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CHAPTER 1.  
Introduction  

 

 

The aim of the present document is to make a short presentation of apprenticeship in 

Romanian VET, from the perspective of factors that enable or not long-term mobility.  

It is commonly agreed that long-term mobility should be understood as a period training 

of minimum three months in other countries. 

1.1. European general context 

Apprenticeship is often part of debates and that rise at European level as instrument to support 

employability. The general concern at European Union level to increase employment is often 

reflected in the documents of the European Commission, which draw the public attention that 

actions and measures need to be taken to prevent weaknesses in the economy and support 

social progress and a sustainable future. 

Thus, the Europe 2020 Strategy, (1) aims to create more jobs and to ensure better living 

conditions. For 2020, the Commission proposes to the European Union five measurable goals 

that will guide this process and will be translated into national targets: i) employment, ii) 

research and innovation, iii) climate change and energy, iv) education and v) combating 

poverty. Amongst the seven flagship initiatives  The “Youth on the move" (2) and the “Agenda 

for New Skills and Jobs” (3) highly emphasize the importance to raise the overall quality of all 

levels of education and training and offer support to young and adults to achieve the skills they 

need to be competitive on the labour market and have a job. The “Agenda for new skills and 

jobs" is centred around the imperative “to modernise labour markets and empower people by 

developing their of skills throughout the lifecycle with a view to increase labour participation 

and better match labour supply and demand, including through labour mobility”.  

Furthermore, the European Commission created a common platform , the European 

Alliance for Apprenticeship, in order to bring together public authorities enterprises, social 

partners, education and training providers, youth representatives and other key actors in order 

to promote apprenticeship programs and initiatives across Europe. The Alliance for 

Apprenticeships also aims to tackle youth unemployment by improving the quality and offer of 

apprenticeships across the EU through an extended partnership of stakeholders involved in 

labour and education. And it also seeks to change attitudes about the apprenticeships. 

                                                 
(1) European Commission (2010), Communication from the Commission Europe 2020. A strategy for Smart, 

sustainable and inclusive growth, COM(2010) 2020 final, Brussels 

https://ec.europa.eu/eu2020/pdf/COMPLET%20EN%20BARROSO%20%20%20007%20-

%20Europe%202020%20-%20EN%20version.pdf 

(2)  http://ec.europa.eu/youthonthemove/ 

(3) European Commission (2010), An Agenda for new skills and jobs: A European contribution towards full 

employment, COM(2010) 682 final, Strasbourg, https://eur-

lex.europa.eu/LexUriServ/LexUriServ.do?uri=COM:2010:0682:FIN:en:PDF  

https://ec.europa.eu/eu2020/pdf/COMPLET%20EN%20BARROSO%20%20%20007%20-%20Europe%202020%20-%20EN%20version.pdf
https://ec.europa.eu/eu2020/pdf/COMPLET%20EN%20BARROSO%20%20%20007%20-%20Europe%202020%20-%20EN%20version.pdf
https://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=COM:2010:0682:FIN:en:PDF
https://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=COM:2010:0682:FIN:en:PDF
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1.2. Romanian context 

Romania committed itself to contribute to the achievement of the objectives of the European 

common agenda and increase the quality, offer and attractiveness of work-based learning 

forms. In order to address the main concerns above, Romania provides a framework for 

national programming documents. The Strategy for Vocational Education and Training for 

2016-2020 (4) adopted in Romania sets down a series of actions that lead to the achievement 

of four main objectives:  

(a) 1. Improve relevance of the vocational education and training systems for the labour 

market, 

(b) 2. Increase participation and facilitate access to VET programs, 

(c) 3. Improve quality of vocational education and training, 

(d) 4. Develop innovation and cooperation in VET at national and international level. 

The system of education and training in Romania is focused on addressing labour market 

needs by endowing people with relevant competences ensuring better employability and social 

inclusion. A tool to reach this target is the apprenticeship action.  

1.3. Definition and perceptions of apprenticeship 

To have a better understanding of apprenticeship, it is important to notice that there is no 

general standard definition but rather a set of characteristics that come to give the global 

understanding of the concept. The most frequent of them is that it supports the acquisition of 

competences at work place. On the other hand, Cedefop suggests a larger understanding of 

apprenticeship as education and training underpinned by structured alternation of 

learning in education and training setting and working at a workplace and leading to a 

recognized qualification.  

Moreover, based on Cedefop (5) latest related study ”Apprenticeship schemes in 

European Countries” (2018) a variety of apprenticeship forms / schemes were identified 

throughout EU Member States and were grouped into three main categories:  

(a) apprenticeship as a distinct system from the school-based VET system with the aim to  

”provide people with full competence and capability in an apprenticeable occupation or 

trade ” (Cedefop, 2018, p. 34) 

(b) apprenticeship as a type of VET delivery within the formal VET system (alternating school 

and work-based learning), 

                                                 
(4) Ministry of National Education (2016). Strategy for VET 2016-20 (approved by Government Decision 

no. 317/2016, available in Romanian): https://edu.ro/strategia-educa%C5%A3iei-%C5%9Fi-

form%C4%83rii-profesionale-din-rom%C3%A2nia 

(5) Cedefop (2018), Apprenticeship schemes in European countries, Luxembourg: Publication Office of 

the European Union  

https://edu.ro/strategia-educa%C5%A3iei-%C5%9Fi-form%C4%83rii-profesionale-din-rom%C3%A2nia
https://edu.ro/strategia-educa%C5%A3iei-%C5%9Fi-form%C4%83rii-profesionale-din-rom%C3%A2nia
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(c) a hybrid form of apprenticeship, combining the two forms above but not really falling under 

either of the two. 

