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Tjänsteskrivelse 
2024-04-16 

Gymnasie- och 
vuxenutbildningsnämnden 

 
 
Diarienr: SK-2024/00005 

Fastställande av dagordning och fråga om jäv – GVN 

april 2024 

Förslag till beslut 
Gymnasie- och vuxenutbildningsnämnden beslutar: 
 
-att fastställa dagordningen 
 
-att till protokollet notera att ingen person är jävig 

Ärendebeskrivning 
Föredragningslista till gymnasie- och vuxenutbildningsnämndens 
sammanträde finns som bilaga och eventuella ändringar noteras. En jävig 
person får varken delta i handläggningen av ärendet eller vara närvarande 
vid nämndens behandling av ärendet. 

Beslutsunderlag 
Bilaga: Föredragningslista 

Beredningsansvarig 
Annelie Holmlund, nämndsekreterare 
   
 
 
Ann-Christine Gradin Maria Runarsdotter 
utbildningsdirektör kanslichef 
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Föredragningslista 
 

 

 

Gymnasie- och vuxenutbildningsnämnden 
 

Tid: Onsdagen den 24 april 2024 kl. 09:00 

Plats: Kommunstyrelsen 

   

Val av justerare   

Beslutsärenden   

1 Fastställande av dagordning och fråga om jäv - GVN april   
2 Reviderade styrkort   
3 Yttrande över remiss från Utbildningsdepartementet: 

Utkast till Lagrådsremiss - Skärpta krav i sfi 
  

4 Yttrande över remiss från 
Arbetsmarknadsdepartementet: Förslag till direktiv om 
stärkta arbetsvillkor för praktikanter samt ett förslag till 
rådets rekommendation om kvalitetsramverk för praktik 

  

5 Budgetupptakt inför arbete med budget och 
verksamhetsplan 2025 

  

6 Delegationsbeslut och anmälningsärenden - GVN april 
2024 

  

Informationsärenden   

7 Utbildningsdirektören informerar: 
-Remiss från Skolverket: Förslag till föreskrifter om 
ändring i Skolverkets föreskrifter (SKOLFS 2023:143) om 
nationella prov i gymnasieskolan läsåret 2024/2025 
(delegationsbeslut) 

  

8 UmeBrå:s åtgärdsplan och insatser som berör gymnasie- 
och vuxenutbildningsnämnden 

  

9 Information om jämställdhetsprojekt   
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Tjänsteskrivelse 
2024-03-26 

Gymnasie- och 
vuxenutbildningsnämndens 
arbetsutskott 

 
 
Diarienr: SK-2023/00488 

GVN: Budget och verksamhetsplan 2024, reviderade 

styrkort 

Förslag till beslut 
Gymnasie- och vuxenutbildningsnämnden beslutar att godkänna förslag till 
reviderade styrkort 2024 enligt bilaga. 

Ärendebeskrivning 
I de reviderade styrkorten för 2024 har mätvärden för 2023 samt 
målvärden för 2025 tagits fram för nya delmål och nya resultatmått. 
Nedan redogörs för dessa. 
 
GVN Delmål 3: Elevernas skolnärvaro samt upplevelse av trygghet, 
studiero, inflytande och delaktighet skall öka. 
Nytt resultatmått 3.5:  
Andel elever som upplever studiero i klassrummet ska öka (skala 1–10).  
Mätvärde 2023 är 6,8 (från elevenkät 2023) och målvärdet 2025 är satt till 
8. 
  
GVN Delmål 5: Umeås gymnasieskolor ska vara attraktiva och kvalitativa 
nog för att behålla andelen elever. 
Nytt resultatmått 5.1: 
Andel elever som får sitt förstahandsval efter reservantagning (%) 
Mätvärdet för 2023 är 83,9 och målvärdet är satt till 85. Ett tillägg ”efter 
reservantagning” är gjord i resultatmått 5.1 för att tydliggöra när 
mätvärdet tas fram. 
 
Nytt GVN Delmål 8: Samverkan mellan skola och arbetsgivare inom såväl 
näringslivet som offentlig sektor skall bli bättre. 
Resultatmått 8.1: 
Antalet kvalitetssäkrade APL-platser per program och läsår. 
Resultatmått 8.2: 
Antalet arbetsgivare och verksamheter som tar APL-ansvar per program 
och läsår.  
Resultatmått för 8.1 och 8.2 kommer under ht-24 redovisas muntligt för 
nämnden. I redovisningen kommer yrkesprogrammens APL-veckor samt 
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 Tjänsteskrivelse 
 Dnr: SK-2023/00488 
 
 
antal elever som behöver en APL-plats att redovisas. De företag som 
erbjuder APL-platser för elever på yrkesprogrammen inom Umeå 
gymnasieskola kommer att presenteras programvis. Elevenkätens resultat 
rörande APL kommer även att presenteras vid detta tillfälle.  
Resultatmått 8.3: 
Antalet närvarande företag på programråd och läsår 
Mätvärdet för 2023 är 4,1 och målvärdet är satt till 5. 
Värdet räknas ut genom att antal branschrepresentanter per program delas 
med antal program per läsår för att få ett genomsnittsvärde. 

Beslutsunderlag 
Bilaga: Reviderade styrkort GVN 240424 - förslag 

Beredningsansvarig 
Cathrin Backman Löfgren, utbildningsstrateg 
   
 
 
Ann-Christine Gradin Nicklas Wallmark 
utbildningsdirektör biträdande 

utbildningsdirektör   
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Gymnasie- och vuxenutbildningsnämndens styrkort, verksamhetsår 2024 - förslag 

Beslutad: 2023-11-22, reviderad 2024-04-24 

GVN övergripande mål: Andel elever som tar gymnasieexamen ska öka. 

Strategiområde: Förbättrade studieresultat 

GVN delmål Resultatmått Mätvärde 
2023 

Mätvärde 
2024 

Målvärde 
2025 

1. År 2025 har Umeås 
kommunala gymnasieskola 
högst meritvärde och 
genomströmning i 
kommungruppen större 
städer.1 

1.1 Andelen elever med fullföljd gymnasieutbildning inom tre år ska öka jmf 
föregående år (%).  
(Andel elever av avgångseleverna som når gymnasieexamen)2  

78,4  95 

1.2 Den genomsnittliga meritpoängen ska öka jämfört med föregående år (0-20p). 14,9  15 

2. Godkända betyg och 
genomströmning inom vuxen-
utbildningen ska öka. 

2.1 Andelen elever med godkända betyg inom vuxenutbildningen ska öka (%). 84  90 

2.2 Genomströmningen på yrkesvux ska öka i relation till föregående år (%). 65  70 

2.3 Genomströmningen på grundvux ska öka i relation till föregående år (%). 82  80 

 
3. Elevernas skolnärvaro samt 
upplevelse av trygghet, 
studiero, inflytande och 
delaktighet skall öka. 

 
3.1 Andelen elever med mer än 20 procents frånvaro ska minska.  

 
18,8 

  
10 

3.2 Index för elevers upplevda trygghet i skolan ska öka jämfört med föregående 
mätning (skala 1–10). (genomsnittligt värde "trygg i skolan" -"trygg i min klass") 

 
8,9 

  
9 

3.3 Andelen elever som känner att de kan påverka sin skola genom klassråd, elevråd, 
föreningar eller motsvarande ska öka jmf fg. mätning (skala 1–10). 

 
6 

  
8 

3.4 Andel elever som känner delaktighet i sitt lärande (skala 1–10). 5,3  8 

3.5 Andel elever som upplever studiero i klassrummet ska öka (skala 1–10). 6,8  8 

                                                      
1 Statistik SCB, Skolverket, kommungrupp större städer enligt Kolada. Redovisas i januari. 
2 Exklusive nyanlända 
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4. Ungas hälsa 16–18 år ska 
förbättras (index 0–100). 

4.1 Ungas hälsa, 16–18 år (index 0–100).3 
                  - flickor  
                  - pojkar  
                  - annat/vill ej ange 

64,5 
 

 68 
 

4.2 Upplevd stress i relation till skolmiljön (prov, bedömning, betyg) ska minska.4 
(Skala 1–10) 
                  - flickor 
                  - pojkar                  
                  - annat/vill inte ange kön 

 
3,78 
5,75 

          3,80 

  
10 
10 
10 

 

 

 

 

 

 

 

 

 

 

 

                                                      
3 Avser faktorn självuppskattad hälsa i Unga enkäten 
4 Avser medelvärde självuppskattad stress i Elevenkäten 
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GVN övergripande mål: Andel elever som tar gymnasieexamen ska öka. 

