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Preface
While the jobs recovery is underway in many countries, persistently high rates of youth unemployment remain a significant labour market challenge. In response, there has been increasing interest in apprenticeships both as a route into employment and also in raising the skill levels of the workforce. Apprenticeships and other work-based training opportunities are valuable training pathways for improving the transition from school to work. At the local level, apprenticeship programmes can contribute to regional development objectives and provide local employers with the skilled workforce they require to remain competitive and create jobs.
G20 Employment and Labour Ministers have highlighted the importance of developing quality apprenticeship programmes, which can provide businesses with the skilled workers they need to succeed in a rapid changing global marketplace. Broadening the availability of apprenticeship programmes requires collaboration and co-ordination between a range of stakeholders at the local level, including the private sector, civil society, the third sector, as well as young people themselves. 
Many OECD countries have a long tradition of apprenticeship programmes, which actively engage employers in their design, development and delivery, and many non-OECD countries are looking to replicate such schemes. However, these countries face a number of implementation issues, including poor perceptions of vocational education and training, a fragmented training landscape, and few incentives to encourage participation. 
This joint publication by the OECD LEED programme and the ILO explores implementation examples of employer engagement in apprenticeship programmes through nine case studies. It draws from local experiences, including interviews with local employment offices, training institutions, economic development organisations as well as chambers of commerce and trade unions. We hope that this publication will provide policy makers and social partners with specific learnings to remove barriers to engaging employers in apprenticeship programmes, broaden access to training opportunities and improve the economic development and labour market performance of local areas.
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Executive summary
Youth unemployment remains a significant labour market challenge across a number of OECD countries. Across the OECD, 13.9% of the youth labour force is unemployed. In several European countries, such as Belgium, France, Finland, Greece, Ireland, Italy, Poland, Portugal, the Slovak Republic, and Spain, the unemployment rate for youth sits above 20%. Many countries are looking at apprenticeships as a key programme response to improve the transition for youth from school to the world of work. 
An apprenticeship is a vocational education pathway that combines both workplace and classroom-based learning. Vocational education and training systems vary significantly across the OECD in terms of what level of government (e.g. national or regional) manages the overall legislative and regulatory framework. Countries with well-developed apprenticeship systems, such as Germany, Austria, Norway, Denmark and Switzerland have formalised engagement with employers and other stakeholders through a dual-education system, which provides clear pathways for youth into training. Other countries have less formalised relationships with employers but are looking at ways to better meet their needs through targeted apprenticeship programmes and policies. 
In emerging economies, apprenticeship programmes play an important role in tackling informality. Increasing attention is being taken to improve the quality and relevance of apprenticeship programmes, including a focus on formalising traditionally informal training arrangements. Small business associations at the local level can play a primary role in networking small and medium sized enterprises (SMEs) and providing incentives for people to participate. 
The success of apprenticeship programmes depends on robust implementation at the local level. Local governments can play a critical role in developing a community wide vision for training and skills. Apprenticeship programmes can be used as an economic development tool to improve the skills of the workforce and labour market outcomes. Mayors and other local leaders (such as Vocational Education and Training Presidents) can act as “champions” of apprenticeship programmes and lead efforts to reach out to youth and employers to raise awareness of the benefits of participation and completion in a training programme, which is well linked to a quality job.
This joint OECD-ILO report examines best practices in employer engagement in apprenticeship programmes at the local level across nine countries. The case studies provide insights into how national policies are being designed in a manner, which leverages local leadership in fostering business-education partnerships. Issues of system reform, participation from small and medium-sized enterprises (SMEs), specific challenges associated with rural areas and meeting the diverse needs of young people and places are examined. The following key lessons and recommendations emerge from this report: 
Key lessons and recommendations
Local leadership can facilitate connections between employers, training providers, and other stakeholders
Local leaders can be “champions” forging connections between employers, young people and training providers to encourage participation and completion in apprenticeship programmes. Mayors, regional development organisations, and other local level government representatives are important actors in reaching out to employers to promote awareness on the benefits of investments in apprenticeship and assist employers (especially SMEs) in navigating the administrative processes to participate as well as the government supports available. 