So, considering the above large classification and the three main features:  

(a) acquisition of competences at work place,  

(b) possible alternation of training in education and workplace setting and  

(c) the recognized qualification 

we shall address the concept of ”apprenticeship” from two main perspectives: initial VET 

and continuous VET. 

1.4. “Apprenticeship” in CVET 

Presently, in Romania, the concept as such of ”apprenticeship” is part of adult education. The 

appreticeship is seen and ackowledged as a distinctive element within adult training 

(continuous VET), that falls as responsibility and governance under the Ministry of Labour and 

Social Justice and its structures in the country (the National Agency for Employment and its 

county representations). It is regulated by Law no. 279/2005, which was amended several 

times. The latest update took place in 2018 and brought a significant improvement: it brings 

the possibility for potential beneficiaries to get qualified for elementary competences as well 

(EQF level 1 recognized qualifications). So, presently under the apprentice law, the 

beneficiaries (aged from 16+ and with no upper age limit) may enrol for an apprenticeship 

contract leading to the achievement of a professional qualification at level 1-4 EQF levels.  

The apprentices get a special type of labour contracts supporting work and vocational training 

at the workplace.  

The state stimulates employers to attract more apprentices by means of subsidies. 

Recently, the subsidy reached 483 EUR/month for each concluded apprentice contract and it 

is granted based on formal request of the employer submitted to the NAE or its representation 

at county level.  

1.5. Work-based learning in Initial VET 

In initial VET (upper secondary education level) the achievement of a recognized qualification 

is possible through enrolment in any of the existing programmes that include alternation of 

learning in a school and training in both school and company settings. However, these 

programmes are not apprenticeship programs, they are forms which include key elements 

common with the apprenticeship, namely the work-based learning and the acquisition of a 

recognized qualification. 

In this case potential beneficiaries are graduates of lower secondary education (grade 8, 

age 14-15 years) who may choose to enrol in any of the following programmes:  

(a) 4-year technological high-school (including approx. 25% compulsory WBL/programme), 

(b) 3-year school-based VET or its dual form (with approx. 50% WBL/programme), 

(c) 1-3 year post high-school (variable WBL/programme). 
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As the highest share of practical training takes place within the 3-year school based VET 

(“scoala professionala”) and its dual form, it is more appropriate to refer mainly to this 

programme as a possible apprentice scheme (as it was also classified by Cedefop). To have 

a better understanding of the introduction of the dual form it is important to have a short view 

over the development of the “professional school”. The “professional school” - related provision 

had a discontinuity at a certain moment. In 2009 the places allocated for the form known by 

then as “School of Arts and Trades” (Scoala de Arte si Meserii / SAM) were distributed to the 

technological highschool until 2012 when, due to the economic representatives requests, the 

professional school was reintroduced initially with a 2 year duration, and later with a 3-year 

duration from 2014-2015 school year.  

Out of the total of 715.151 students enrolled in upper secondary education in 2017/2018, 

there were 87.841 students in the 3-year school based VET (scoala profesionala), 266.031 

students in 4-year technological programmes and 51973 students in postsecondary VET. The 

number of students enrolled in the school based VET programme (scoala profesionala) grew 

significantly yearly as compared to 26 361students in 2013/2014.  

Even more, the dual VET also becomes more popular registering in the very first year of 

its introduction a total of 2568 students (in 2017/2018, the number is part of 87841 students in 

the 3-year school based VET mentioned above), 6506 students in 2018/2019 school year 

(78452 students enrolled in the 3-year school based VET) and 6970 students enrolled in the 

school year 2019/2020 (included in the 42382 places allocated to entrants in grade 9 of the 3-

year school based VET programme). 
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CHAPTER 2.  
Exogenous factors influencing the mobility of 
apprentices at upper secondary level 

 

 

In Romania initial VET system benefits from mobility programmes with the support of the 

National Agency for Erasmus+ Programmes. Schools may apply for a mobility, undergo an 

evaluation and are awarded the grant for mobility.  

The most common IVET mobilities that take place through the support of the National 

Agency Erasmus+ Programmes are however short term (3 or 4 to maximum 5 weeks) or 

sometimes longer, but not longer than 90 days. A presentation in 2017 of Mr. Joao Santos, 

European Commission within the Directorate General for Employment, Social Affairs and 

Inclusion Unit E3, Vocational training, Apprenticeships and Adult learning6 maps out the 

situation in Romania, for 2014-2016, and shows that long term mobilities (minimum 90 days) 

are not awarded among eligible VET applicants, most of them (93.9%) being short term 

mobilities.  

Figure 1. Apprenticeship and adult learning map across Europe 2014-2016 

 

In the Erasmus+ mobility projects in Romania (under VET KA 1, 2014-2016), such 

mobilities have not been carried out, although applications have been submitted. Seven such 

projects have been submitted, but none have been approved. It should also be mentioned that 

the longer the mobility duration, the lower the number of participants in the mobilities.  

                                                 
6 http://www.euroapprenticeship.eu/UserFiles/File/eqamob/multiplier-events/mobinnov-eu-jsantos.pdf 

 

http://www.euroapprenticeship.eu/UserFiles/File/eqamob/multiplier-events/mobinnov-eu-jsantos.pdf
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2.1. Economic sectors and actors  

Romania has an open economy including international trade. There are sectors, such as the 

building and construction or the industrial technologies where investors open working points in 

Romania. Some of these investors are interested in training students in the dual form and are 

highly involved. However, long term mobilities in other countries are not yet popular among 

investors/companies. 

2.1.1. The labour market and employment rate 

Most companies present on the labour market are micro and small sized. In Romania 

employers value formal qualifications, qualifications that are supported by certificates of 

professional qualification that are often a prerequisite for hiring qualified staff. Services are the 

main economic sector in terms of contribution to gross value added to the national economy. 

