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CHAPTER 1.  
Introduction 

 

 

In this article, we analyse the systemic enablers and disablers of outgoing long-

term mobility for the VET learners who continue the last two years of their studies 

in in-company training. Long-term mobility is defined as practice mobility abroad 

for 90 days or more. 

In Norway, vocational education and training is a structured alternation 

between school-based and work-based learning, which lead to a recognised 

qualification at EQF level 4 (www.udir.no). In the Norwegian VET system, most 

VET programmes are in fact apprenticeship programmes (1) as they consist of two 

years of school-based education and training, followed by a two-year in-company 

training (2+2 model (2). The National Curriculum for each programme lays the 

foundation for VET at school and in the training enterprise. The curricula are drawn 

up by representatives of the different crafts/trades, appointed by the social partners 

in cooperation with the government. To complete a VET qualification, the candidate 

must first pass exams in common core subjects, common programme subjects and 

vocational specialisation subject during the two years of school-based education 

and training. Additionally, a practical and theoretical trade or journeyman’s 

exam (3) must be completed at the end of the two-year in-company training. 

During the two years at school, the pupils are given a general introduction to 

the vocational field and an opportunity to specialise in a chosen craft or trade (there 

are approximately 180 different crafts/trades). Teaching consists of general 

education, a theoretical introduction to the vocational field, and practical training in 

school workshops and short placements at enterprises, also during the two years 

spent at school. 

The subsequent two-year in-company training period is undertaken entirely in 

an enterprise (4). It gives the apprentice in-depth knowledge in a vocational field 

                                                 
(1) In the national context, the term apprenticeship refers only to the last two years of the 

2+2 model. In this publication, apprenticeship refers to the whole 2+2 model, which 

includes the school-based and the in-company part (læretid). 

(2) This describes the main apprenticeship model in Norway. Exceptions and variations 

exist.  

(3) Successful apprenticeship candidates are awarded a trade certificate (Fagbrev), most 

common in industrial and service trades, or a journeyman’s certificate (Svennebrev), 

which prevails in traditional crafts. The two certificates have equal status based on 

similar sets of theoretical knowledge and practical skills. 

(4) Alternatives exist if a suitable apprenticeship placement is not found for a learner. 
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and prepares them for the trade or journeyman’s exams. The in-company period 

is divided into 50% training and 50% to productive work for the for the training 

enterprise. The organisation of the apprenticeship period varies. Apprentices 

generally receive more training at the beginning of the two-year-long in-company 

period. 

The apprentice signs a contract with the training enterprise and receives 

remuneration. Remuneration (salary paid by the employer) varies, but it is typically 

equivalent to a full year’s salary paid over two years, starting low and then 

increasing every six months in accordance with the increasing autonomy and 

productivity of the apprentice (5). The company receives financial compensation 

from the government for apprentices in training; approximately NOK 160 000 

(EUR 16 000) per year per apprentice (www.statsbudsjettet.no).  

Apprentices generally require a lot of support and training during the first year, 

and become more autonomous during the second year, when they are considered 

a resource for the company (i.e. they make more money for the company than they 

cost). A final, practical exam is held at the end of the two-year in-company period, 

which is evaluated by an appointed committee of professionals. 

In the Norwegian VET system, there are eight programmes leading to more 

than 180 different trade or journeyman’s certificates. In 2019, out of a total of 

240 000 learners in upper secondary education, approximately 115 000 are in 

VET (6). Out of the total number of VET students, 62% are men and 38% women. 

For apprentices exclusively (VET students in the final two years), the total number 

is 44 000, represented by 71% men and 29% women. This change is largely 

explained by the fact that many women on health, care, childhood and youth 

development programmes decide to transfer to general upper secondary 

education before their in-company training starts, with a view to taking a nursing 

programme at a university college. Another reason for this change is the number 

of apprenticeship placements and other alternatives available besides the main 

2+2 model.    

                                                 
(5) For apprentices following the main model (2+2), the minimum salary will be calculated 

as follows: 1st half of the first year in an approved training enterprise: 30% of the initial 

salary; 2nd half of the first year: 40% of the initial salary; 1st half of the second year: 

50% of the initial salary; 2nd half of the second year: 80% of the initial salary. 