Time, effort and resources are necessary in order to facilitate local leadership. Intermediaries, such as the local chambers of commerce, youth groups and trade unions, can also help to promote ’buy-in’ from local stakeholders. 
Mechanisms that facilitate collaboration between local stakeholders can enable the alignment of incentives
Building “spaces” or networks for employers to provide advice is central. Collaboration is often formalised in countries with a long tradition of apprenticeship training. For example, as noted in the case study from Germany, representatives from groups of employers, including the German Chambers of Industry and Commerce, actively collaborate with trade unions and government actors in the process of developing national training regulations that enable apprentices to move between federal states. 
However, collaboration can also arise organically through local efforts to promote skills development. For example, the case studies from New Zealand and the United States highlight the role of local leaders, including those from civil society, in building organic and community-driven skills development mechanisms. In these cases, informal partnerships were developed into broader efforts to promote apprenticeship with both local employers and young people. 
SMEs will often require specialised assistance to provide apprenticeship places
By virtue of their size, SMEs will require more assistance to provide apprenticeship placements. Specialised incentive mechanisms, including tax exemptions, subsidies, the provision of networks or custom placement assistance, can help to improve SME participation in apprenticeship programmes.
Local organisations can particularly helpful throughout this process by bringing together employers and articulating the benefits of hiring apprentices. For example, local apprenticeship hubs described in the case study from the United Kingdom are quite effective in providing tailored advice to SMEs and helping them access the assistance and services that they need in order to participate. 
Apprenticeships must be flexible in their design and delivery to accommodate changing labour markets
At the local level, successful apprenticeship programmes will involve the participation of a number of stakeholders, including young people, employers, civil society and actors from all tiers of government. Apprenticeship programmes should be flexible to meet the diverse and shifting needs of these groups to remain an attractive skills development mechanism. 
Flexibility can be incorporated into vocational education and training systems in a variety of ways. For example, incorporating modular components into programmes can take into account past work experience and can enable movement between conventional academic and vocational pathways for young people. This can address perceptions of “lock-in” and path dependency, where young people choose not to pursue vocational pathways because of a lack of transferability to other learning pathways. 
Providing options for apprentices, such as intensive courses or part-time arrangements, can provide flexibility for young people and can also better fulfil the demand for employers with more variable or seasonal demand. For remote and rural places, like those illustrated from the case studies from New Zealand and Norway, flexibility in the delivery of vocational training can encourage participation. For example, using e-learning platforms can be useful in helping apprentices complete their course requirements. 
Young people who do not traditionally participate in apprenticeship schemes should be targeted
Young people are among the core beneficiaries of apprenticeship programmes and they face specific barriers to participation in the apprenticeship system and thus require customised support and counselling. 
Apprenticeship programmes can be targeted to young people living in disadvantage communities to provide them with work experience opportunities that can lead to aquality job. Public employment services can work with the training sector to develop pre‐apprenticeship programmes, which provide a basic skills foundation and smooth their passage into the vocational education and training system. 
Perceptions of apprenticeship and vocational education should be improved
Apprenticeship pathways suffer from a lack of “parity of esteem” in many countries, particularly those without a strong or well-developed history of vocational education and training. Perceptions can be improved by enhancing career information and engaging employers in the marketing and dissemination process. 
Often, young people and their parents are under-informed about the opportunities that apprenticeship programmes can offer for a stable and long-term career. Local leaders can play a particular role in helping to articulate these benefits through a well-rounded career and information system that presents local apprenticeship opportunities to young people alongside more conventional academic routes.
Emerging economies should continue to support apprenticeship systems as an effective skills development mechanism
Emerging economies often face specific skills development challenges with weak institutions delivering vocational education and training. Informal apprenticeship is the often the core mechanism used to provide young people in emerging economies the ability to learn a trade and enter the world of work. 
Apprenticeship programmes can be used to formalise aspects of the existing informal apprenticeship structure by including formal assessment and certification systems, strengthening community involvement and developing standardised contractual arrangements and codes of practice. Actively engaging the private sector in local apprenticeship schemes is particularly important in order for formal mechanisms to become relatively more attractive than informal channels. 