In 2017, their contribution reached 62%. The share of industry was 26.7% and agriculture 4.8% 

(7). Main export sectors are (8):  

(a) machinery/mechanical appliances; electronics, electrical equipment and its parts (28.4% 

of total export in 2017);  

(b) transportation means and associated equipment (18.1%);  

(c) base metals and its articles (8.5%). 

Employment rate for the age group 20-64 increased from 64.4% in 2008 to 68.8% in 2017, 

thus approaching the 2020 national target of 70% (9) and the EU28 average (72.2% in 2017). 

In 2017, employment rate for young people aged 15-24 was 24.5, lower than the EU28 average 

of 34.7%, in particular for females (20.4% compared with 32.9% EU28 average) (10). 

                                                 
(7) Eurostat, table nama_10_a10; provisional data, extracted on 17.9.2018  

(8)  National Institute of Statistics, TEMPO-online data base - Export value (FOB) according to CN 

sections and chapters EXP101E, data extracted on 17.09.2018. 

(9) Eurostat, table lfsi_emp_a; data extracted on 1.10.2018. Source for the national target: 

https://ec.europa.eu/info/business-economy-euro/economic-and-fiscal-policy-coordination/eu-

economic-governance-monitoring-prevention-correction/european-semester/european-semester-

your-country/romania/europe-2020-targets-statistics-and-indicators-romania_en  

(10)  Eurostat table lfsa_ergan; data extracted on 9.8.2018.  

https://ec.europa.eu/info/business-economy-euro/economic-and-fiscal-policy-coordination/eu-economic-governance-monitoring-prevention-correction/european-semester/european-semester-your-country/romania/europe-2020-targets-statistics-and-indicators-romania_en
https://ec.europa.eu/info/business-economy-euro/economic-and-fiscal-policy-coordination/eu-economic-governance-monitoring-prevention-correction/european-semester/european-semester-your-country/romania/europe-2020-targets-statistics-and-indicators-romania_en
https://ec.europa.eu/info/business-economy-euro/economic-and-fiscal-policy-coordination/eu-economic-governance-monitoring-prevention-correction/european-semester/european-semester-your-country/romania/europe-2020-targets-statistics-and-indicators-romania_en
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Figure 2. Employment rate for young people aged 15-25, Romania, 2017 

 

NB: Unemployment age group 20-64; unemployment rate % of active population. 

Source: Eurostat, tables  lfsi_emp_a, une_rt_a, lfsa_igan; une_rt_a, data extracted on 1.10.2018. 

 

In 2017, almost 30% of all employees in the country were skilled non-manual workers 

(managers, professionals, technicians and associate professionals, clerical support workers). 

Nearly every tenth employee worked in elementary occupation and every sixth was skilled 

agricultural, forestry and fishery worker (Error! Reference source not found.).  

Figure 3. Employment by occupation   

 

NB: 2017 data; age group 15-64 

Source: Eurostat, table lfsa_egais; data extracted on 9.8.2018. 
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2.2. Dynamics of skills demand and supply at the middle-level 

occupation level  

In 2017, the unemployment rate of people with medium level qualifications, including most VET 

graduates (ISCED levels 3-4) decreased compared with the pre-crisis years. The labour force 

demand in real economy increases. A rapid growth of vacant jobs was registered by the labour 

offices: from 24 825 vacancies in 2013 to 59 987 in 2017.  

The share of jobs vacancies in 2017 by group of occupations was (11): 

(a) professionals (e.g. science and engineering, health, teaching) – 29.1%, 

(b) workers in the field of services – 14%, 

(c) unskilled workers – 13.3%, 

(d) skilled workers and similar – 12.3%, 

(e) installations, machinery operators; machinery and equipment builders – 11%, 

(f) technicians and other experts from technical field – 8.9%, 

(g) administrative clerks – 6.9%, 

(h) members of legislative body, of executive, high officials of public administration, managers 

and high officials – 4.3%, 

(i) workers skilled in agriculture, forestry and fishing – 0.2%. 

The data above reflect indirectly the level of qualifications and their vacancies on the 

labour market. They also suggest that there is a flexible context for people to get a job without 

necessarily have a highly professionalized qualification. 

2.3. Attitude of employers towards training  

Employers usually register their vacancies within the National Agency for Employment. 

They make public campaigns to attract young people. For instance bigger plants 

specialized in various economic sectors make regular calls:  

(a) HeidelbergCement Romania (12), part of the HeidelbergCement Group that is one of the 

world’s largest building materials companies specialized in aggregates production, 

cement has been involved in training activities for apprentices or upper school graduates 

since 2014 onwards. This year they offer  training for qualifications that are necessary in 

the cement plant; 

                                                 
(11)  National Institute of Statistics (Statistical survey on vacancies), TEMPO-online data base - 

Vacancies by macro regions, development regions, groups of occupations LMV102D, data 

extracted on 17.9.2018. 

(12) www.heidelbercement.ro/ro/programul-de-formare-profesionala-prin-ucenicie-la-locul-de-munca-

2019-2021 

 

 

http://www.heidelbercement.ro/ro/programul-de-formare-profesionala-prin-ucenicie-la-locul-de-munca-2019-2021
http://www.heidelbercement.ro/ro/programul-de-formare-profesionala-prin-ucenicie-la-locul-de-munca-2019-2021
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(b) the Steel Plant in Galati (13) hires this year over 200 workers through the Apprenticeship 

School, which reached its sixth edition. In 2019 the Apprenticeship Program was updated 

and now has 3 recruitment campaigns in April, August and November. there are public 

events organized to get the potential workers/apprentices get familiar with the field of work 

and the training opportunities offered. There are positive consequences of such 

campaigns revealed by the increasing number of employed/trained staff reaching so far 

approximately 500 persons.  