Strategiområde: Attraktiv utbildning 

GVN delmål Resultatmått Mätvärde 
2023 

Mätvärde 
2024 

Målvärde 
2025 

5. Umeås gymnasieskolor ska 
vara attraktiva och kvalitativa 
nog för att behålla andelen 
elever. 

5.1 Andel elever som får sitt förstahandsval efter reservantagning (%) 83,9  85 

5.2 Andel elever som väljer en kommunal gymnasieskola (%). 78,8  82 

6. Andelen elever som väljer 
yrkesutbildningar på 
gymnasiet ska öka. 
 

6.1 Andel elever som väljer att påbörja en yrkesutbildning på gymnasiet ska öka (%).  
Kommunala elever5 
Interkommunala elever6  
Total andel elever i yrkesprogram UGS7 

 
32,8 
49,3 
36,7 

  
30 
45 
35 

 

 

 

 

 

 

 

 

 

                                                      
5 Elever folkbokförda i Umeå kommun som väljer yrkesutbildning inom UGS  
6 Elever folkbokförda i annan kommun som väljer yrkesutbildning inom UGS 
7 oavsett hemkommun 
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GVN övergripande mål: Andel elever som tar gymnasieexamen ska öka 

Strategiområde: Ökad likvärdighet 

GVN delmål Resultatmått Mätvärde 
2023 

Mätvärde 
2024 

Målvärde 
2025 

7. Jämställdheten i 
elevernas studieval ska 
öka. 
 

7.1 Underrepresenterat kön ska utgöra minst 25 procent av eleverna i 
yrkesprogram (%). 

19,7  25 

7.2 Det underrepresenterade könet av eleverna på yrkesprogram ska öka jämfört 
med föregående år (%). 

2  2 

8. Samverkan mellan skola 
och arbetsgivare inom 
såväl näringslivet som 
offentlig sektor skall bli 
bättre. 

8.1 Antalet kvalitetssäkrade APL-platser per program och läsår. Presentation för nämnd ht-24 

8.2 Antalet arbetsgivare och verksamheter som tar APL-ansvar per program och 
läsår. 

Presentation för nämnd ht-24 

8.3 Antalet närvarande företag på programråd och läsår. 4,1  5 

9. Arbetsmarknadsenheten 
skall genom sin 
verksamhet ta vara på hela 
befolkningens 
arbetsförmåga. 

9.1 Andel helårsekvivalenter.8 9,3  9 

9.2 Andelen deltagare i våra arbetsmarknadsinsatser som lämnar till förmån för 
studier ska öka.   

11  20 

9.3 Antalet personer och antalet månader i försörjningsstöd skall minska. 
 

7  7 

 

 

 

 

                                                      
8 Mått från SCB som anger hur stor andel av befolkningen (20–64 år) som försörjs med sociala ersättningar. En helårsekvivalent motsvarar en person som försörjs med full ersättning ett helt 
år, dvs två personer som varit arbetslösa ett halvår var blir en helårsekvivalent tillsammans. 
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Personalpolitiska mål  

Personalpolitiska mål  GVN personalmål Resultatmått Mätvärde 
2023 

Mätvärde 
2024 

Målvärde 
2025 

5. Umeå kommun ska klara 
kompetensförsörjningen 
genom att vara en attraktiv 
arbetsgivare och spegla 
mångfalden i samhället. 

10. All personal i 
legitimationsgrundande yrke ska 
ha legitimation 

10.1 Andel legitimerade lärare (%) 93,2  100 

6. Umeå kommun ska ha 
ledarskap som ges och ger 
förutsättningar för goda 
resultat där riktvärdet för 
antalet medarbetare per chef 
inte är fler än 30. 

 Andel chefer med max 30 medarbetare/chef 85  87 

7. Umeå kommuns 
sjukfrånvaro ska minska 
genom fokus på friskfaktorer 
och jämställda 
arbetsförhållanden 

 Sjukfrånvaro i GVN (%) 4,2  4,8 

Andel långtidsfriska (%) 74  75 

Andel heltidsanställda (%) 85  90 

Medarbetarenkäten, totalt medelvärde (index 
max 6,0) 

5,0  5,1 

Andel skyddsombud som genomgått 
introduktion 

80  90 
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Umeå kommun Protokollsutdrag 
Gymnasie- och vuxenutbildningsnämndens arbetsutskott 2024-04-10 

 

 
Justerares sign:  Utdraget bestyrks: 

§ 27 

Diarienr: SK-2023/00488 

Budget och verksamhetsplan 2024, reviderade 

styrkort 

Arbetsutskottets beslut 

Gymnasie- och vuxenutbildningsnämnden föreslås besluta att godkänna 

förslag till reviderade styrkort 2024 enligt bilaga. 

 

Förslag till beslut 

Gymnasie- och vuxenutbildningsnämnden beslutar att godkänna förslag 

till reviderade styrkort 2024 enligt bilaga. 

 

Ärendebeskrivning 

I de reviderade styrkorten för 2024 har mätvärden för 2023 samt 

målvärden för 2025 tagits fram för nya delmål och nya resultatmått. 

Nedan redogörs för dessa. 

 

GVN Delmål 3: Elevernas skolnärvaro samt upplevelse av trygghet, 

studiero, inflytande och delaktighet skall öka. 

Nytt resultatmått 3.5:  

Andel elever som upplever studiero i klassrummet ska öka (skala 1–10).  

Mätvärde 2023 är 6,8 (från elevenkät 2023) och målvärdet 2025 är satt till 

8. 

  

GVN Delmål 5: Umeås gymnasieskolor ska vara attraktiva och kvalitativa 

nog för att behålla andelen elever. 

Nytt resultatmått 5.1: 

Andel elever som får sitt förstahandsval efter reservantagning (%) 

Mätvärdet för 2023 är 83,9 och målvärdet är satt till 85. Ett tillägg ”efter 

reservantagning” är gjord i resultatmått 5.1 för att tydliggöra när 

mätvärdet tas fram. 
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Umeå kommun Protokollsutdrag 
Gymnasie- och vuxenutbildningsnämndens arbetsutskott 2024-04-10 

 

 
Justerares sign:  Utdraget bestyrks: 

Nytt GVN Delmål 8: Samverkan mellan skola och arbetsgivare inom såväl 

näringslivet som offentlig sektor skall bli bättre. 

Resultatmått 8.1: 

Antalet kvalitetssäkrade APL-platser per program och läsår. 

Resultatmått 8.2: 

Antalet arbetsgivare och verksamheter som tar APL-ansvar per program 

och läsår.  

Resultatmått för 8.1 och 8.2 kommer under ht-24 redovisas muntligt för 

nämnden. I redovisningen kommer yrkesprogrammens APL-veckor samt 

antal elever som behöver en APL-plats att redovisas. De företag som 

erbjuder APL-platser för elever på yrkesprogrammen inom Umeå 

gymnasieskola kommer att presenteras programvis. Elevenkätens resultat 

rörande APL kommer även att presenteras vid detta tillfälle.  

Resultatmått 8.3: 

Antalet närvarande företag på programråd och läsår 

Mätvärdet för 2023 är 4,1 och målvärdet är satt till 5. 

Värdet räknas ut genom att antal branschrepresentanter per program 

delas med antal program per läsår för att få ett genomsnittsvärde. 

Beslutsunderlag 

Bilaga: Reviderade styrkort GVN 240424 - förslag 

Beredningsansvarig 

Cathrin Backman Löfgren, utbildningsstrateg 

   
 

 

 

 

 



37/24 Yttrande över remiss från Utbildningsdepartementet: Utkast till Lagrådsremiss - Skärpta krav i sfi - SK-2024/00137-2 Yttrande över remiss från Utbildningsdepartementet

  1 av 4 

Tjänsteskrivelse 
2024-03-11 

Gymnasie- och 
vuxenutbildningsnämndens 
arbetsutskott 

 
 
Diarienr: SK-2024/00137 

Yttrande över remiss från 

Utbildningsdepartementet - Utkast till 

lagrådsremiss: Skärpta krav i sfi 

Förslag till beslut 
Gymnasie- och vuxenutbildningsnämnden beslutar att avge yttrande till 
Utbildningsdepartementet enligt nedanstående förslag. 

Ärendebeskrivning 
Umeå kommun, i sin roll som remissinstans, har fått möjlighet att framföra 
synpunkter på "Utkast till lagrådsremiss: Skärpta krav i sfi." 
Lagrådsremissen innehåller förslag till ändringar i skollagen (2010:800), 
vilka syftar till att stärka den kommunala vuxenutbildningen i svenska för 
invandrare (sfi). Förslagen sammanfattas nedan: 

 

 Rätten att delta i sfi ska som huvudregel gälla i tre år från den 
tidpunkt då personen för första gången togs emot till utbildningen.  

 Kommunen ska upprätta en handlingsplan för sina insatser för att 
nå de personer i kommunen som har rätt till sfi och för att motivera 
dem att delta i utbildningen. Handlingsplanen ska kontinuerligt 
följas upp och vid behov revideras.  