Chapter 1. Boosting employer engagement in apprenticeships: Synthesis findings

Apprenticeships have been identified as an effective mechanism for smoothing the transition for young people between school and the world of work. While apprenticeships and work-based learning opportunities have demonstrable benefits for young people and employers, many countries face a number of barriers to broadening their availability. This chapter synthesises findings across nine case studies on best practices to increase the engagement of employers in the design, development and delivery of apprenticeship programmes at the local level.



Apprenticeship programmes can better connect young people to jobs

Relatively high youth unemployment and falling youth participation in education and training opportunities have been a persistent trend across a number of OECD countries since the global financial crisis. About 73.3 million people aged 15-29 and one in five (20.4%) of all young people in the European Union are unemployed and seeking work (OECD, 2016). This trend has a strong regional dimension, with youth unemployment rates over 40% in southern European countries such as Greece, Spain and Italy.

There are also worrying trends of declining participation rates in the labour market and increased numbers of young people not in employment, education and training (NEETs). The global youth labour force participation rate declined by 11.6% between 1991 and 2014, while the adult labour force participation rate declined by 1% over the same period. The youth labour force fell by 29.9 million despite an overall increase in the total youth population of 185 million over this period, indicating that increasing numbers of young people are no longer employed nor seeking work. Similarly, although global NEET rates have declined slightly from their peak of 13.1% during the financial crisis, they remain stubbornly high at 12.4% (ILO, 2015). 

These trends are typically magnified for young people with disabilities or social disadvantages, who have more limited access to education and training opportunities. Youth disengagement from the labour market is a particularly worrying issue because early labour market experiences can affect the nature and duration of employment throughout the entire working life. Young people who disengage with the labour market early in their careers tend to find it harder to find stable, long-term and good quality employment in the future (OECD, 2010).



Figure 1.1. Youth unemployment, 2007, 2015
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The limited integration of young people in the labour market is occurring at the same time as employers report an inability to find suitable labour with the appropriate skills and experience. Globally, 34% of employers were unable to fill positions due to a lack of available talent (Aring, 2012). Over a third of European employers report having difficulty filling vacant positions due to a shortage of applicants with the right skills and abilities (CEDEFOP, 2015a). This remains despite consistent increases in the number of young people who complete compulsory secondary education (Eurostat, 2014). This points to mismatch between the skills developed through the education system and the skills expected by employers. 

In this context, apprenticeships and work-based training opportunities are increasingly recognised as a useful mechanism to better connect the education system with the labour market. Apprenticeships are programmes provided to young people that involve work-based training, often linked to off-the-job vocational education, in order to impart both job-specific and general skills to aspiring workers. 



Box 1.1. What do we mean by the term “apprenticeships”?

The International Labor Organization (ILO) defines apprenticeships as a form of “systematic long-term training for a recognised occupation that takes place substantially within an undertaking or under an independent craftsman and should be governed by a written contract… and be subject to established standards”. (ILO, 2012a). 

Given growing interest in apprenticeship programmes and broader work-based learning as a key success factor in school-to-work transitions, it is worth noting that the term “apprenticeship” is increasingly used to describe a range of programmes that might be alternatively referred to as “traineeships”, “internships”, “learnerships” and “work placements”, depending on the country context. As noted by the G20, “apprenticeships are a combination of on-the-job training and school-based education. In the G20 countries, there is not a single standardised model of apprenticeships, but rather multiple and varied approaches to offer young people a combination of training and work experience” (G20, 2012). The common feature of all programmes is a focus on work-based training, but they may differ in terms of their specific legal nature and requirements.