Companies consider that apprenticeship is a practical tool to train their future employees 

based on their company labour force needs. Companies are supported by NAE to find qualified 

workers or unqualified but willing to enrol in a qualification programme. Usually all these 

company calls are centralized by NAE and published on their website (14) as valuable 

information for the interested public: useful information for applicants, necessary application 

forms, employers who need apprentices on types of qualification and the register of 

apprentices employers which offers details in a transparent manner.   

So there is an improvement of communication between the potential 

employers/companies and the NAE or its local representations and the target group as main 

beneficiaries of jobs or apprenticeship programmes.  

Besides the effort of companies to attract potential beneficiaries, NAE comes to 

complement the support offered to low, unskilled people, NEETs or those at risk of social 

exclusion. Based on their profile of registered people in search of a job, NAE designs and 

implements ESF funded projects to address these issues at national level and most often 

apprenticeship is tackled.  

The target groups are differentiated by age limit, some of them comply with the target 

group to be addressed in this article (15/16-18 year old) others have a larger age limit (16 to 

25 years, or above 45) that does not necessarily correspond to the age limit requested by 

Cedefop to be presented.  

Still we consider appropriate to illustrate the apprenticeship-related actions taken in 

Romania that are “tailored” according to the national employment evidence and records in the 

attempt to offer training opportunities for people and hopefully increase employment and 

alleviate social or financial inequalities.  

For instance the projects below tackle apprenticeship in relation with: non NEETs 

unemployed people from less developed regions, NEETs from less developed regions, and 

the perception/ understanding on mobilities in CVET: 

(a) “UNIT 4 RMPD – Apprenticeships and internships for non-NEETs unemployed 

people from less developed regions”, implemented by NAE is co-financed by the 

European Social Fund, through the Human Capital Operational Programme 2014-2020. 

                                                 
13 https://www.romaniajournal.ro/business/the-steel-plant-in-galati-to-hire-200-apprentices/ 

14 Public information centralized by NAE, regarding apprenticeship  opportunities (e.g. for Bucharest 

2018):  

http://www.bucuresti.anofm.ro/ucenicia%20la%20locul%20de%20munca.htm  ,   

 ( eg. for Dambovita county) http://www.dambovita.anofm.ro/files/A7%20-
%20registru%20angajatorilor%20de%20ucenici.pdf 

https://www.romaniajournal.ro/business/the-steel-plant-in-galati-to-hire-200-apprentices/
http://www.bucuresti.anofm.ro/ucenicia%20la%20locul%20de%20munca.htm
http://www.dambovita.anofm.ro/files/A7%20-%20registru%20angajatorilor%20de%20ucenici.pdf
http://www.dambovita.anofm.ro/files/A7%20-%20registru%20angajatorilor%20de%20ucenici.pdf
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The project supports employers with monthly subsidies (2250 lei) for each apprentice over 

25, non-NEETs, registered in the Public Employment Service records. The project started 

being implemented in April 2018 with a total duration of 32 months. In terms of attitude of 

employers towards potential and actual apprentices and also of local specialized 

authorities we can say that there is a positive impact and change of their perspectives. 

The support given to the employer relieves to some degree the burden of training 

expenses and opens them to a more confident communication relationship with the NAE 

and its county agencies. On the other hand, apprentices receive the opportunity to get 

trained, have a work contract throughout the apprenticeship contract and in the medium 

term increase their employability opportunities. So there is a multi-level win-win 

relationship in terms of communication and confidence between national/local 

employment authorities, employers and potential apprentices/ future employees. 

Based on NAE’s latest press release (15), since April 2018 till June 2019 there were 

approximately 2377 contracts of apprenticeship/internship concluded, most of them being 

recorded in counties from South-Muntenia region and South-West Oltenia: Arges (246), 

Teleorman (243), Olt (238), Dolj (209), Dambovita (206). 

(b)  “UNIT 2 RMPD – Apprenticeships and internships for NEETs from less developed 

regions”16 is another project implemented by NAE, co-financed by ESF through the 

Human Capital Operational Programme 2014-2020. The target group is represented by 

young NEETs (16-25 years of age), coming from North-West, North-East, West and 

South-West Oltenia regions, who may enrol in an apprenticeship programme. It addresses 

higher education graduates with no work experience and also unemployed NEETs aged 

between 16-25, registered in the Public Employment Service records. The project lasts 

for 36 months starting in 2019 and aims at addressing 900 NEETs to conclude 

apprenticeship and/or internship contracts with employers. The potential apprentices will 

be trained and receive a qualification (1-4 EQF level), their apprenticeship training will last 

between 6 to 36 months according to the level of qualification. Internship beneficiaries, 

that are usually higher education graduates, will get the opportunity to enrol in a 6-month 

work contract based on their qualification.  

The overall benefit for both target groups consists in an easier school to work transition, 

getting a qualification or empowering their competences achieved already and getting work 

experience. On the other hand, employers receive the monthly subsidy / apprentice or 

internship throughout the duration of their work and contracts.  

It also contributes to a positive change of perspective from employers’ reluctance in hiring 

young people with no work experience to more open view that provides them the opportunity 

to discover and retain later best employees. 