 Den som har rätt till sfi ska ha rätt att delta i utbildningen även i en 
annan kommun än hemkommunen om det finns särskilda skäl. En 
kommun som tar emot en elev från hemkommunen i sfi ska få er-
sättning för sina kostnader för elevens utbildning från elevens hem-
kommun.  

 När en elev tas emot till sfi ska elevens kunskaper bedömas, om en 
sådan bedömning inte är uppenbart onödig. Resultatet av 
bedömningen ska ligga till grund för den individuella studieplanen.  

 Den individuella studieplanen för en elev i sfi ska innehålla en 
uppgift om den tidpunkt då eleven för första gången togs emot till 
utbildningen. Om eleven övergår till sfi hos en annan huvudman ska 
den huvudman som eleven lämnar överlämna elevens individuella 
studieplan till den mottagande huvudmannen.  
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 Tjänsteskrivelse 
 Dnr: SK-2024/00137 
 
 
Andra remissinstanser har sedan tidigare framfört sina synpunkter på 
förslagen, och delar av dessa finns tillgängliga i "Utkast till lagrådsremiss: 
Skärpta krav i sfi." 

Regeringen har i denna remissrunda specifikt bett om synpunkter på 
avsnitt 6.4, som föreslår en tidsbegränsning på tre år för rätten till sfi med 
möjlighet till förlängning om det finns särskilda skäl, med högst sex 
månader i taget. Den totala tiden för förlängning ska dock inte få överstiga 
tre år. Regeringen vill även ha synpunkter på delar i avsnitt 8, som rör 
rätten för de som har tagits emot till sfi före ikraftträdandet och föreslår att 
rätten att delta i utbildningen ska gälla fram till 31 december 2027 med 
samma möjligheter till förlängning som för de som har tagits emot till sfi 
efter ikraftträdandet. 
 

Yttrande 
Umeå kommun betonar inledningsvis vikten av kontinuerlig utveckling 
inom utbildningsväsendet och noterar vissa förstärkningar i 
lagrådsremissen som förväntas gynna både huvudmännen och individerna 
på lång sikt. Det är emellertid av stor betydelse att uppmärksamma den 
stora variationen inom sfi-elevgruppen, som sträcker sig över olika 
utbildningsbakgrunder, förmågor och möjligheter. Utöver detta har 
kommunerna varierande förutsättningar, från små till stora kommuner, 
med olika hinder. De komplexa skillnaderna utgör utmaningar när man 
försöker etablera generella regler för hela elevgruppen, vilket även 
framkommer i tidigare remissvar. 

 

Umeå kommuns synpunkter på förslagen: 

 Kap.6.4 Rätten till sfi ska gälla i tre år  

Positiva aspekter: Det konstateras att införandet av en tidsbegränsning är 
positivt för att skapa tydlighet både för elever och huvudmän. Detta anses 
gynnsamt för uppföljningen av utbildningen. 

Utmaningar och saknade aspekter: Umeå kommun framhåller 
problematisering av skillnaderna mellan heltidsstuderande och de som 
kombinerar sfi med andra aktiviteter, är föräldralediga eller gör avbrott. 
Tre år upplevs som otillräckligt för vissa elevgrupper och behovet av tydliga 
förhållningsregler till dispenser kommer att krävas. Tidsbegränsningen 
kräver att sfi måste få högre status i individens planering även hos andra 
myndigheter. Integrering av sfi i andra aktiviteter såsom arbetslivsinsatser, 
praktik, tillfälliga arbeten eller andra utbildningar kan påverka elevernas 
möjligheter att nå kursmålen. Umeå kommun anser att regeringens förslag 
inte tillräcklig tar hänsyn till detta vid en tidsbegränsning på tre år för sfi. 
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Förslaget om tidsbegränsningen på fyra år, som utredningen framhåller, 
anses vara mer rimligt och ger därmed större utrymme för 
individanpassning. Utredningen förslår även att möjligheten till förlängning 
kan ges ett år i taget vilket Umeå kommun anser skulle kunna innebära 
mindre administration och längre planeringshorisonter.  

Mycket ansvar läggs på varje enskild huvudman att bedöma eventuell 
förlängning av sfi-tiden. Detta kan skapa betydande tolkningsskillnader 
mellan kommuner, vilket problematiseras som olikvärdighet i systemet. 

 Kap.8 Ikraftträdande-och övergångsbestämmelser  

Umeå kommun stöder förslaget om att de som började sfi före den 1 
januari 2025 ska ha rätt att delta i utbildningen fram till den 31 december 
2027. Det förenklar administrationen att dessa individer inte behöver 
specificerade startdatum i studieplanen utan får samma tidsram som 
övriga. Dock finns en risk att bedömningen av förutsättningar för studier, 
inklusive förlängningstider, kan variera mellan olika huvudmän i landet. Det 
blir viktigt att de som påbörjade sina sfi-studier före ikraftträdandet ges 
möjlighet att avsluta sfi och inte planeras över till andra aktiviteter av 
andra myndigheter. 
 

 Umeå kommuns övriga sammanfattande synpunkter: 

Umeå kommun påpekar att vissa förslag ökar administrationen och därmed 
kostnaderna, vilket bedöms vara mer än de beräkningar som presenteras 
under konsekvenser i utkastet (s.53). Konsekvensutredningen antyder även 
att förslagen kan leda till ökad elevkapacitet och fler undervisningstimmar 
per vecka inom sfi, vilket förväntas belasta utbildningsverksamheten 
ytterligare. 

Umeå kommun understryker behovet av ett harmoniserat systemstöd för 
överlämningar av studieplaner mellan huvudmän, något som också 
Helsingborg har påtalat. För närvarande saknas ett sådant stöd, vilket 
innebär att det inte finns någon möjlighet att söka upp andra huvudmän 
för överlämning utan att den nya huvudmannen aktivt begär dessa 
uppgifter. Utan systemstöd kan en sfi-elev påbörja en ny treårsperiod hos 
en annan huvudman utan att den tidigare huvudmannen är medveten om 
det. 

Slutligen uppmanar Umeå kommun regeringen att fortsätta arbeta med att 
förbättra lärare och rektorers förutsättningar för att erbjuda högkvalitativ 
undervisning inom sfi. Kommunen betonar att de mest relevanta förslagen 
redan har presenterats i KLIVA-utredningen, såsom högre krav på 
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lärarbehörighet (där endast 30 hp svenska som andraspråk krävs idag) och 
ökat fokus på systematiskt kvalitetsarbete inom sfi. I en regelstyrd miljö 
med olika aktörer är det svårt för huvudmännen att ha kontroll och följa 
upp kvaliteten på sfi-undervisningen, vilket kräver mer stöd från 
exempelvis Skolverket och Skolinspektionen. En översyn av hur statistik för 
sfi samlas in behövs också, då nuvarande statistik är trubbig och används 
på olika sätt runtom i landet. 

Beslutsunderlag 
Bilaga: Utkast till Lagrådsremiss Skärpta krav i sfi 

Beredningsansvariga 
Åza Hortell, områdeschef 
Anna Persson, utbildningsstrateg 

Beslutet ska skickas till 
KS diarium 
Märk ämnesraden med diarienummer: KS-2024/00266 
   
 
 
Ann-Christine Gradin Nicklas Wallmark 
utbildningsdirektör biträdande 

utbildningsdirektör 
 



37/24 Yttrande över remiss från Utbildningsdepartementet: Utkast till Lagrådsremiss - Skärpta krav i sfi - SK-2024/00137-2 Yttrande över remiss från Utbildningsdepartementet

  

  

 

  

 
 

  

 
 

      

 

    

 

  

   

  

 

       

      

    

         

     

         

          

      

    

        

         

         

        

 

          

      

      

         

       

         

     

     

 

Utkast till lagrådsremiss 

Utkast till lagrådsremiss Skärpta krav i sfi 

Regeringen överlämnar denna remiss till Lagrådet. 

Stockholm Klicka här för att ange datum. 

Mats Persson 

Eva Lenberg 

(Utbildningsdepartementet) 

Lagrådsremissens huvudsakliga innehåll 

Lagrådsremissen innehåller förslag till ändringar i skollagen (2010:800) 

som innebär att kommunal vuxenutbildning i svenska för invandrare (sfi) 

stärks. Förslagen innebär följande: 

• Rätten att delta i sfi ska som huvudregel gälla i tre år från den tidpunkt 

då personen för första gången togs emot till utbildningen. 

• Kommunen ska upprätta en handlingsplan för sina insatser för att nå 

de personer i kommunen som har rätt till sfi och för att motivera dem 

att delta i utbildningen. Handlingsplanen ska kontinuerligt följas upp 

och vid behov revideras. 