Apprenticeships in modern industrialised economies typically combine work-based training with off-the-job training through a standardised written contract that is regulated by government actors. These programmes usually result in a formal certification or qualification. The nature of apprenticeships necessarily differ based on the institutional and structural features of the local, regional, national and supra-national vocational education and training system.

Throughout this report, we will refer to apprenticeships that occur both during and following compulsory secondary education. The case studies depict employment programmes that are regulated by law and based on an oral or written apprenticeship contract, where apprentices were provided with compensatory payment and standard social protection coverage. 

Source: G20 (2012), Key elements of quality apprenticeships, G20 Task Force on Employment; ILO (2012a), “Overview of apprenticeship systems and issues”.



A diverse body of research indicates that completing an apprenticeship can improve overall labour market outcomes for young people. Young people with apprenticeship experience tend to have higher average rates of employment than the national average (ILO, 2014). They also tend to have below average repeated periods of unemployment than students who have graduated from a more school-based system. The successful completion of apprenticeship can ease the path into employment for young people, even if they do not find employment with the firm that provided the training place (Quintini and Manfredi, 2009). Apprenticeship graduates can earn up to 15-20% more than graduates from compulsory education (CEDEFOP, 2011). Those who complete work-based training are also more likely to find adequate employment in comparison to those who completed full-time vocational education (Bertschy et al., 2009; Parey, 2009). 

More broadly, the work-based training component of apprenticeships provides young people with the chance to develop job-ready “soft” or generic skills that are as relevant as technical vocational competences. Skills like problem solving, conflict management and entrepreneurship are more effectively developed in workplaces than in off-the-job situations like classrooms or simulated work environments (OECD, 2010; Brewer, 2013).

Apprenticeships also have broader benefits for the larger economy. Figures from the British National Audit Office (2012) suggest that the net present value to the economy for every GBP 1 of government spending invested in apprenticeships was estimated to be between GBP 16 and GBP 21. Other research has found that increased incidence of apprenticeships is negatively correlated with youth unemployment and rates of NEETs (ILO, 2014). Cross-country evidence show that countries with high relative shares of young people in vocational education, including Germany, Denmark and Australia, tend to have among the lowest rates of youth unemployment across OECD countries (ILO, 2014; OECD, 2016). Similarly, countries with higher shares of apprentices had better performance among youth in the labour market during the financial crisis of 2008-2009 (European Commission, 2013). In Italy, young people on an apprenticeship scheme enjoy greater employment stability than fixed term contract holders, with a 5% lower probability of unemployment and 16% higher chance of having a permanent contract (European Commission, 2013). 

Apprenticeship programmes can help to improve the general level of skills in the local economy and can boost overall economic growth and productivity (Cappellari et al., 2012). While no national data is available in the United States, state-level analysis shows the return on investment in vocational training, including apprenticeships, can range from 8.4% in Wyoming to 48.3% in Massachusetts (Courtright and Fry, 2007). The institutional set-up of some apprenticeship systems has also enabled small businesses to better manage fluctuations in business cycles. Group training companies and other intermediaries who employ apprentices and then hire them out to different subcontractors in a sector can continue the training of apprentices during downturns and then make them available again as business activity increases.

Engaging in the apprenticeship system by providing training places to aspiring apprentices can also pose significant rewards for employers. Embedding young people within an existing business is an effective way to train future workers to the specific requirements, values and expectations of a particular workforce. While some time must be devoted to training young and inexperienced people, many employers recoup the cost of training before the completion of the apprenticeship and others within a time frame as short as 1-2 years, depending on the extent to which apprentices are engaged in productive activities (Mohrenzweiser and Zwick, 2009; Hasluck and Hogarth, 2012; ILO, 2014; Jansen et al., 2012). Investing in apprenticeship training has other diffused benefits for the business, including increased skills development for other employees as a result of interaction with training organisations, increased entrepreneurship and increased exposure to new technologies in the workplace (London Economics, 2011; Lerman, 2013; and Molenaar, 2012). 