                                                 
(15) https://www.anofm.ro/upload/1819/Informare_rezultate_proiect_aprilie_2018-iunie_2019.pdf 

(16) https://www.anofm.ro/upload/7472/Informare_-

_28.06.2019.pdf?fbclid=IwAR1FVVh3YnsBScIlWDuH388UDtJ0V9xd_-g-KJd_fgPfbvX-

0Wr6HMjf6RQ 

https://www.anofm.ro/upload/1819/Informare_rezultate_proiect_aprilie_2018-iunie_2019.pdf
https://www.anofm.ro/upload/7472/Informare_-_28.06.2019.pdf?fbclid=IwAR1FVVh3YnsBScIlWDuH388UDtJ0V9xd_-g-KJd_fgPfbvX-0Wr6HMjf6RQ
https://www.anofm.ro/upload/7472/Informare_-_28.06.2019.pdf?fbclid=IwAR1FVVh3YnsBScIlWDuH388UDtJ0V9xd_-g-KJd_fgPfbvX-0Wr6HMjf6RQ
https://www.anofm.ro/upload/7472/Informare_-_28.06.2019.pdf?fbclid=IwAR1FVVh3YnsBScIlWDuH388UDtJ0V9xd_-g-KJd_fgPfbvX-0Wr6HMjf6RQ
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Support for mobility in Romania has also other understanding related more to the system 

of social security and employment, rather than the general cross-country mobility for 

apprenticeship/internship.  

For instance in Romania there is a mobility incentive/bonus (comprising specific 

bonuses) that is stipulated by law no 76/2002 regarding the unemployment insurance system 

and the stimulation of employment. The Ministry of Labour and NAE committed to alleviate 

inequalities of opportunity which lead to income inequalities by amending Law 76/2002 with an 

ordinance (Government Emergency Ordinance/ GEO no. 60/2016 and later GEO 6/2017). 

Consequently, there are three main types of financial bonuses, as follows: 

(a) the ”hiring bonus” granted to persons registered as unemployed in employment 

agencies and finding employment (getting hired) in a locality more than 15 km away from 

the locality where they have their domicile or residence. It is granted tax free (17). 

(b) “activation bonus” to the level of EUR 200 (RON 500) (the equivalent of the social 

reference indicator) may be granted tax free to unemployed not benefiting from the 

unemployment allowance, for a period of three months, if they enter full time employment 

(full working norm according to art. 111 and 112 of law no.53/2003 with subsequent 

amendments, 8 hours per day, forty hours per week), 

(c) “installation bonus” for individuals registering as unemployed with the local employment 

offices and finding employment in localities at least 50 km farther than the locality of 

residence or domicile and who have as a result changed their domicile. (18) 

These mobility bonuses are meant to attract and support unemployed people to get hired 

and become more mobile within the country. These measures may come to support 

apprentices in CVET, provided they comply with the specific requirements for being granted 

such financial support.  

2.4. International qualifications (availability and extent)  

N/A 

                                                 
(17) “hiring bonus”:The amount of the bonus is calculated at 0.5 lei / km, but not more than 55 lei / day, 

in proportion to the number of days in which the persons concerned actually carry out the activity 

at the employer where the employment is performed. The hiring bonus  is granted for a period of 

12 months. Graduates of educational institutions and graduates of special schools, at least 16 years 

old, registered with the employment agencies, if they are employed full time, for a period longer 

than 12 months, they benefit from the insurance budget for unemployment that is equal to the value 

of the reference social indicator in force at the date of framing 

(18) Installation bonus:  The individual amount is, according to the OUG no.60/2016 of EUR 2 777 (RON 

12 500) to go up to EUR 3 443 (RON 15 500) if accompanied by family members. If both husband 

and wife comply with conditions then one will receive an installation bonus of EUR 2 777 (RON 12 

500) and the other an installation bonus of EUR 776 (RON 3 500). 
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CHAPTER 3.  
The link between the apprenticeship scheme 
design and apprentices’ mobility  

 

 

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

Apprenticeship is part of adult education. The apprenticeship is seen and acknowledged as a 

distinctive element within adult training (continuous VET). Its target group are people of 

minimum 16 years old and above. It is worthwhile mentioning that compulsory education in 

Romania includes 11 grades (preparatory grade and grades 1-10). And the minimum age for 

entering the labour market is 16 with a reduced workload of 6 hours per day. So if young people 

interrupt studies for various reasons, they may enrol in an apprenticeship programme to get a 

qualification and access the labour market. The apprenticeship may bring them independent 

financial security, as they conclude a contract with the employer and receive payment for the 

work performed.  

In initial VET there is the opportunity for students to enrol in a 3-year school based VET 

programme or its dual form, both of them being part of the formal education system, combining 

education and training at school and at work settings. The provision of this program is possible 

only if the school is accredited by the National Agency for Quality Assurance in Pre-University 

Education and if it concludes a partnership agreement with a company to ensure WBL/practical 

training. More recently the companies’ needs made them aware that a higher involvement in 

the provision of the education programme would lead to higher benefits. With the support of 

the National Centre for TVET Development and the Ministry of National Education, the 

introduction of a new form, the dual form of the professional school programme took place 

starting with 2017-2018.  

This new form is organised yearly based on economic representatives‘ direct requests 

and active participation in the training of the potential students. The same compulsory 

partnership agreement (between the school and the company) of the school-based VET 

programme (“professional school”) is this time empowered in the dual form, creating the 

platform for a “trialogue” between three main actors. The trialogue takes the form of a 

partnership agreement between the school, the company and the local authorities as key 

actors who can support the socio-economic development of the region. The students or their 

legal representatives also conclude a convention for the practical training with the economic 

agent that is made based on the general partnership frame. 

Unlike apprenticeship in CVET, initial VET is part of formal education falls under the 

responsibility of the Ministry of National Education (MNE) and its subordinated units that 

support its organisation, provision and implementation. 
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3.2. Apprenticeship governance (at strategic, decision-making 

level) 

CVET apprenticeship falls as responsibility and governance under the Ministry of Labour and 

Social Justice and its structures in the country (the National Agency for Employment and its 

county representations). It is regulated by Law no. 279/2005, which was amended several 

times. The NAE centralizes the employers’ requests for apprentices for different qualifications. 