• Den som har rätt till sfi ska ha rätt att delta i utbildningen även i en 

annan kommun än hemkommunen om det finns särskilda skäl. En 

kommun som tar emot en elev från hemkommunen i sfi ska få er-

sättning för sina kostnader för elevens utbildning från elevens hem-

kommun. 

• När en elev tas emot till sfi ska elevens kunskaper bedömas, om en 

sådan bedömning inte är uppenbart onödig. Resultatet av bedömningen 

ska ligga till grund för den individuella studieplanen. 

• Den individuella studieplanen för en elev i sfi ska innehålla en uppgift 

om den tidpunkt då eleven för första gången togs emot till utbild-

ningen. Om eleven övergår till sfi hos en annan huvudman ska den 

huvudman som eleven lämnar överlämna elevens individuella studie-

plan till den mottagande huvudmannen. 

1 
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Ändringarna i skollagen ska träda i kraft den 1 januari 2025. För den som 

har tagits emot till sfi före ikraftträdandet ska rätten att delta i utbildningen 

gälla till och med den 31 december 2027. 

2 
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1 Beslut 

Regeringen har beslutat att inhämta Lagrådets yttrande över förslag till lag 

om ändring i skollagen (2010:800). 

4 
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2 Förslag till lag om ändring i skollagen 
(2010:800) 

Härigenom föreskrivs i fråga om skollagen (2010:800)1 

dels att nuvarande 20 kap. 33 a och 33 b §§ ska betecknas 20 kap. 

33 c och 33 d §§, 

dels att 3 kap. 12 j § och 20 kap. 1, 8 a, 9, 28, 29 och 33 §§ ska ha 

följande lydelse, 

dels att rubriken närmast före 20 kap. 33 a § ska sättas närmast före den 

nya 20 kap. 33 c §, 

dels att det ska införas fyra nya paragrafer, 20 kap. 31 a, 31 b, 33 a och 

33 b §§, och närmast före 20 kap. 33 a och 33 b §§ nya rubriker av följan-

de lydelse. 

Nuvarande lydelse Föreslagen lydelse 

3 kap. 

12 j §2 

När en elev i förskoleklassen, grundskolan, anpassade grundskolan, 

specialskolan, sameskolan, gymnasieskolan eller anpassade gymnasie-

skolan övergår från skolformen till en annan av de angivna skolformerna 

ska den skolenhet som eleven lämnar, utöver vad som följer av 4 b §, till 

den mottagande skolenheten överlämna sådana uppgifter om eleven som 

behövs för att underlätta övergången för eleven. Detsamma gäller om 

eleven byter skolenhet inom skolformen. 

När en elev byter skolform från grundskolan eller anpassade grundsko-

lan till gymnasieskolan eller anpassade gymnasieskolan, ska den motta-

gande skolenheten skyndsamt informera den överlämnande skolenheten 

om att skolenheten har tagit emot eleven, om det inte är obehövligt. 

När en elev i kommunal vuxenut-

bildning i svenska för invandrare 

övergår till en annan huvudman för 

sådan utbildning, ska den huvud-

man som eleven lämnar överlämna 

den individuella studieplan som 

enligt 20 kap. 8 a § upprättats för 

eleven till den mottagande huvud-

mannen. 

20 kap. 

1 §3 

I detta kapitel finns 

– allmänna bestämmelser (2–9 §§), 

1 Senaste lydelse av 
20 kap. 33 a § 2022:109 

20 kap. 33 b § 2022:109 

rubriken närmast före 20 kap. 33 a § 2022:109. 
2 Senaste lydelse 2022:1315. 
3 Senaste lydelse 2022:1315. 5 
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– bestämmelser om kommunal vuxenutbildning på grundläggande 

nivå och kommunal vuxenutbildning som anpassad utbildning på grund-

läggande nivå (10–15 §§), 

– bestämmelser om kommunal vuxenutbildning på gymnasial nivå och 

kommunal vuxenutbildning som anpassad utbildning på gymnasial nivå 

(16–23 §§), 

– bestämmelser om kommunal – bestämmelser om kommunal 

vuxenutbildning i svenska för vuxenutbildning i svenska för 

invandrare (24–33 §§), invandrare (24–33 b §§), 

– bestämmelser om samman- – bestämmelser om samman-

hållen utbildning för vissa nyan- hållen utbildning för vissa nyan-

lända invandrare (33 a och lända invandrare (33 c och 

33 b §§), 33 d §§), 

– bestämmelser om betyg (34–41 a §§), 

– bestämmelser om validering (42 och 43 §§), och 

– bestämmelser om intyg (44 och 45 §§). 

Lydelse enligt SFS 2023:951 Föreslagen lydelse 

8 a § 

Hemkommunen ansvarar för att Hemkommunen ansvarar för att 

det upprättas en individuell studie- det upprättas en individuell studie-

plan för varje elev. Planen ska inne- plan för varje elev. Planen ska inne-

hålla uppgifter om den enskildes hålla uppgifter om 

utbildningsmål och planerad om- 1. den enskildes utbildningsmål, 

fattning av studierna. 2. planerad omfattning av stu-

dierna, och 

3. när det gäller utbildning 

svenska för invandrare, den tid-

punkt då eleven för första gången 

togs emot till utbildningen. 

Regeringen eller den myndighet Regeringen eller den myndighet 

som regeringen bestämmer medde- som regeringen bestämmer kan 

lar föreskrifter om den individuella med stöd av 8 kap. 7 § regerings-

studieplanen. formen meddela föreskrifter om 

den individuella studieplanen. 

Nuvarande lydelse Föreslagen lydelse 

9 §4 

Den som har antagits till en kurs har rätt att fullfölja utbildningen på 

kursen. Den som har antagits till en viss nivå i ett ämne har rätt att full-

följa utbildningen på den aktuella nivån. 

Huvudmannen får dock besluta Huvudmannen får trots första 

att utbildningen på kursen eller den stycket och 31 a § besluta att utbild-

aktuella nivån i ämnet ska upphöra ningen på kursen eller den aktuella 

för en elev, om eleven saknar förut- nivån i ämnet ska upphöra för en 

sättningar att tillgodogöra sig elev, om eleven saknar förutsätt-

4 Senaste lydelse 2022:1315. 

i 

6 
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utbildningen eller av annan anled- ningar att tillgodogöra sig utbild-

ning inte gör tillfredsställande ningen eller av annan anledning 

framsteg. inte gör tillfredsställande framsteg. 

Den vars utbildning på grundläggande nivå eller anpassad utbildning 

på grundläggande nivå har upphört enligt andra stycket ska på nytt bere-

das sådan utbildning, om det finns särskilda skäl för det. Den vars utbild-

ning på gymnasial nivå eller anpassade utbildning på gymnasial nivå har 

upphört enligt andra stycket får på nytt beredas sådan utbildning, om det 

finns särskilda skäl för det. 

Den vars utbildning i svenska för Den vars utbildning i svenska 

invandrare har upphört enligt andra för invandrare har upphört enligt 

stycket eller som frivilligt avbrutit andra stycket eller som frivilligt 

sådan utbildning ska på nytt bere- avbrutit utbildningen ska på nytt 

das sådan utbildning, om det finns beredas sådan utbildning, om det 

särskilda skäl för det. finns särskilda skäl för det och det 

kan ske inom ramen för de tids-

frister som anges i 31 a §. 

Utbildningen får avbrytas även enligt bestämmelserna i 5 kap. 17– 
20 §§. 

28 §5 

Hemkommunen är skyldig att se Hemkommunen är skyldig att se 

till att utbildning i svenska för till att utbildning i svenska för 

invandrare erbjuds dem som enligt invandrare erbjuds dem som enligt 

31 § första stycket har rätt att delta 31 § första stycket och 31 a § har 

i utbildningen. rätt att delta i utbildningen. 

När det gäller den som enligt 31 § andra stycket har rätt att delta i 

utbildning i svenska för invandrare är det den kommun där han eller hon 

stadigvarande arbetar som är skyldig att se till att utbildningen erbjuds 

honom eller henne. 

Av 31 b § följer att en annan 

kommun än hemkommunen i vissa 

fall är skyldig att se till att utbild-

ning i svenska för invandrare 

erbjuds. 

29 §6 

Varje kommun ska aktivt verka Varje kommun ska aktivt verka 

för att nå dem i kommunen som har för att nå dem i kommunen som 

rätt till utbildningen och för att har rätt till utbildningen och för 

motivera dem att delta i utbild- att motivera dem att delta i utbild-

ningen. ningen. Kommunen ska upprätta 

en handlingsplan för sina insat-

ser. Handlingsplanen ska konti-

nuerligt följas upp och vid behov 

revideras. 

5 Senaste lydelse 2015:482. 
6 Senaste lydelse 2017:595. 7 
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Utbildningen ska finnas tillgänglig så snart som möjligt efter det att en 

rätt till utbildning i svenska för invandrare inträtt. Om det inte finns 

särskilda skäl ska utbildningen kunna påbörjas inom tre månader. 

