companies ‘where motivated and commited apprenties, as well as 

their training firms, might benefit from better matching procedures in smoothing the school-

to-work transition’ (Horn, 2014, p. 28). 

 

                                                           
(
36

) For the results of the 2009-12 surveys see Makó Ágnes (2014): A szakképzett pályakezdők 

munkaerő-piaci helyzete és elhelyezkedési esélyei, MKIK GVI, 47 p. 

 http://www.gvi.hu/data/papers/szakiskola_2013_cikk_kutfuz_140210_boritoval_.pdf 

(
37

) Horn, 2014. 

http://www.gvi.hu/data/papers/szakiskola_2013_cikk_kutfuz_140210_boritoval_.pdf
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D. Conclusions 

Apprenticeship training goes a long way back in Hungary. It was dominant in skilled workers’ 

training even before the political regime change, and only the economic collapse in the early 

1990s set it back for a decade. Since the beginning of the 2000s every government has 

supported apprenticeship training, and data on participation show a sharp upturn (see 

Annex 1, Table 3). Currently more than two thirds of SZI students (ISCED 3) participate in 

practical training at a company, even if not for the whole duration of training, and in a small 

part of cases (see Annex 1, Table 1) not on the basis of a training contract. The further 

expansion and mainstreaming of apprenticeship in the training for blue-collar jobs is the 

foremost priority of VET policy, in line with the demands of the economy. To this end, the 

conditions of providing apprenticeships have been made significantly more favourable for 

companies, while the option of providing practical training at a company without a training 

contract has been limited. 

The number of apprentices has increased significantly in special vocational schools (ISCED 

2 and 3) and in post-secondary VET (ISCED 4) as well (see Annex 1, Table 2 and 4). 

However, there has been no breakthrough in these programmes and only a small share of 

students has a training contract. Companies do not press for the further dualisation of 

training at these levels since they have little interests in it within the current framework; VET 

policy does not focus on these areas, either. Apprenticeship training is available also in 

higher education VET. So far, however, companies have concluded a student contract only 

with a small number of students. The legal framework is given at all levels, but interests in 

participating in apprenticeship training are limited to the training for blue-collar jobs. 
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Annex 1. Tables 

 

Table 1. Distribution of students participating in practical training at an enterprise by the 
  legal form of training in school year 2012/2013 

 Cooperation 
agreement 

Training contract Total 

number % number % number % 

Vocational school (SZI) 8 846 17.67 41 225 82.33 50 071 100 

Special vocational 
school (SZKI) 

188 14.35 1122 85.65 1 310 100 

Secondary vocational 
school 

21 269 74.06 7 450 25.94 28 719 100 

Total 30 303 - 49 797 - 80 100 - 

Source: Ministry of Human Resources 

 

Table 2. Number and share of students holding a training contract in the VET years of  
  special vocational school programmes 2001-2013* 

Year 

 

Total number 
of students in 
the VET years 

 

Students holding a 
training contract 

number % 

2001/2002 3329 487 15 

2002/2003 3513 562 16 

2003/2004 4027 525 13 

2004/2005 4090 719 18 

2005/2006 4182 842 20 

2006/2007 4402 1114 25 

2007/2008 4572 1054 23 

2008/2009 4535 1058 23 

2009/2010 4524 1030 23 

2010/2011 4574 1146 25 

2011/2012 4820 1169 24 

2012/2013 4545 1122 25 

2013/2014** 4145 931 22 

* data refer to the number of apprentices on 1 October of the given school year 

** preliminary data 

Source: Ministry of Human Resources 
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Table 3. Number and share of students holding a training contract in the VET years of  
  vocational school (SZI) programmes 2001-2013* 

Year 

 

Total number 
of students in 
the VET years 

 

Students holding a 
training contract 

number % 

2001/2002 70224 8931 13 

2002/2003 70688 9788 14 

2003/2004 70572 11619 16 

2004/2005 70712 16554 23 

2005/2006 70486 26878 38 

2006/2007 68734 30777 45 

2007/2008 73879 36191 49 

2008/2009 74352 38362 52 

2009/2010 79443 40427 51 

2010/2011 86385 41047 48 

2011/2012 96782 45391 47 

2012/2013 98729 41225 42 

2013/2014** 107290 42840 40 

* data refer to the number of apprentices on 1 October of the given school year 

** preliminary data 

Source: Ministry of Human Resources 
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Table 4. Number and share of students holding a training contract in the VET years of  
  secondary vocational school (SZKI) programmes 2001-2013* 