Usually the employer collaborates with a training provider who appoints a coordinator for the 

apprenticeship training. The coordinator also participates in the assessment of the apprentice 

at the end of the apprenticeship. 

The latest update of the legal frame took place in 2018 and brought a significant 

improvement: it brings the possibility for potential beneficiaries to get qualified for elementary 

competences as well (EQF level 1 recognized qualifications).  

The apprenticeship training programs may be organized at the request of employers who 

wish to conclude apprenticeship contracts with the persons in search of a job. The system of 

apprenticeship, as part of CVET in Romania, is a distinct system from the school-based VET 

system is organized at the employer and practical training provider. 

Initial VET is part of formal education and is provided within accredited technological 

highschools and/or professional schools. It falls under the responsibility of the Ministry of 

National Education (MNE) and its subordinated units, the National Centre for TVET 

Development and other territorial units such as county school inspectorates that support its 

organisation, provision and implementation. 

3.3. Duration of apprenticeship and of the company placement 

in particular  

Presently under the apprentice law, the beneficiaries (aged from 16+ and with no upper age 

limit) enrols for an apprenticeship contract leading to the achievement of a professional 

qualification at level 1-4 EQF levels. The duration varies by qualification level with a minimum 

number of: 

(a) 180 hours up to 6 months for level 1 EQF qualification; 

(b) 360 hours till one year for level 2 EQF qualifications;  

(c) 720 hours up to two years for level 3 EQF qualifications;  

(d) 1080 hours up to three years for level 4 EQF qualifications. 

Both theoretical and practical training (WBL at least 70%) are provided mainly by 

companies, in cooperation with authorised professional training providers. The training is made 

for all qualifications based on Occupational Standards. The time allocated to the vocational 

training program is correlated with the purpose, objectives, contents of the theoretical and 

practical training. The employer has the obligation to organise the assessment of the 

theoretical and practical training. 

In initial VET there is a 3-year school based program and its dual-based form leading to 

qualifications of level 3EQF. At the end of the 3-year school based VET programme or its dual 

form, they enrol in the professional certification exam, and if successful, they receive a 
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professional qualification certificate for a qualification level 3EQF. If they want to continue their 

studies, students may enrol in the 11th grade of the technological highschool giving them the 

opportunity to get a professional certification for  qualification level 4EQF, following an exam 

and enrol in the Bacalaureat exam that gives them access to higher education. Another initial 

VET programme that alternates school education and WBL is the 4-year technological 

highschool, leading to the achievement of qualifications level 4 EQF if students undertake and 

are successful in the professional certification exam and they can also enrol for the Bacalaureat 

exam. 

3.4. Organisation of alternation  

In CVET apprenticeship ensures theoretical input related to the qualification to be achieved 

and its level and completed by largely practical training most of it within the company 70%. 

In initial VET 3-year school based VET and its dual form the practical training increases 

gradually as follows: 20% in the first year, 58% in the second and 72% in the third, reaching a 

general average of 50% WBL per programme and takes place in school workshops and at the 

company.  

3.5. Type of contract and status of apprentices 

Apprentices get a special type of labour contracts supporting work and vocational training 

at the workplace. The contract frame is standard and is provided within the general frame of 

the apprenticeship law. It is compulsory concluded in written form, in Romanian language and 

the employer has the obligation to hand in one original contract to the apprentice before starting 

the training. They enjoy all the rights as a regular employee, his contract including both rights 

and obligations. 

The state stimulates employers to attract more apprentices by means of subsidies. 

Recently, the subsidy reached 483 EUR/month for each concluded apprentice contract and it 

is granted based on formal request of the employer submitted to the NAE or its representation 

at county level. However, in case of a long-term mobility apprenticeship contract, it would be 

rather difficult to mention if the main employer would be entitled to receive this incentive any 

longer. The condition to receive it, is that the employer provides/ensures that the necessary 

place/equipment etc. for the apprentices. The legal instruments do not have yet any provision 

regarding the allocation of the subsidy in cross-country long-term mobilities. 

From 2012 when 100 apprentices contracts were concluded, there is an increasing trend 

to 431 in 2017 reaching 1 830 in the first eight months of 2018.  

Unlike CVET apprenticeship, initial VET does not allow to conclude a labour contract, as 

entrants are under the legal minimum age for work (they are 14-16). Based on the partnership 

agreement concluded between the school and the employer, the student is invited to conclude 

a practical training convention with the company where there are clearly stipulated the rights, 

obligations, information regarding the training schedule and competences to be achieved. 
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3.6. Remuneration 

Based on the legal frame of the apprenticeship in Romania, the apprentice receives the 

minimum gross basic salary in the country, provided that he fulfils the obligations of the work 

contract concluded with the employer. Employers, small employers whose immediate needs 

are to get people qualified for specific jobs, cannot afford financially to have an apprentice and 

send him on a long-term mobility to other employer, because the legal provision of labour 

contracts forces him to ensure all the legal and financial rights of the employee throughout the 

contract. Ensure the potential long-term apprentice revenue and even further costs (daily 

allowance/ health/ linguistic training or support /accommodation and transport expenses, etc) 

on long-term, without immediate in-house profit is perceived as an impossible financial burden 

that may endanger the employers business. 

Students enrolled in initial VET do not receive a remuneration as they may not be 

employed based on national Labour Code provisions (16 is minimum age for employment with 

reduced hour schedule: 6 hours/day).  

However, students enrolled in the school-based VET programme (scoala profesionala) 

may receive the “professional scholarship”19 with a value of 200 lei per month (the students 

should comply with specific regulations that are displayed in every school referring to 

attendance, results, etc) that is supported by the government.  