Varje kommun ska aktivt verka för att en nyanländ som omfattas av 

lagen (2017:584) om ansvar för etableringsinsatser för vissa nyanlända 

invandrare kan påbörja utbildningen inom en månad från det att den 

nyanlände anmält sig till utbildning i svenska för invandrare hos 

kommunen. 

31 a § 

Rätten att delta i utbildning i 

svenska för invandrare gäller i tre 

år från den tidpunkt då personen 

för första gången togs emot till 

utbildningen. 

Huvudmannen ska besluta om att 

förlänga den tid som personen har 

rätt att delta i utbildningen, om 

1. tidsperioden inte har löpt ut, 

och 

2. personen med hänsyn till sina 

personliga förhållanden har sär-

skilda skäl. 

Ett sådant beslut får fattas för 

högst sex månader åt gången. Den 

totala tiden för förlängning får inte 

överstiga tre år. 

31 b § 

Den som har rätt att delta i 

utbildning i svenska för invandrare 

enligt 31 och 31 a §§ har rätt att 

delta i sådan utbildning även i en 

annan kommun än hemkommunen, 

om personen med hänsyn till sina 

personliga förhållanden har sär-

skilda skäl att få delta i utbildning i 

den andra kommunen. 

33 §7 

Huvudmannen beslutar om en person ska tas emot till utbildning i 

svenska för invandrare. 

Om huvudmannen är en annan 

kommun än hemkommunen och tar 

emot personen till utbildning i 

svenska för invandrare ska huvud-

mannen informera hemkommunen 

om detta. 

7 Senaste lydelse 2015:482. 8 
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Bedömning av en elevs kunskaper 

33 a § 

När en elev tas emot till utbild-

ning i svenska för invandrare ska 

elevens kunskaper bedömas, om en 

sådan bedömning inte är uppenbart 

onödig. Bedömningen ska göras 

skyndsamt. Resultatet av bedöm-

ningen ska ligga till grund för den 

individuella studieplanen. 

Regeringen eller den myndighet 

som regeringen bestämmer får 

meddela föreskrifter om underlag 

för sådana bedömningar. 

Interkommunal ersättning 

33 b § 

En kommun, som i sin utbildning 

i svenska för invandrare har tagit 

emot en elev som kommer från en 

annan kommun, ska få ersättning 

för sina kostnader för den elevens 

utbildning från elevens hem-

kommun. Detta gäller endast om 

mottagandet grundar sig på 31 b §. 

1. Denna lag träder i kraft den 1 januari 2025. 

2. Bestämmelserna i 3 kap. 12 j och 20 kap. 8 a, 9, 28 och 33 §§ i den 

nya lydelsen och bestämmelserna i de nya 20 kap. 31 a, 31 b, 33 a och 

33 b §§ tillämpas första gången i fråga om den som tas emot till kommunal 

vuxenutbildning i svenska för invandrare för första gången efter den 

31 december 2024. 

3. För den som har tagits emot till kommunal vuxenutbildning i svenska 

för invandrare före ikraftträdandet gäller rätten att delta i utbildningen till 

och med den 31 december 2027. Huvudmannen ska besluta om att 

förlänga den tid som personen har rätt att delta i utbildningen, om 

tidsperioden inte har löpt ut och personen med hänsyn till sina personliga 

förhållanden har särskilda skäl. Ett sådant beslut får fattas för högst sex 

månader åt gången. Den totala tiden för förlängning får inte överstiga tre 

år. 

4. Huvudmannen får när som helst besluta att utbildningen för en elev 

som avses i 3 ska upphöra, om eleven saknar förutsättningar att tillgodo-

göra sig utbildningen eller av annan anledning inte gör tillfredsställande 

framsteg. 
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5. Den vars kommunala vuxenutbildning i svenska för invandrare har 

upphört enligt 4 eller som frivilligt avbrutit utbildningen ska på nytt bere-

das sådan utbildning, om det finns särskilda skäl för det och det kan ske 

inom ramen för de tidsfrister som anges i 3. 
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3 Ärendet och dess beredning 

Regeringen beslutade den 26 juli 2018 att ge en särskild utredare i uppdrag 

att utreda behovet av förändringar när det gäller kommunal vuxenutbild-

ning i svenska för invandrare (sfi) och sfi i kombination med annan utbild-

ning. Utredningen skulle bl.a. utreda och föreslå hur det kan säkerställas 

att kommuner erbjuder individanpassad utbildning för nyanlända som ska 

ta del av sfi och annan utbildning enligt förordningen (2017:820) om 

etableringsinsatser för vissa nyanlända invandrare (dir. 2018:73). Utred-

ningen antog namnet Stärkt kvalitet och likvärdighet inom komvux för 

elever med svenska som andraspråk, KLIVA. Utredningen redovisade sitt 

uppdrag om säkerställande av att kommuner erbjuder individanpassad 

utbildning för nyanlända den 12 juni 2019 i promemorian På väg – mot 

stärkt kvalitet och likvärdighet inom komvux för elever med svenska som 

andraspråk (U2019/02278). Promemorian behandlades i propositionen En 

sammanhållen utbildning för nyanlända som har utbildningsplikt (prop. 

2021/22:51). Riksdagen beslutade i enlighet med propositionens förslag 

(bet. 2021/22:UbU9, rskr. 2021/22:146). 

Den 26 september 2019 fick utredningen i uppdrag att bl.a. föreslå hur 

huvudmännens styrning och ledning kan förbättras inom sfi och sfi i 

kombination med annan utbildning. Utredningen skulle också föreslå hur 

huvudmännens ansvar för det systematiska kvalitetsarbetet inom sfi kan 

förtydligas och hur arbetet kan följas upp när det gäller såväl utbildning i 

egen regi som utbildning som utförs på entreprenad samt hur huvud-

männens möjligheter att kontrollera verksamhet som utförs på entreprenad 

inom sfi kan stärkas (dir. 2019:65). 

Utredningen överlämnade i december 2020 betänkandet Samverkande 

krafter – för stärkt kvalitet och likvärdighet inom komvux för elever med 

svenska som andraspråk (SOU 2020:66). En sammanfattning av betänkan-

det finns i bilaga 1 och betänkandets lagförslag finns i bilaga 2. Betänkan-

det har remissbehandlats och en förteckning över remissinstanserna finns 

i bilaga 3. En sammanfattning av remissyttrandena finns tillgänglig i 

Utbildningsdepartementet (U2020/06271). 

I denna lagrådsremiss behandlas avsnitten 6.4 och 6.5 samt delar av 

avsnitten 6.3 och 7.4 i betänkandet. 

4 Sfi fungerar inte tillfredsställande 

4.1 Målgruppen för komvux har förändrats över tid 

Kommunal vuxenutbildning i svenska för invandare (sfi) är sedan den 

1 juli 2016 en del av den kommunala vuxenutbildningen (komvux) (se 

propositionen Ökad individanpassning – en effektivare sfi och vuxen-

utbildning, prop. 2014/15:85). Skolformen komvux består numera av fem 

delar, komvux på grundläggande nivå, komvux på gymnasial nivå, kom-

vux som anpassad utbildning på grundläggande nivå, komvux som an-

11 
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passad utbildning på gymnasial nivå och komvux som sfi (20 kap. 3 § 

skollagen). 

Målgruppen för komvux har förändrats över tid. Tidigare har komvux i 

huvudsak varit en utbildning för personer i behov av att komplettera 

utbildning från svensk grund- eller gymnasieskola. I dag har komvux 

delvis fått en annan roll. Komvux är i betydligt större utsträckning en 

utbildning för nyanlända och andra utrikesfödda som har behov av 

utbildning för att kunna få ett arbete och delta i det svenska samhällslivet. 

Komvux har även fått en viktigare roll när det gäller att erbjuda en chans 

att byta bana i livet genom att ge möjlighet till karriärväxling. Samhället 

och arbetslivet utvecklas i snabb takt och ställer nya krav på kunskap och 

kompetenser hos individerna. Det innebär i sin tur att det ställs nya krav 

på komvux för att utbildningen ska kunna anpassas till vuxenutbildningens 

förändrade målgrupp (propositionen Komvux för stärkt kompetens-

försörjning, prop. 2019/20:105 s. 46). 