Year 

 

Total number 
of students in 
the VET years 

 

Students holding a 
training contract 

Number % 

2001/2002 80156 4645 6 

2002/2003 80341 3778 5 

2003/2004 88497 3484 4 

2004/2005 88548 4028 5 

2005/2006 87362 4699 5 

2006/2007 91018 5805 6 

2007/2008 89180 6020 7 

2008/2009 81522 5996 7 

2009/2010 84737 8231 10 

2010/2011 90123 8446 9 

2011/2012 91540 6898 8 

2012/2013 93386 7450 8 

2013/2014** 81871 7661 9 

* data refer to the number of apprentices on 1 October of the given school year 

** preliminary data 

Source: Ministry of Human Resources 

 

Table 5. Number and distribution of apprenticeships by qualification/vocation, May 2014 

Qualification/vocation Number % 

Cook  6908 14.6 

Food and household retailer 4638 9.8 

Waiter  4090 8.6 

Pastry-cook 2211 4.7 

Bricklayer 1878 4.0 

Welder 1851 3.9 

Hairdresser  1739 3.7 

Cutter  1697 3.6 

Electrician 1355 2.9 

Body ironer 1256 2.6 

Sub-total 27623 58.2 

Total 47422 100.0 

Source: Hungarian Chamber of Commerce and Industry 
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Table 6. Number and distribution of apprentices in the Hungarian Life Course Survey by 
  sector, 2009 

Sector Non-apprentice Apprentice* Total 

 number % number % number % 

social 
services 

5 33.33 10 66.67 15 100.00 

mechanics 91 41.74 127 58.26 218 100.00 

Industry 110 48.46 117 51.54 227 100.00 

transport-
environment 

19 30.16 44 69.84 63 100.00 

services 91 25.71 263 74.29 354 100.00 

agriculture 73 54.07 62 45.93 135 100.00 

Total 389 38.44 623 61.56 1012 100.00 

* Since the previous VET policy objective was to encourage practical training in the first year to be 
provided in a school workshop, a proportion of apprentices above 60% is very high, and that over 70% 
means nearly all students (in further VET years) were apprentices. 

Source: Horn, 2014, Table 4. 

 

Table 7. Occasionally fresh graduate skilled workers get their first job at the company  
  that was the place of their practical training. Can this happen to you? 

 % of 
respondents: 

1. Yes, it is highly probable. 21.4 

2. It is possible, because the company where I was trained will hire fresh 
graduates, but it is not at all sure. 

20.6 

3. No, because although I could go to work at the company where I was 
trained but I do not want to. 

24.1 

4. No, because the company where I was trained does not hire fresh 
graduate skilled workers. 

33.9 

Source: TÁMOP 3.1.1 Elhelyezkedési esélyek, 2010, N=3260 
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Table 8. The labour market status of previous apprentices compared to those who did  
  not have a training contract in VET school 

 Had a training 
contract 

Did not have a 
training contract 

Has been unemployed since the completion of 
training 

46.2% 64.8% 

Has not been unemployed since the completion 
of training 

51.0% 33.8% 

Is working only, not studying 53.2% 46.9% 

Is working as well as studying 16.0% 13.3% 

Only studying, not working 17.2% 12.6% 

Neither working nor studying 12.8% 25.9% 

Is working in a job that corresponds to the 
vocation s/he has trained for 

44.6% 24.6% 

Is working in a job related to the vocation s/he 
has trained for 

12.4% 11.3% 

Is working in a job that is different from the 
vocation s/he has trained for 

23.1% 42.3% 

Source: Database of TÁMOP 3.1.1. Tanulási utak, 2010, N=402, calculation by György Mártonfi 

 

Table 9. Number of companies providing apprenticeships 2005-2013 

Year 

Number of companies 
providing apprenticeship 
training to 

Vocational 
school (SZI) 
and special 
vocational 
school 
students 

Secondary 
vocational 
school 
(SZKI) 
students 

2005/2006 6300 1300 

2006/2007 7400 1600 

2007/2008 8500 1600 

2008/2009 8900 1600 

2009/2010 8800 1500 

2010/2011 8400 1500 

2011/2012 10800 1700 

2012/2013 7870 1800 

Source: Hungarian Chamber of Commerce and Industry 
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Table 10. Number of participants in advanced VET (ISCED 5B) provided in a secondary  
  vocational school (SZKI)* who had an apprenticeship (‘training’ or ‘student’)  
  contract 

Year 
Total number of participants in 
advanced VET provided in SZKI 

of which those who had a 
‘training contract’ 

2007/2008 16011 108 

2008/2009 16556 254 

2009/2010 18619 1926 

2010/2011 20580 2236 

2011/2012 20933 162 

2012/2013 20573 19 

* Although advanced VET programmes had to be organised by a higher education institution, training 
could also be provided by secondary vocational schools (SZKI).  