(6) Ref. Statistics Norway. 

http://www.statsbudsjettet.no/
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CHAPTER 2.  
Exogenous factors influencing the mobility of 
apprentices at upper secondary level   
 

 

In the following, we analyse some of the exogenous factors that may affect 

preferences. 

2.1. Economic sectors and factors  

Norway has a small and open economy, which is very dependent on international 

trade. Many sectors, such as the building and construction industry for example, 

are also characterised by a very international working environment as a result of 

labour migration. We assume that both factors may influence apprentices’ attitudes 

to mobility in general.  

Looking at reported mobilities in Erasmus+ (Error! Reference source not 

found.1), we see that Media and communication (ICT) stand out as having a 

relatively large proportion of reported long-term mobility. While this category 

represents 3.6% of all VET mobility, the proportion increases to almost 20% for 

long-term mobility in isolation. This indicates that apprentices who go abroad in 

this field, to a greater extent, stay abroad for 90 days or more. This may indicate 

that this field/profession is more internationally oriented, that the apprentices have 

better foreign language skills/English skills, and/or that they are less inclined to 

regard the physical workplace as important. This corresponds to common 

knowledge about this profession, as being based on digital tools to a great extent. 

Other professions, for example building and construction and technical industrial 

production, are more strongly connected to a physical workplace and bound by 

local and national regulations etc. on Health, safety and the environment (HSE). 

Table 1. Reported Erasmus+ VET mobilities, long-term and total, by field 
of education 

Field of education Long-

term 

mobility 

Share of 

total long-

term 

mobility 

All 

mobility 

Share of 

total 

mobility 

Health care, 

childhood and youth 

development 

360 39.6 1692 37.5 
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Media and 

Communication 

181 19.9 161 3.6 

Business and 

administration 

76 8.4 207 4.6 

Building and 

construction 

75 8.2 252 5.6 

Technical and 

industrial production 

61 6.7 369 8.2 

Restaurant and Food 

Processing Trades 

52 5.7 470 10.4 

Design, Arts and 

Crafts  

40 4.4 163 2.2 

Electrical Trades 16 1.8 167 3.7 

Service and transport 16 1.8 214 4.7 

Education – 

undefined VET 

8 0.9 429 9.5 

Agriculture, Fishing 

and Forestry 

7 0.8 198 4.4 

Total 910 100 4 

509 

95.1 

Source: Mobility Tool+ 2014-2018 

 

2.2. The labour market and employment rate 

The labour market situation may be relevant in relation to understanding 

apprentices’ use of long-term mobility. A high unemployment rate may make it 

riskier for learners to go abroad, because apprentices then have less time to show 

a potential future employer what they can do and, consequently, they may not be 

offered a job upon graduation. On the other hand, a high unemployment rate may 

make it attractive to qualify abroad, enabling them to stand out in the line of 

applicants. 

Another relevant factor may be that employers must make themselves 

attractive in a labour market with a low unemployment rate, which may make them 

more inclined to let apprentices take advantage of such opportunities. 

Norway has an unemployment rate of approximately 3.2% 

(www.statistics.no). This relatively low rate might mean that going abroad for a 

https://webgate.ec.europa.eu/cas/login?loginRequestId=ECAS_LR-24770194-IukfOgzMbzhgsGbYf07zfzeGzej1zxEuBgUXkBNNzYmnNk6Yl1aZwJ3eDIvcemtts1FmRHb1BdOPp489ql8oWBIS-rS0vSrmBGYCXHdQaEauJwe-nIIijC4TSsVvAWLPqZrsAw2GB8q8YCXhBxzczLkGg3B0
http://www.statistics.no/
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longer period during an in-company (apprenticeship) is considered low risk– the 

chances of getting a job are generally good, whether you go abroad or not. 

 

2.3. The private and public sector 

It is useful to look at the Norwegian labour market by public and private sector, 

which together make up a total of 2.7 million employees (Table 2. ). The private 

sector (approximately two thirds of all employees) is, as we will see in Section 2.3 

below, mostly made up of very small enterprises. Enterprises in the private sector 

are naturally part of a competitive market where they must make a profit. 