Målen för komvux är att vuxna ska stödjas och stimuleras i sitt lärande, 

att vuxna ska ges möjlighet att utveckla sina kunskaper och sin kompetens 

i syfte att stärka sin ställning i arbets- och samhällslivet samt att främja sin 

personliga utveckling, att utbildningen ska ge en god grund för elevernas 

fortsatta utbildning och att den ska utgöra en bas för den nationella och 

regionala kompetensförsörjningen till arbetslivet. Utgångspunkten för 

utbildningen av en enskild elev ska vara elevens behov och förutsättningar 

(20 kap. 2 § skollagen). Syftet med sfi är att ge vuxna invandrare grund-

läggande kunskaper i svenska språket och att ge vuxna invandrare som 

saknar grundläggande läs- och skrivfärdigheter möjlighet att förvärva 

sådana färdigheter. Utbildningen får ske på elevens modersmål eller något 

annat språk som eleven behärskar (20 kap. 4 § skollagen). 

4.2 Genomströmningen i sfi är låg 

Sfi består av fyra kurser, A, B, C och D, som är uppdelade på tre studie-

vägar (se avsnitt 5). Av en promemoria från Statens skolverk framgår att 

det tar olika lång tid för elever i sfi att uppnå ett godkänt betyg på de olika 

kurserna vilket kan bero på olika omständigheter. Exempelvis har elever 

olika utbildningsbakgrund. Det är inte heller säkert att en elev har börjat 

på rätt nivå eftersom det kan vara svårt att veta vilka kunskaper eleven har 

med sig. Har läraren inte kännedom om det är det heller inte möjligt att ta 

tillvara sådana kunskaper och utgå från elevernas tidigare erfarenheter i 

undervisningen. 

För en kurs i sfi som avslutats 2018–2022 var den genomsnittliga tiden 

för elever på studieväg 1 mellan 44 och 57 veckor och på studieväg 

3 mellan 26 och 34 veckor (Elever och studieresultat i kommunal vuxen-

utbildning 2022, Skolverket, dnr 2023:1336). Alla deltar inte i sfi så länge 

att de uppnår godkänt betyg på den högsta kursen, kurs D. Dessutom är 

det endast ett fåtal av de som inte uppnått godkänt betyg inom ett par år 

som fortsätter sina studier. Under 2022 var det 46 procent som avbröt sin 

sfi-kurs (Elever och studieresultat i kommunal vuxenutbildning 2022, 

Skolverket). Tyvärr finns i dagsläget ingen detaljerad statistik över orsaker 

till avbrott i sfi. De som avbryter studierna eller gör studieuppehåll gör det 
12 
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av olika skäl. Vissa avbryter för att de har fått ett arbete. Andra avbryter 

utan att ha fått arbete och utan tillräckliga kunskaper i svenska språket, 

vilket kan göra att dessa individer inte har möjlighet att etablera sig i 

samhället. Rätten att delta i sfi är i dag dessutom obegränsad i tid. Det 

betyder att vissa elever, till skillnad från de som avbryter utbildningen, 

deltar i sfi i många år utan att gå klart kurser och fullfölja utbildningen. 

Det finns alltså flera, och motsatta, skäl till den låga genomströmningen i 

sfi. 

4.3 Vissa kan ha svårt att delta i sfi i sin 

hemkommun 

Malmö kommun har undersökt varför elever i kommunens sfi avbrutit sina 

studier och det visade sig att i 49 procent av fallen var den huvudsakliga 

avbrottsorsaken att individen fått jobb (Avbrott inom Komvux Malmö sfi 

– En rapport skriven inom ramen för FINSAM-projektet Utebliven 

etablering, 2022). 

Deltagande i arbetslivet kan vara ett sätt att möta språket i vardagen, 

men inte alltid. Det finns arbetsplatser där möjligheten att höra och 

tillämpa svenska är goda, men det finns även exempel på att elever som 

återupptagit sina studier i sfi efter att ha varit ute och arbetat en tid har 

sämre språkkunskaper när de kommer tillbaka än när de hoppade av 

(bilaga 8 till SOU 2020:66). Oavsett om möjligheterna till språkutveckling 

är goda på en arbetsplats är studier i svenska viktiga för att komma vidare, 

t.ex. till andra utbildningar. Rätten till sfi är dock i dag begränsad till 

elevens hemkommun och även om huvudmannen enligt skollagen ska 

verka för att undervisningen erbjuds på tider som är anpassade efter 

elevens behov (20 kap. 24 §) kan det vara svårt att fullt ut tillgodose allas 

behov och nå alla som är i behov av utbildningen. Det gäller inte minst de 

som behöver kunna kombinera utbildningen med förvärvsarbete. 

4.4 Det är oklart hur den uppsökande och 

motiverande verksamheten bedrivs i olika 

kommuner 

Varje kommun ska aktivt verka för att nå dem i kommunen som har rätt 

till sfi och motivera dem att delta i utbildningen (20 kap. 29 § skollagen). 

I de svar som utredningen fick in efter att i en enkät som genomfördes 

2020 ha tillfrågat ett antal kommuner om hur de lever upp till detta krav i 

skollagen framgår att det mest frekventa sättet att nå målgruppen var 

genom samverkan med Arbetsförmedlingen, arbetsmarknadsenheter, 

socialtjänst och integrationsenheter. Ett flertal kommuner hänvisar till 

information via reklamsatsningar och sociala medier. Olika typer av forum 

för information beskrivs också. Några kommuner sade sig ha utarbetat 

egna modeller som innebär ett mer omfattande arbetssätt med samverkan 

mellan flera enheter inom kommunen. I svaren uppger man även att 

samverkan sker mellan flera kommuner och där man gemensamt avsatt 
13 
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särskilda resurser för uppsökande, informerande och motiverande insatser. 

Hur kommunerna lever upp till skollagens krav och vilka i målgruppen 

som man når är i dag oklart. Det kan dock konstateras att kommuner gör 

olika för att nå dem som har rätt till sfi. 

5 Nuvarande reglering 

5.1 Vuxenutbildningen inom skolväsendet 

Komvux består av flera delar 

Komvux är en del av skolväsendet (1 kap. 1 § skollagen). Som nämns i 

avsnitt 4.1 består komvux av fem delar, bl.a. sfi. Utbildningen ska som 

huvudregel vara avgiftsfri (20 kap. 7 § skollagen). 

Komvux på grundläggande och gymnasial nivå samt komvux som 

anpassad utbildning ska utformas så att den enskildes studier kan kombi-

neras med studier inom andra delar av komvux. Även sfi ska utformas så 

att den enskildes studier kan kombineras med studier inom andra delar av 

komvux och andra skolformer inom skolväsendet (1 kap. 3 § förordningen 

[2011:1108] om vuxenutbildning). Enligt förordningen (SKOLFS 

2012:101) om läroplan för vuxenutbildningen bör den enskilda eleven 

kunna kombinera dels studier i olika delar av vuxenutbildningen, dels stu-

dier med arbete. 

Komvux kan organiseras på olika sätt 

Det är kommunerna som är huvudmän för komvux och i varje kommun 

ska det finnas en eller flera nämnder som ska fullgöra kommunens uppgif-

ter när det gäller utbildningen (2 kap. 2 § skollagen). Inom komvux får alla 

uppgifter överlämnas till en enskild fysisk eller juridisk person på entre-

prenad (23 kap. 8 § skollagen). En kommun får även genom s.k. sam-

verkan sluta avtal med en annan kommun eller en region om att denna ska 

ta över ansvaret för kommunens uppgifter inom komvux (23 kap. 22 och 

23 §§ skollagen). Kommunerna kan alltså välja att organisera vuxenutbild-

ningen på olika sätt. Vid entreprenad behåller kommunen huvudmanna-

ansvaret (23 kap. 2 §). Vid samverkan övergår huvudmannaansvaret till 

den som tar över kommunens uppgifter (23 kap. 21 §). 

Hemkommunen ansvarar för att komvux erbjuds (20 kap. 10, 16 och 

28 §§ skollagen). För komvux på grundläggande nivå, komvux som an-

passad utbildning på grundläggande nivå, komvux på gymnasial nivå och 

komvux som anpassad utbildning på gymnasial nivå finns det bestäm-

melser om att man kan få delta i sådan utbildning även i en annan kommun 

än sin hemkommun och om att hemkommunen ska svara för kostnaderna 

för utbildning hos den andra kommunen, s.k. interkommunal ersättning 

(20 kap. 13–15, 19 d, 21 a och 22 §§ skollagen). 

Hemkommunen är skyldig att se till att den som vill få sitt kunnande 

kartlagt inför utbildning eller prövning inom komvux erbjuds en inledande 

kartläggning (20 kap. 8 § skollagen). Den huvudman som anordnar en 14 
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utbildning beslutar om den sökande ska tas emot till utbildningen (20 kap. 

14, 22 och 33 §§ skollagen). 