Students enrolled in the dual form of the school-based VET programme (învățământ dual) 

benefit from: 

(a) 200 lei/month as professional scholarship supported by the government, 

(b) and one additional scholarship/allowance of at least the same value as the professional 

scholarship. This additional scholarship is supported by the company that is a partner of 

the school.  

As the dual form is organised and provided at the request of the employers, then they are 

highly involved in the provision of the dual form and have the obligation to offer support to 

students as follows:  

(a) offer students a scholarship of at least the same amount as the one supported by the 

state, its value can be as big as the company decides, 

(b) offer the proper conditions for practical training (technical equipment, protection /safety 

equipment), 

(c) provide free transportation to the company for the practical training. Employers should 

also ensure meals and accommodation facilities, if necessary. 

                                                 
19 the former Government decision no 1062/2012 regarding the government support for students 

enrolled in school-based VET program (scoala/invatamant professional) was replaced with 

Government decision no. 951/2017 
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3.7. Provisions on occupational health, safety and social 

insurance 

In apprenticeship contracts concluded between the apprentice and the employer, all rights and 

obligations of both apprentice and employer are included. Health conditions, safety and social 

insurance are also included and supported by the employer (safety regulations are secured 

also by the training provider based on the convention concluded if the company cannot provide 

the training).  

In initial VET, students undertaking practical training are entitled to health and safety 

provisions based on the partnership agreement concluded between the school and the 

company and then the convention for practical training concluded between the student (or its 

legal representative if he is a minor) and the company.  

3.8. Curriculum / training standards specification 

In CVET apprenticeship programs are focused on providing training for the acquisition of 

different qualifications, relying on the Occupational Standards that include a general 

description of the occupation and the competences that need to be acquired. This does not 

impede on having a short-term or long-term mobility. The present day practice of short-term 

mobilities in initial VET uses specific tools (ECVET) to ensure quality of the training in short 

term mobilities. The Memorandum of Understanding and the Learning Agreement concluded 

between the learner and the hosting institution that are concluded when participating in a short-

term mobility can be very easily applied to any type (short / medium /long-term) mobilities. The 

similar processes may be applied in CVET. 

In initial VET a long-term mobility would be challenging because the structure of upper 

secondary education (curriculum, evaluation, etc) is rather fix. The first two years (grades 9 

and 10) are part of the 11-year compulsory education (preparatory class and 10 grades) and, 

consequently and includes curriculum that is approved by the ministry of education. It includes 

general subjects that are part of the compulsory curriculum at national level and technical 

subjects, specific to any of the three main fields in which the students may enrol, based on 

their own option: services, natural resources and environmental protection, and the last but not 

least technical studies. The curriculum for technical subjects is designed under the form of 

Professional Training Standards (“Standarde de pregătire profesională” /SPP) that are 

developed based on the Occupational Standards, they are learning outcomes-oriented and 

address the eight key competences from the European Commission recommendation, 

complying with the requirements in Law of National Education. School-based curriculum is also 

possible based on the request of the employers and is approved by the school, school 

inspectorate.  

The really challenging problem would consist in the way how to cover the general subjects 

that are compulsory in the formal education system: the regulated structure of the school year 

is fix and has a certain timetable allowing both students and teachers to be involved in activities 

and then enjoy holidays. Trying to make this structure more flexible would affect both teachers 

and students: the working hours of general subject teachers (the regular workload per week 
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would be affected) throughout a period of holidays would affect their right to rest (based on the 

labour contract) and the students right to holiday as well.  

Supposing that the school year structure would be kept unmodified, students returning 

from a long term mobility do not complete also the general subjects of the national curriculum 

and they would be rather unsatisfied as their annual school situation cannot be completed and 

they would not be able to be considered graduates. Or, they would have to undertake 

evaluations for subjects they would have to learn all by themselves within a very short period 

of time. And this would be a huge effort for students to take by themselves general syllabus in 

a shorter period of time as compared to students who do not participate in a long term mobility 

but fully cover the school initial VET programme.   

3.9. Use of validation in apprenticeships 

So far there is no centralized information available. 
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CHAPTER 4.  
Lessons learned from existing policies, initiatives, 
projects (as applicable) of apprentices’ mobility  

 

 

In spite of the efforts to attract as many apprentices in such programs, so far, there are no 

reports or official data regarding the concept of international mobility, the employers being 

more concentrated on attracting unqualified or lower qualified people to train them and keep 

them as much as possible in order to get qualified work force for their companies.  

International mobility programs in initial VET are not long-term mobility. Still, the 

experience of short-term mobility being the most common form, reveals that their direct 

beneficiaries often declared, based on the agency reports, that mobility had a highly positive 

impact on them: 

(a) they received different certificates that later were useful to apply for a job either in the 

country or outside within the company that hosted the mobility (Europass document, 

linguistic certificate, participation certificate or other types of certificates),to get linguistic 

competences recognized for other mobility programmes in in their  higher education or for 

jobs requirements, 

(b)  their mobility training was recognized on their return home (this is due to the 

administrative compulsory protocol procedures undertaken by the national agency the 

school and the hosting institution), 

(c) students acquired a sense of relevancy for their study field and felt stimulated to continue 

their studies in the same field and felt confident in finding  employment opportunities, 

(d) there is a positive impact in their perception regarding self-esteem, 

(e) at school level the quality of activities undertaken improved, the way they were 

approached and performed as well, the general social interaction improved, the school 

reputation got improved and consequently students, teachers improved their self-esteem, 

credibility, 

(f) regarding students perception on their employability opportunities, this increased 

considerably,  

(g) based on their experiences students declared that there were important elements 

triggered by their participation in a cross-country mobility when they applied for a job. They 

are better familiarised with interview procedures and presentation of their own 

competences, employers consider valuable their specialisation, domain of qualification, 

team work skills, linguistic competences, personality features, their WBL experience 

including both national and international contexts, ICT skills, etc, 

(h) they also declared that their participation in the international mobility was very much taken 

in consideration (52%)  by the employer and  to a great extent (31%) as a strong guarantee 

for their competences, 

(i) international mobility is considered useful for various reasons: social competences, a 

better perception and understanding of the work organisation and culture, development 

of on-spot decision making competences, increased adaptability to new context of work, 
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personal and professional development, working with the latest equipment in the field, 

increase sense of participation in their own development as a person and as a 

professional, etc. 
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CHAPTER 5.  
Conclusions   

 

 

Although there are evidences of the positive impact of mobility on learners in initial VET, 

mobility in itself is not yet culturally spread. Long-term mobility is not enabled by a set of factors 

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

mentioned in relation with CVET and IVET approaches. 