In the public sector (approximately one third of all employees), on the other 

hand, there is less of a tendency to think of apprentices as a cost or investment. A 

public actor may, within the confines of its budget, be more inclined to think of an 

apprentice as a moral and social responsibility, and less as an investment. The 

public sector is also dominated by health and care-related professions where 

productivity is not a measure in the same way as it is in an ordinary private 

company such as an electric installation company. 

Table 2. Employees by private and public sector and gender 

Sector Men Women Total by 

sector 

% by 

sector 

Private 

sector 

1,159,715 672,620 1,832,335 68.3 

Public sector 256,662 592,958 849,620 31.7 

Total by 

gender 

1,416,377 1,265,578 2,681,955 100 

% by gender 52.8 47.2 100 
 

Source: statistics Norway 

 

This assumption is supported by reported data on long-term Erasmus+ 

mobility from the period 2014 to 2018. In Table 1. , we see that apprentices in 

health care, childhood and youth development programmes, that are often offered 

by the public sector, represent almost 40% of all reported long-term mobility, while 

they represent 17% of all apprentices. 
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2.4. Dynamics of skills demand and supply at the 

middle-level occupation level  

Some sectors are dominated by international/intra-EU migration, such as the 

building and construction sector. Although this might have a positive effect on 

attitudes towards international experience and competence, as indicated above, it 

may also have the opposite effect. In trades such as painting, for example, there 

are almost no professional Norwegian craftsmen left. The sector is largely 

dominated by unqualified labour from central Europe. This reduces the status of 

this occupation, making it difficult to recruit new apprentices to the craft which again 

influence the outgoing mobility. 

2.5. Attitude of employers towards training   

Long-term apprentice mobility is often carried out in the final year of the in-

company part of apprenticeships, when the apprentice is more mature and has 

covered a significant share of learning but is also most productive/independent. 

Letting the apprentice go abroad for as long as 90 days or more will therefore be 

deemed an expense for the employer. Training an apprentice is usually considered 

an important channel of recruitment; the employer has an opportunity to ‘shape’ a 

future employee, and to retain the best. 

The structure of the labour market is an important consideration here. The 

Norwegian market mainly comprises small and medium-sized enterprises (one to 

ten employees (7), Table 3. ). Thus, given the size of enterprises, an apprentice 

is generally a considerable investment for a company, both private and public, and 

sending an apprentice abroad for several months in the productive second year is 

even more costly. 

Table 3. Number of enterprises/companies in Norway by number of 
employees 

Public and private enterprises  Number Per cent 

All size groups 581,956 100 

No employees 379,855 65.3 

                                                 
(7) The large number of enterprises with no employees inError! Reference source not 

found. reflects the number of enterprises that are starting up or closing down, and do 

not have the finances to pay a salary and therefore by definition do not have any 

employees. 
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1-4 employees 99,658 17.1 

5-9 employees 41,732 7.2 

10-19 employees 30,026 5.2 

20-49 employees 20,774 3.6 

50-99 employees 6,329 1.1 

100-249 employees 2,768 0.5 

250 employees or more 814 0.1 

Source: www.statictis.no  

 

However, enterprises do let their apprentices go abroad, most commonly the 

second year. Almost 13% of all reported Erasmus+ VET mobility in Norway is for 

90 days or more. The total number of apprentices on long-term mobility 

placements, reported at the end of 2018 (Table 1. ), was 910. Almost 40% of 

them come from health care, childhood and youth development programmes, and 

therefore generally from the public sector. This leaves approximately 550 

apprentices in other apprenticeship programmes, of whom the majority come from 

the private sector. This represents approximately 1.3% of all apprentices, or 2.6% 

of all second-year apprentices. We know from experience that the apprentices 

come from all kinds of enterprises. This may indicate that employers across sectors 

recognise the value of mobility, either in that it gives apprentices the opportunity to 

learn new technical skills, or that they mature and develop as people and 

employees (personal, interpersonal skills). 

2.6. Other relevant factors  

Female VET learners constitute 40% of total VET learners, and only 30% if we look 

at apprentices exclusively. If we look at reported mobility through Erasmus+, we 

see that females constitute 63% of all VET mobility, and 54% of all mobility among 

apprentices (long-term mobility). This indicates that gender is a significant 

explanatory factor for VET mobility. 