Kommuner kan få statsbidrag för regional yrkesinriktad utbildning inom 

komvux (regionalt yrkesvux) enligt förordningen (2016:937) om stats-

bidrag för regional yrkesinriktad vuxenutbildning. Utbildningen ska pla-

neras, dimensioneras och erbjudas i samverkan mellan flera kommuner 

under medverkan av arbetslivet. Syftet med statsbidraget är att öka utbild-

ningsutbudet för vuxna elever inom yrkesutbildning och tillgodose be-

hoven på arbetsmarknaden i de samverkande kommunerna. Bidraget ska 

gå till att finansiera yrkesinriktad vuxenutbildning på gymnasial nivå. De 

samverkande kommunerna ska erbjuda sammanhållna yrkesutbildningar 

och enstaka kurser i ämnen som är relevanta för ett yrkesområde utifrån 

elevernas behov. Bidraget får också användas till att finansiera yrkesinrik-

tad vuxenutbildning på gymnasial nivå i kombination med sfi eller svenska 

som andraspråk, s.k. kombinationsutbildningar. 

Sfi kan överlämnas på entreprenad till en folkhögskola. Folkhögskolor 

kan dessutom bedriva utbildning som motsvarar sfi. Den som har rätt att 

delta i sfi har rätt att i stället delta i en folkhögskolas motsvarande utbild-

ning, om folkhögskolan har getts rätt att sätta betyg, anordna prövning 

samt utfärda betyg och intyg, och folkhögskolan har förklarat sig ha för 

avsikt att ta emot den sökande till utbildningen (24 kap. 11 § skollagen). 

En folkhögskola som vill bedriva utbildning som motsvarar sfi kan ansöka 

om och beviljas s.k. betygsrätt av Statens skolinspektion, se 6 kap. 1 och 

19 §§ förordningen om vuxenutbildning. De allmänna bestämmelserna om 

komvux och bestämmelserna om sfi i 20 kap. skollagen gäller också för 

sådan utbildning motsvarande sfi som folkhögskolorna kan bedriva 

(24 kap. 12 § skollagen). 

Varje elev ska ha en individuell studieplan 

Varje elev i komvux ska ha en individuell studieplan och hemkommunen 

ansvarar för att en sådan plan upprättas. Planen ska innehålla uppgifter om 

den enskildes utbildningsmål och planerad omfattning av studierna 

(20 kap. 8 a § skollagen). Den individuella studieplanen ska utarbetas i 

samverkan med eleven och eleven ska i samband därmed erbjudas studie-

och yrkesvägledning. Planen ska upprättas i nära anslutning till antag-

ningen och ska vid behov revideras. Det är rektorn som ansvarar för att 

planen revideras och att hemkommunen informeras om revideringen 

(2 kap. 16 § förordningen om vuxenutbildning). Statens skolverk får 

meddela föreskrifter om utformningen av individuella studieplaner (2 kap. 

17 § förordningen om vuxenutbildning). 

Från och med den 1 juli 2024 betecknas den paragraf i skollagen som 

handlar om den individuella studieplanen i komvux 20 kap. 8 a § i stället 

för 20 kap. 8 §. Den paragraf i lagen som handlar om den inledande kart-

läggningen betecknas från och med samma datum 20 kap. 8 § i stället för 

20 kap. 7 a § (prop. 2023/24:21, bet. 2023/24:UbU6, rskr. 2023/24:105). 
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Huvudmannen får besluta att elevens utbildning ska 

upphöra 

Huvudregeln är att den som har antagits till en kurs inom komvux har rätt 

att fullfölja utbildningen på kursen. Huvudmannen får dock besluta att 

utbildningen på kursen ska upphöra för en elev, om eleven saknar förut-

sättningar att tillgodogöra sig utbildningen eller annars inte gör tillfreds-

ställande framsteg. Om utbildningen har upphört för en elev som studerat 

på grundläggande nivå eller anpassad utbildning på grundläggande nivå 

ska eleven på nytt beredas utbildningen om det finns särskilda skäl för det. 

När det gäller utbildning på gymnasial nivå eller anpassad utbildning på 

gymnasial nivå får eleven på nytt beredas utbildningen om det finns sär-

skilda skäl. Om huvudmannen har beslutat att sfi för en elev ska upphöra 

ska eleven på nytt beredas utbildningen om det finns särskilda skäl. Detta 

gäller även om eleven frivilligt har avbrutit en sådan utbildning (20 kap. 

9 § skollagen). 

5.2 Sfi 

De som saknar grundläggande kunskaper i svenska har rätt 

att delta i sfi 

Som framgått är sfi en språkutbildning som syftar till att ge vuxna invand-

rare grundläggande kunskaper i svenska språket. Utbildningen syftar ock-

så till att ge vuxna invandrare som saknar grundläggande läs- och skrivfär-

digheter möjlighet att förvärva sådana färdigheter. Utbildningen får ske på 

elevens modersmål eller något annat språk som eleven behärskar (20 kap. 

4 § skollagen). Utbildningen ska i genomsnitt under en fyraveckorsperiod 

omfatta minst 15 timmars undervisning i veckan. Undervisningens omfatt-

ning får dock minskas om eleven begär det och huvudmannen finner att 

det är förenligt med utbildningens syfte. Huvudmannen ska verka för att 

undervisningen erbjuds på tider som är anpassade efter elevens behov och 

även i samarbete med Arbetsförmedlingen verka för att eleven ges möjlig-

het att öva svenska språket i arbetslivet, liksom att sfi kan kombineras med 

andra aktiviteter som arbetslivsorientering, validering, praktik eller annan 

utbildning. Huvudmannen ska också verka för att sfi kan bedrivas under 

tid då eleven får ersättning enligt socialförsäkringsbalken på grund av 

sjukdom, skada eller föräldraledighet och för att utbildningen kan kombi-

neras med aktiviteter som erbjuds inom hälso- och sjukvården. Utbild-

ningen ska kunna kombineras med förvärvsarbete (20 kap. 24–26 §§ skol-

lagen). Hemkommunen är skyldig att se till att sfi erbjuds dem som har 

rätt att delta i utbildningen (20 kap. 28 § skollagen). En person har rätt att 

delta i sfi från och med andra kalenderhalvåret det år han eller hon fyller 

16 år, om han eller hon är bosatt i landet och saknar sådana grundläggande 

kunskaper i svenska språket som utbildningen syftar till att ge (20 kap. 

31 § skollagen). Varje kommun ska aktivt verka för att nå dem i kommu-

nen som har rätt till utbildningen och för att motivera dem att delta i utbild-

ningen. Utbildningen ska finnas tillgänglig så snart som möjligt efter det 

att en rätt till sfi har inträtt. Om det inte finns särskilda skäl ska utbild-

ningen kunna påbörjas inom tre månader. Kommunen ska aktivt verka för 16 
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att en nyanländ som omfattas av lagen (2017:584) om ansvar för etable-

ringsinsatser för vissa nyanlända invandrare kan påbörja utbildningen 

inom en månad från det att han eller hon anmält sig till sfi hos kommunen 

(20 kap. 29 § skollagen). 

Hemkommunen är skyldig att se till att den som avser att påbörja sfi 

erbjuds studie- och yrkesvägledning (20 kap. 30 § skollagen). 

Utbildningsanordnare kan enligt förordningen (2012:993) om stats-

bidrag för utbildning i svenska för invandrare få statsbidrag för insatser 

som bidrar till höjd kvalitet och ökad flexibilitet i sfi samt till ökad individ-

anpassning av utbildningen. 

Sfi bedrivs i form av fyra olika kurser 

Sfi bedrivs i form av fyra olika kurser – A, B, C och D – uppdelade på tre 

olika studievägar. De olika studievägarna riktar sig till personer med olika 

bakgrund, förutsättningar och mål. Studieväg 1 vänder sig i första hand till 

personer med mycket kort studiebakgrund och studieväg 3 till dem som är 

vana att studera. Studieväg 1 utgörs av kurserna A, B, C och D, studieväg 

2 av kurserna B, C och D och studieväg 3 av kurserna C och D. En elev 

påbörjar sina studier inom den studieväg och på den kurs inom studievägen 

som bäst passar hans eller hennes individuella förutsättningar (Skolverkets 

föreskrifter [SKOLFS 2017:91] om kursplan för kommunal vuxen-

utbildning i svenska för invandrare). 

Kurserna på de tre studievägarna får olika utformning beroende på ele-

vens studievana, utbildningsbakgrund och kunskaper i svenska vid kurs-

starten. En elev kan avsluta sfi efter respektive kurs. Alla elever ska dock 

ges möjlighet att studera till och med kurs D inom sin studieväg, med den 

anpassning som krävs för att eleverna ska uppfylla betygskriterierna. 