The connection between apprenticeships and organisational productivity also provides a rationale for employer investment in apprenticeships (Mieschbuehler and Hooley, 2015). Employers often cite the benefits of training apprentices as a method of ensuring skilled workers in the future, thus reducing skills and occupational mismatch. Research on larger firms that become registered as training organisations in their national system has shown a range of benefits. These include the ability to deliver qualifications through apprenticeships and other forms of work-based learning to large groups of workers quickly and in a manner that is customised to the enterprise’s own needs and requirements; the ability, through increased knowledge of the national vocational education and training (VET) system, to seek available government funding for training and to use this funding to develop their own training infrastructure; and the ability to gain supply chain benefits by training workers from other organisations such as subcontractors or suppliers to ensure the quality of work performed by these organisations (Smith and Smith, 2009a). 

They have an ability to shape their approach to human resource management around the awarding of national qualifications, creating more innovative ways of managing and developing people (Smith and Smith, 2007). Firms that invest heavily in apprenticeships have reported reduced rates of staff turnover in entry-level positions and see apprentices and trainees as a stream of workers ready to move onto higher – level training and promotional positions (Smith et al., 2009). Firms that invest in apprenticeship programmes also report other benefits, including reduced recruitment costs, enhanced job satisfaction among workplace supervisors and achievement of corporate social responsibility outcomes (University of Warwick Institute for Employment Research, 2008).




Why is this publication important?

This publication aims to summarise the international literature on the role of employers and other actors in apprenticeship programmes. It provides a summary of the barriers to engaging employers and then draws on case study work to highlight key lessons for policy makers and practitioners on how to increase the overall engagement of employers in apprenticeship programmes. Table 1.1 provides an overview of the case studies that are summarised in this chapter, the key reform or programme, as well as the key actors involved in the programme.


	
Table 1.1. Case studies on employer engagement in apprenticeship programmes



	Country

	Key reform/programme

	Key actors





	United Kingdom

	Apprenticeship Hubs at the city region level 

	City regions; local employers




	Norway

	Apprenticeship design and delivery in hyper-rural spaces

	City Council; local employers; Group Training Organisations




	Germany

	Youth-focussed active labour market policies and school to work transition

	Federal Employment Agencies; Federal ministries; Federal State actors




	Australia

	Enterprise-embedded model of apprenticeship delivery

	ABN Group




	New Zealand

	Promoting apprenticeship retention and completion rates at the local level

	Local leaders in Otorohanga; local employers; local training providers




	United States of America

	Promoting apprenticeships to build information technology skills among disadvantaged urban youth

	Not-for-profits; Philadelphia school system; local Philadelphia IT sector




	Turkey

	Work-based training programmes for unemployed young people

	Federal employment agency; GAN National Network; local employers




	Bangladesh

	Apprenticeship programme design and delivery in the informal and formal sectors 

	Leatherworking industry; SMEs; not-for-profit organisations; national employment agency




	India

	Legislative reform to improve employer engagement

	National ministries and employer organisations










Building a better apprenticeship system: The role of employers

The use of apprenticeships varies across OECD countries (See Figure 1.2). To increase overall participation, policy makers need to strengthen the involvement of employers in vocational education and training systems. Employers can take a leadership role in steering apprenticeship programmes at the local level. As noted by Kramer et al. (2015), a new wave of companies is taking a far more active role by partnering with schools, non-profits and governments to directly improve educational outcomes. Bridging the gap between education and the world of work is fundamental to creating shared value, growing revenue and increasing productivity by raising the skills levels of youth and the overall workforce.



Figure 1.2. Apprentices per 1000 employed persons, 2011 or most recent year

[image: graphic]Source: ILO (2012a), “Overview of apprenticeship systems and issues”, ILO Contribution to the G20 Taskforce on Employment, Skills and Employability Branch, International Labour Organisation, Geneva.