Source: Ministry of Human Resources 

 

Table 11. Number of participants in advanced VET (ISCED 5B) provided in a higher  
  education institution who had an apprenticeship contract 

Year Total number of participants in 
advanced VET provided in a higher 
education institution 

of which those who had a 
‘student contract’* 

2007/2008 12398 10 

2008/2009 15677 130 

2009/2010 18511 190 

2010/2011 20441 130 

2011/2012 21115 10 

2012/2013 16445 - 

* Student contracts (hallgatói szerződés) have been available in advanced VET from 2006. 

Source: Hungarian Chamber of Commerce and Industry 

 

Table 12. Where do SZI students do their practical training in the first and last VET years? 
(%) 

 Only at the 
school 

Both at the 
school and at 
a company 

Only at a 
company 

Total 

In the first 
VET year 

36.5 30.1 33.4 100.0 

In the last VET 
year 

22.6 27.3 50.2 100.0 

Source: TÁMOP 3.1.1 Elhelyezkedési esélyek kutatás, 2010, N=3260 
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Table 13. To what extent could you master the vocation? (%) 

 student with a training 
contract 

student without a training 
contract 

Not at all/rather poorly 5.4 9.0 

Medium level 34.6 39.9 

Quite well / very well 60.0 51.1 

Total 100.0 100.0 

Source: TÁMOP 3.1.1 Elhelyezkedési esélyek kutatás, 2010, N=3260 

 

Table 14. The vocational exam is approaching. How do you think you will fare? (%) 

 student with a training 
contract 

student without a training 
contract 

I am absolutely sure I will 
pass 

34.9 28.1 

I will probably pass but not 
for sure 

42.7 44.3 

I do not know, I may or may 
not pass 

20.3 24.6 

It is not likely that I will pass 2.0 3.0 

Total 100.0 100.0 

Source: TÁMOP 3.1.1 Elhelyezkedési esélyek kutatás, 2010, N=3260 

 

Table 15. Has it ever happened that you stayed away from school on purpose? (%) 

 student with a training 
contract 

student without a training 
contract 

No 28.2 25.2 

Yes, but only a few classes 56.0 52.7 

Yes, for several days 11.5 15.9 

Yes, for weeks 4.3 6.3 

Total 100.0 100.0 

Source: TÁMOP 3.1.1 Elhelyezkedési esélyek kutatás, 2010, N=3260 
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Table 16. Have you ever seriously considered dropping out of school before obtaining a 
  qualification? (%) 

 student with a training 
contract 

student without a training 
contract 

Yes, but my parents would 
have definitely prevented it 

16.7 21.3 

Yes, and my parents would 
have supported me 

2.5 6.4 

No, my parents would not 
have allowed 

75.9 67.6 

No, although my parents 
would have preferred if I 
started working as soon as 
possible 

5.0 4.7 

Total 100.0 100.0 

Source: TÁMOP 3.1.1 Elhelyezkedési esélyek kutatás, 2010, N=3260 

 

Table 17. Do you like your vocation? (%) 

 student with a training 
contract 

student without a training 
contract 

Very much / Rather do 85.9 82.5 

Rather not / Not at all 14.1 17.5 

Total 100.0 100.0 

Source: TÁMOP 3.1.1 Elhelyezkedési esélyek kutatás, 2010, N=3260 

 

Table 18. Do you think in 5 years your job will be probably related to the vocation you are 
  training for now? 

 student with a training 
contract 

student without a training 
contract 

Yes, for sure 29.5 20.3 

This cannot at all be known 
at this moment 

59.1 60.5 

Probably not 11.4 19.2 

Total 100.0 100.0 

Source: TÁMOP 3.1.1 Elhelyezkedési esélyek kutatás, 2010, N=3260 
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