The gender factor correlates to the findings in Table 1.  where we see that the 

health care, childhood and youth development programme constitutes a large 

proportion of mobility. This is a typically female-dominated programme. The 

explanation for this gender bias may be found in qualitative differences between 

the genders, or it may be related to the properties of the different programmes. For 

http://www.statictis.no/
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example, female-dominated health care, childhood and youth development 

programmes are mainly found in the public sector, and, as argued above, 

employers in the public sector may be more inclined to let their apprentices go 

abroad because their economic rationale and profits are different from those of 

private sector companies. 

The gender factor may thus be explained, at least in part, by programme and 

sector specific characteristics. However, other studies suggest that gender itself is 

a significant explanatory factor for international mobility (8). This gender difference 

may be explained by maturity; it is generally known that women mature earlier and 

are ‘ready’ to go abroad alone earlier than men. It may also be explained by 

language knowledge; there is an assumption that women may have a better grasp 

of foreign languages, making them more inclined to go abroad. 

                                                 
(8) Diku report series 04/2016: ‘Det beste året i mitt liv’ (The best year of my life). User 

survey of Norwegian pupils taking the second year of upper secondary school abroad. 
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CHAPTER 3.  
The link between the apprenticeship scheme 
design and apprentices’ mobility  
 

 

The VET system facilitates long-term mobility with its 2+2 model and the final 

practical exam. With no school-work alternation during the apprenticeship period, 

and with no exams during the apprenticeship, mobility is simply a question of the 

apprentice’s individual preferences and the employer’s priorities. 

3.1. Apprenticeship type (e.g. system or mode of 

delivery) 

Apprenticeship in Norway is organised as a system that represents the main way 

for providing people with full competence in the relevant occupation or trade (i.e. it 

is not an alternative way to VET qualifications). From our point of view the function 

of apprenticeship in Norway is neutral towards mobility. The organisation of the 

main apprenticeship model (the 2+2 model as described above), enables long-

term mobility because there is no work-school alternation.  

3.2. Apprenticeship governance (at strategic, 

decision-making level) 

County level apprenticeship councils have a prominent role in apprenticeship 

governance in Norway. Some counties prioritise apprentice mobility by using 

resources to apply for Erasmus+ funding and organising mobility for apprentices. 

Counties assist apprentices with practical arrangements and cover the limited 

capacity of small Norwegian companies to organise mobility projects themselves. 

There is a difference in the number of mobilities between counties that actively 

facilitate mobility and those that do not. Counties seem to become an enabler for 

mobility, as the number of counties prioritising internationalisation is increasing; 

therefore, we expect a larger number of mobilities in the future.   
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3.3. Duration of apprenticeship and of the company 

placement in particular  

The apprenticeship period is two years, all of which is spent in a company. This 

relatively long apprenticeship period enables long-term mobility. 

3.4. Organisation of alternation  

There is no school-work alternation in the final two apprenticeship years in the 

main VET education model. The continuous period of apprenticeship enables long-

term mobility. 

3.5. Type of contract and status of apprentices 

The apprentice has a contract with the employer that regulates the working hours 

and conditions in the same manner as in an ordinary employment contract. This 

secures the apprentice, but also means that the employer may decide whether the 

apprentice can go abroad or not. This may be a disabler of long-term mobility. 

3.6. Remuneration 

The apprentice receives remuneration from the employer, usually equivalent to a 

year’s salary paid over two years. This means that apprentices cost the employer, 

not just in training time but also money, which may result in a reluctance to let 

apprentices go abroad. Most companies continue to pay the remuneration when 

the apprentice is abroad. The apprentice has the right to financial support from the 

Norwegian State Educational Loan Fund to participate in mobility stays abroad. To 

apply for funding the apprentice has to have a signed apprenticeship contract and 

the county municipality has to approve the mobility.  

Small private enterprises in particular may find it financially challenging to 

invest in an apprentice and not then be able to harvest their productivity longer 

during the most productive second year. Remuneration may be a disabler in this 

sense. 

Bigger companies as well as public employers often let apprentices keep their 

salary during periods of long-term mobility. In this respect, remuneration is an 

enabler as it makes it easier for apprentices to go abroad. 
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3.7. Provisions on occupational health, safety and 

social insurance 

We are not aware of any HSE issues that restrict long-term mobility as such. 