Engaging employers in the apprenticeship system can also improve the alignment between the supply and demand of skills. In particular, employers can ensure that curricula and competences remain up to date with the needs of the labour market, which can in turn improve the value and employment prospects associated with apprenticeship programmes (Steedman, 2005). Improving the match between education and work is particularly important at the local level, where globalisation and technological changes are creating a polarised labour market of high and low paid jobs.

Where apprenticeship systems are dictated by centralised policy priorities developed at the national level, employers can play an important role in translating these broader objectives into local reality. The success of national apprenticeship priorities hinges upon their acceptance and integration into the practical day to day reality of local business. For example, although the German apprenticeship system is based on a series of occupational skills profiles that are determined at the national level, the engagement of employers in this process helps to ensure that the system remains relevant and practical at the local level (Hoeckel and Schwartz, 2010). Engaging employers through the entire apprenticeship life cycle can help to ensure that the system meets the needs of the employers and apprentices alike. As noted by Smith et al. (2009), the apprenticeship life-cycle includes the period during recruitment, sign-up and induction of apprentices; training delivery and assessment; support during the apprenticeship; and completion.

The importance of developing genuine collaboration between employers and other stakeholders in the apprenticeship system is increasingly being recognised by policymakers at the national and local level (Skills Development Scotland, nd; Van Horn et al., 2015). Successful apprenticeship systems are underpinned by a strong tradition of collaboration between stakeholders, including employers, training providers, unions and government partners. These include the systems of Australia, Germany and Norway, who also have dual systems of vocational education where there is an integrated programme of on- and off-the-job training. These systems tend to be “industry-led” and driven by the demands of employers. 

Employers in these countries tend to view engagement in the system as a fundamental social responsibility. Institutional knowledge and strong public opinion about the value of apprenticeship not only increases the number of training places provided by employers but also their willingness to engage in the entire lifecycle of the design and delivery of apprenticeship programmes. For example, Norwegian employers and a wide variety of social partners are represented in advisory bodies for upper-secondary and post-secondary VET programme development at both the national and county level and are actively engaged in the development of curriculum content, competence requirements and assessment. This is important to ensure that local labour market actors are able to communicate their training needs and requirements to policymakers. 

The depth of employer engagement in industry-led countries reflects the breadth and quality of access to apprenticeships. Completing an apprenticeship in countries like Germany, Australia and Norway acts as a pathway to employment in a wide variety of industries and occupations, ranging from the traditional trades sector to white collar work. This helps to meet the diverse needs of young people and improves perceptions of apprenticeship pathways in comparison to tertiary or other vocational education pathways.

In contrast, other systems have less formal linkages between the worlds of work and education. For example, the apprenticeship system in the United States features less formal governance relationships with employers, because each relationship is developed on an ad-hoc basis at the local level with the relevant stakeholders and there is no systematic and long-term tradition of close co-operation between actors federally.




Barriers to employer engagement in the apprenticeship system

There is considerable variation across national systems with respect to the degree that employers choose to become engaged in the provision of apprenticeship and training places, varying from estimates below 1% in the United States, 8% of employers in England to 30% in Australia (Steedman, 2010). While employer participation is affected by many variables, the design of apprenticeship systems has a major influence on the level of employer participation (Kuczera, 2017). Employers within national frameworks also differ in their engagement with the apprenticeship system – typically enterprises in the trades sector are more likely to offer training places than public sector organisations or enterprises in other sectors. Broadening the range of apprenticeship pathways available across a greater number of occupations and industry sectors opens more opportunities for employers to participate in an apprenticeship system. 

VET systems are diverse and can be administered by governments at the local, regional, or national level. OECD and ILO work has found variation across countries in terms of the duration, qualifications, requirements, employer and union involvement, level, occupation and gender balance of modern work-based training programmes (OECD, 2014b; Quintini and Martin, 2014; ILO, 2013). These variations have an impact on the structure of financial and non-financial incentives that are available to employers for providing apprenticeship training places.