Given the general increasing trend of apprenticeship contracts concluded since 2012 

onwards, but still relatively modest, and, most often, the employers’ need of immediate labour 

force, some possible factors that are of concern regarding long-term mobility abroad for 

apprentices in CVET could be: 

(a) some employers perceive this training as an additional cost rather than as an investment. 

Often their work force needs are imminent and consequently investing at that time and 

obtaining the qualified labour force at a later moment, if a long term mobility is taken in 

consideration, is not necessarily advantageous in terms of company / economic 

immediate profit,  

(b) the apprenticeship contract is registered at the territorial labour office and any work-

related mobility of the apprentice abroad (that is not yet approached) would trigger extra 

expenses (besides the monthly salary, health insurance, etc.) on the employer: the 

accommodation in a foreign country, the daily allowance (that normally the employer is 

obliged to support based national legislation), the health insurance in a foreign country. 

The employer would not be able to support this for a long term even if he presently can 

benefit from the government subsidy for each apprenticeship contract concluded, 

(c) any type of training within an apprenticeship programme that would take place abroad 

requires a strong partnership with a company abroad and further obligations as well on 

the receiving company. The whole process of establishing a solid and valid partnership 

agreement with companies abroad, in the same field of qualification, may slow down the 

apprentice training that usually bears a clear time frame that is set into distinct durations 

according to the level of qualification that is to be obtained) and this may affect the training 

programme as a whole, the apprentice evaluation for the award of the qualification, etc., 

(d) the coordinator for the training (that apprentices usually have when concluding a contract) 

would need a peer-coordinator in the receiving country and establish a common working 

plan to ensure that the training would lead to the acquisition of learning outcomes and 

competencies they both expect the apprentice to have at the end of the programme, 

(e) the language may be also a disabler. Generally speaking, persons enrolled in apprentice 

programmes may have a more modest academic background and a foreign language may 

be challenge at the moment of their work-based learning. The coordinators of the training 

may also need to have even a higher level of linguistic competence to ensure both oral 

and written communication with his peer colleague abroad and the apprentices. A 

translator for all the long term mobility duration or ensuring also a foreign language training 

course together with the apprenticeship training for the newly hired apprentice would 
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highly raise the costs for the employer and would not be attractive on the short term. This 

might be more sustainable for foreign companies that are extended in other countries as 

they are financially stronger and could bear such investments,   

(f) based on empirical research (informal opinions of employers / employers organizations, 

etc.) there is a potential risk on the side of employers to lose the apprentice after his 

completion of the programme, either because he would be more attracted by economic 

reasons to leave back abroad, or because he would be willing to become self-employed 

and establish his own business. So, the employers’ main reason to find a solution to train 

apprentices in order to address his work force needs, would be no longer feasible. 

In initial VET long-term cross-country mobility also raises a series of concerns: 

(a) the technical knowledge and practical activities would be relevant and recognized on their 

return home as there are commonly established by the training tutors from both countries. 

However general/compulsory curriculum would not be covered by students at the end of 

the school year and so their school situation could not be finalised for that school year. 

The only ones who could afford longer-term mobilities are young graduates, but these are 

no longer part of the training scheme: they are not apprentices as described in Romanian 

legislations. Furthermore, having them involved requires VET organisations taking 

responsibility for them, which most VET schools refuse to do as they no longer perceive 

graduates as their responsibility. 

(b) parents also may manifest their concerns to leave their children (minor children) abroad 

for a longer period of time for various reasons: starting from  for practical accommodation 

and comfort issues, living routine, extra / unexpected costs, managing specific self-caring 

and domestic activities after their training that they are not used to or are done by adults, 

etc,   

(c) initial VET organisations are subject to a rather fix schedule of school year, school 

curricula design, examinations and holidays that do not facilitate the opportunity for longer 

training periods in order for them to apply for longer mobility periods. One also has to keep 

in mind that such mobilities require accompanying persons and many VET trainers/ 

teachers cannot afford to leave the institution for such long periods of time.  

Mobility is more frequent in initial VET, but is a short-term mobility, through the schools 

that apply for a mobility at the National Agency for Erasmus + programmes, in higher education 

as well for students. However, the mobility culture is not yet so popular, especially long-term 

mobility be it in initial VET or in CVET.  

In CVET, mobility is rather related to social security and support financial measures for 

employment, and not yet as a cross-country mobility practice. Mobility and apprenticeship in 

CVET come together as complementing each other in supporting people to get apprenticeship 

contracts and later employment opportunities in other towns than in their regular domicile or 

residence town/locality. Apprenticeships in Romania are usually tailored programs, based on 

the registration evidence of the National Agency for Employment, addressing: 

(a) categories of people differentiated by age (but usually larger age segments such as 16-

25, or people above 45, etc and not the very limited age segment 16-18), NEETS status, 

type of regional economic areas (less favoured), etc, 

(b) domain and level of qualification to be provided (1-4 EQF qualifications), 
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(c) and companies declared and registered vacancies. \ 
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