Restrictions may occur in the receiving organisation, particularly in relation to 

practice in hospitals and sometimes in building and construction, but this is handled 

from case to case. 

3.8. Curriculum / training standards specification 

The curricula are based on learning outcomes and therefore enable international 

mobility. Lack of training standards specifications acts as a barrier to long-term 

mobility, as it may result in uncertainty related to the possibility to achieve 

equivalent training abroad during the mobility.  

3.9. Use of validation in apprenticeships 

The apprenticeship is evaluated in a practical examination on completion of the 

apprenticeship period. During the apprenticeship, the apprentice continuously 

assesses the progress towards achieving the learning outcomes according to the 

curricula together with a designated instructor in the enterprise. This is still possible 

during long-term mobility given the correct use of Learning Agreements with the 

receiving company and cooperation between the companies. 

3.10. Financial compensation for the companies 

Enterprises with training contracts, according to the Education act, receive a grant 

(Basistilskudd I), approximately EUR 640 per month for two years (24 months) per 

apprentice. In addition, the enterprise receives a yearly funding of approximately 

EUR 6 000 per contract (www.udir.no). This compensation for the companies 

continues throughout the apprentice’s mobility period abroad. This may be an 

enabler for mobility. 

http://www.udir.no/
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CHAPTER 4.  
Lessons learned from existing policies, 
initiatives, projects (as applicable) of 
apprentices’ mobility  
 

 

The government has decided that apprentices who go abroad on long-term mobility 

programmes shall also qualify for a grant from the Norwegian State Educational 

Loan Fund to make it easier for them to go abroad. The grant may cover travel and 

living expenses. This is, to our knowledge, widely used by apprentices who go 

abroad. In many cases, long-term mobility would not be possible without this extra 

funding. Apprentices reported that they could not afford it and turned down 

Erasmus+ grants. This possibility was temporarily removed due to a decision by 

the State Educational Loan Fund, which made it more difficult to send apprentices 

abroad. The possibility is now back in force. It is our understanding that this extra 

funding is essential to many apprentices. 

Another aspect that may explain the use of long-term mobility in Norway is the 

role of the county councils/school owners. Although the apprentices are employed 

by a company, they are still under training, and therefore remain the responsibility 

of the county councils (school owner and responsible for all education and training 

at upper secondary level). The apprentices, with the consent of their employer, 

apply to the county for a grant to go abroad. The county assists with the practical 

arrangements. Many counties (owners of VET schools and responsible for the 

apprentices and apprenticeship scheme) apply for Erasmus+ funding for 

apprentices in the region and organise and facilitate mobility. As shown earlier, the 

enterprise structure in Norway, comprising many small enterprises, makes it 

necessary for the counties to facilitate this activity on behalf of the apprentices. 

The enterprises usually do not have the capacity to organise this themselves. 

County involvement has thus proven to be essential to the realisation of mobility 

for apprentices. 
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CHAPTER 5.  
Conclusions   
 

 

Long-term mobility is enabled or disabled by a set of factors from the system level 

to the individual level. The most important factors pointed out here are: 

Exogenous factors (at a structural level): 

(a) the unemployment rate may affect the apprentices’ will to go abroad, or the 

employers’ will to let the apprentice go. It is linked e.g. with the perceived ‘risk’ 

of an apprentice not being seen by a potential future employer versus the 

perceived benefit of international experience; 

(b) sector specific characteristics (public/private) and the cost / benefit for the 

company may act as enabler or disabler;  

(c) craft-related culture/attitude towards international competence and foreign 

languages may act as enabler or disabler; and 

(d) gender-related differences (maturity, language competence), as female 

learners seem to participate more in mobility. 

Factors at the apprenticeship system level: 

(a) the two-year apprenticeship period with no work-school alternation is 

considered as an enabler; 

(b) the existence of one final, practical exam (instead of many exams during the 

apprenticeship) acts as an enabler; 

(c) the financial compensation companies receive for apprentices; 

(d) the Erasmus+ funding is being used by counties to support mobility; 

(e) the additional funding apprentices receive from the Norwegian State 

Educational Loan Fund seems to be a strong incentive for them to participate 

in mobility abroad; and 

(f) the involvement of the counties (school owner and responsible for the 

apprenticeship scheme) as facilitators of long-term mobility. 

 