Financial incentives and the distribution of training costs can also boost engagement in the apprenticeship system. Costs are usually shared between the government, the employer and the apprentice, but the distribution of these costs can vary. Many countries have used subsidies and vouchers to increase the number of training places, but these may not necessarily be effective in expanding demand for apprentices in firms that already train them (Mühlemann et al., 2007). Some governments also target subsidies, vouchers and other financial incentives towards key industries – for example, the Australian government contributes to funding towards training costs for workers in the aged care, childcare, nursing and disability care sectors. However, care should be taken in the design of these mechanisms to ensure that they do not displace existing workers.

Apprenticeship systems are often very complex in terms of their governance and legislative structure. Apprenticeships and vocational education can often fall into the jurisdictions of national governments, regional governments or some combination of the two. In Germany, the jurisdiction for apprenticeships is shared between the thirteen federal states and the national ministry for employment, while the legislative regulation and operation of Australian apprenticeships is driven by the eight states and territories. Similarly, while there may be national standards of vocational competences, these can be implemented or enforced in different ways within regions or local areas. This poses difficulties for engagement from employers who operate beyond regional boundaries in terms of ensuring that they meet the relevant legislative requirements. 

Similarly, the degree of institutional fragmentation can dis-incentivise participation from employers. The English and Australian case studies in this publication (see Chapters 2 and 5) highlight the difficulties of navigating a complex structure of institutions and incentives when attempting to access government assistance for training costs. This sentiment has been recognised by policy makers in both countries who are now attempting to streamline the system (Australian Government, 2013; HM Government, 2015). This challenge can be minimised by improving support services for employers. Employers often value receiving local advice for their institutional and legislative questions – the English case study found that local employers preferred being able to “get hold of someone” rather than interacting with an impersonal national website. Similarly, employers could be more likely to engage with the apprenticeship system that is streamlined across and between government institutions. 

The English system also featured a fragmented training landscape, which further discouraged employers from engaging with the apprenticeship system. The apprenticeship system was characterised by a large degree of public support for training providers where 63-67% of all apprenticeships between 2005 and 2012 were government funded (HM Government, 2013). This resulted in a proliferation of training providers with “perverse incentives” to provide many short-term training places with high transaction costs (Chankseliani and Relly, 2015). This was discouraging for employers in Leeds, United Kingdom who reported discouragement with a local training environment that featured over 600 individual trainers and lacked streamlined support and information services. This indicates that government incentive mechanisms should be carefully considered to both ensure that training remains of a high standard and encourage employer engagement.

Some...
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			Éditions e-pub de l’OCDE – version bêta

			
			Félicitations et merci d’avoir téléchargé l’un de nos tout nouveaux ePub en version bêta.


			
			Nous expérimentons ce nouveau format pour nos publications. En effet, même si l’ePub est formidable pour des livres composés de texte linéaire, le lecteur peut être confronté à  quelques dysfonctionnements  avec les publications comportant des tableaux et des graphiques  – tout dépend du type de support de lecture que vous utilisez.


			Afin de profiter d’une expérience de lecture optimale, nous vous recommandons :


			
						D’utiliser la dernière version du système d’exploitation de votre support de lecture.


						De lire en orientation portrait.


						De réduire la taille de caractères si les tableaux en grand format sont difficiles à lire.


			


			Comme ce format est encore en version bêta, nous aimerions recevoir vos impressions et remarques sur votre expérience de lecture, bonne ou autre,  pour que nous puissions l’améliorer à l’avenir. Dans votre message, merci de bien vouloir nous indiquer précisément quel appareil et quel système d’exploitation vous avez utilisé ainsi que le titre de la publication concernée. Vous pouvez adresser vos remarques à l’adresse suivante :
			sales@oecd.org


			Merci !
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