5.3 Vissa beslut får överklagas 

Ett beslut av en kommun i fråga om mottagande av en sökande till komvux 

får överklagas till Skolväsendets överklagandenämnd. Detsamma gäller 

kommunens beslut om att utbildningen i komvux ska upphöra för en elev 

på grund av att eleven saknar förutsättningar att tillgodogöra sig utbild-

ningen eller av annan anledning inte gör tillfredsställande framsteg samt i 

fråga om att på nytt bereda en elev utbildning. Även en hemkommuns 

beslut i fråga om åtagandet att svara för kostnaderna för en sökandes 

komvux på gymnasial nivå hos en annan kommun får överklagas till Skol-

väsendets överklagandenämnd (28 kap. 12 § första stycket 9–12 skol-

lagen). Det är bara eleven eller den sökande som får överklaga besluten 

(28 kap. 12 § andra stycket skollagen) och inte t.ex. en annan kommun. Ett 

beslut i fråga om antagning till utbildning får dock inte överklagas, varken 

till Skolväsendets överklagandenämnd eller enligt bestämmelserna om 

laglighetsprövning i 13 kap. kommunallagen (2017:725). Inom komvux 

fattas särskilda beslut om antagning bara i fråga om personer som vill gå 

en utbildning på gymnasial nivå, eftersom ett beslut om mottagande till en 

sådan utbildning inte alltid innebär att den sökande också ska antas till 

17 
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utbildningen. Antalet utbildningsplatser i den gymnasiala utbildningen 

kan t.ex. vara begränsat. 

6 Kommunernas ansvar för sfi ska skärpas 

6.1 Kommunen ska upprätta en handlingsplan för 

sina insatser för att nå dem som har rätt till sfi 

Regeringens förslag: Det ska i skollagen införas en skyldighet för 

kommunen att upprätta en handlingsplan för sina insatser för att nå dem 

i kommunen som har rätt till sfi och motivera dem att delta i utbild-

ningen. Handlingsplanen ska kontinuerligt följas upp och vid behov 

revideras. 

Utredningens förslag överensstämmer delvis med regeringens. 

Utredningens förslag innebär ändringar i den paragraf i skollagen som 

reglerar att varje kommun aktivt ska verka för att nå dem i kommunen som 

har rätt till utbildning i sfi och för att motivera dem att delta i utbildningen 

(20 kap. 29 §). Utredningen föreslår att paragrafen ska kompletteras med 

dels en bestämmelse om att hemkommunen ska erbjuda lämpliga indivi-

duella insatser till dem som har rätt till utbildning i sfi, dels en bestäm-

melse om att kommunen ska dokumentera dessa insatser på lämpligt sätt. 

Utredningen föreslår vidare att regeringen eller den myndighet som rege-

ringen bestämmer ska få meddela föreskrifter om dels kommunens 

skyldighet att aktivt verka för att nå dem i kommunen som har rätt till 

utbildning i sfi och för att motivera dem att delta i utbildningen, dels kom-

munens föreslagna nya skyldigheter, dels föreskrifter om den behandling 

av personuppgifter som är nödvändig för att kommunen ska kunna fullgöra 

sina nya skyldigheter. 

Utredningen föreslår vidare att det ska införas en ny rubrik ovanför 

paragrafen ("Ett kommunalt språkansvar”) samt att Statens skolverk ska 

bemyndigas att meddela föreskrifter dels om en särskild funktion för detta 

ansvar i kommunen (KSA-funktionen), dels om en handlingsplan för 

KSA-arbetet. 

Remissinstanserna: En majoritet av remissinstanserna tillstyrker 

utredningens förslag eller har inte något att invända mot dem. Detta gäller 

bl.a. Skolverket, Statens skolinspektion, Skolväsendets överklagande-

nämnd, Arbetsförmedlingen, Kriminalvården, Delegationen mot segre-

gation, Malmö och Ystads kommuner, Sveriges Skolledarförbund, 

Lärarnas Riksförbund och Landsorganisationen i Sverige (LO). 

Några remissinstanser tillstyrker förslagen men framför samtidigt syn-

punkter. Svenskt Näringsliv anger att det är positivt att kravet att kommu-

nerna aktivt ska verka för att nå dem i kommunen som har rätt till ut-

bildning i sfi skärps och att det finns mycket som kan göras för att erbjuda 

bra vägledning, underlätta, informera och möjliggöra studier, men påtalar 

att detta också kräver ett aktivt engagemang från individen. Även 

Falköpings kommun framför att det är viktigt att beakta individens eget 

ansvar. Göteborgs kommun anför att dokumentationskravet kommer att 18 
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kräva ett gediget och samkört datasystem där saker kan lagras, antecknas 

och följas upp. Det framförs att frågan om informationsutbyte mellan 

myndigheter och de krav som ställs bl.a. utifrån dataskyddslagstiftningen 

behöver ses över. Det anges vidare att det behöver förtydligas vad det 

innebär att arbeta uppsökande och vad man avser är minsta gemensamma 

nämnare för detta för kommunerna. 

Statskontoret och Sveriges Kommuner och Regioner (SKR) avstyrker 

såväl förslaget om en KSA-funktion som förslaget om en handlingsplan. 

Statskontoret anser att förslagen innebär en ökad detaljstyrning och skärp-

ning av kommunernas befintliga uppgifter samt riskerar att leda till ökad 

administration. Myndigheten anför att förutsättningarna och behovet av 

olika tillvägagångsätt för det uppsökande arbetet rimligen bör variera 

mellan kommunerna och bedömer att det sannolikt är mer kost-

nadseffektivt att kommunerna själva får välja hur de ska organisera sig. 

SKR anför att utredningens resonemang utgår ifrån att kommunen gör för 

lite för att söka upp och motivera utrikes födda personer i behov av 

språkutbildning. Vad som mer konkret ska göras, utöver vad som redan 

görs i dag, och hur det ska genomföras är enlig SKR svårt att utläsa av 

förslaget. SKR anger också att föreskrifter om vilka skyldigheter som ska 

ligga på kommunen inom ramen för ett eventuellt uppsökande arbete ska 

regleras i lag. 

När det gäller förslaget om skyldighet för kommunen att tillhandahålla 

lämpliga individuella insatser anför SKR att förslaget framstår som 

undermåligt, då utredningen exempelvis inte har redogjort i författnings-

kommentaren för vilka insatser som avses. Författningsförslagets utform-

ning väcker enligt SKR vidare frågor om åtagandet att erbjuda insatser 

gäller gentemot alla som har rätt till sfi eller endast de som är inskrivna i 

utbildningen. Om bestämmelsen ska tolkas i enlighet med författnings-

kommentaren, dvs. att insatser endast ska erbjudas till de som är inskrivna 

i utbildning, behöver författningstexten förtydligas i detta hänseende. 

Även Årjängs kommun anser att ”lämpliga individuella insatser” kan bli 

svårt att tolka. 

Skälen för regeringens förslag: Grundläggande kunskaper i svenska 

språket är i de flesta fall en helt avgörande faktor för att människor som 

kommit till Sverige från andra länder ska kunna etablera sig på arbets-

marknaden och vara delaktiga i samhällslivet. I dag saknar ett stort antal 

individer de kunskaper i svenska som är avgörande för att individen ska 

kunna delta i andra studier, kunna etablera sig på arbetsmarknaden och inte 

minst kunna ta aktiv del i samhällslivet. 

Regeringen kan konstatera att komvux utgör en viktig del i arbetet med 

arbetsmarknadspolitiska mål och förbättrad integration av nyanlända. 

Regeringen delar utredningens uppfattning att det är viktigt med aktiv 

uppsökande verksamhet och rekrytering för att nå och få så många som 

möjligt att ta del av utbildning i svenska. Därmed kan korttidsutbildade 

gruppers deltagande i vuxenutbildning öka. 

Kommunerna har sedan drygt trettio år tillbaka en lagreglerad skyldig-

het att aktivt verka för att nå dem i kommunen som har rätt till sfi och för 

att motivera dem att delta i utbildningen (numera 20 kap. 29 § skollagen). 

I förarbetena anges att kommunerna ska vara skyldiga att på olika sätt 

verka för att vuxna informeras om den vuxenutbildning som erbjuds. 

Genom stimulansåtgärder av olika slag, t.ex. en aktiv rekrytering, ska 19 
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kommunerna dessutom sträva efter att motivera vuxna kommuninvånare 

att delta. Kommunerna bör också se till att de studerande får information 

om praktiska villkor för att genomgå utbildningen. Det anges att det tydligt 

bör framgå av lagen att kommunerna har skyldighet att nå de grupper som 

har rätt till sfi och att motivera dem att delta. Detta förutsätter enligt 

förarbetena att kommunerna tar reda på invånarnas behov och önskemål, 

så att utbildningen kan anordnas på ett sätt som svarar mot behoven hos 

målgrupperna (prop. 1990/91:85 s. 152). 

Utredningen har i en kommunenkät frågat hur huvudmannen i praktiken 

tar sitt ansvar att aktivt verka för att nå och motivera individer som saknar 

grundläggande kunskaper i svenska till sfi-studier. Svaret ”information på 
kommunens hemsida” förekommer i 98 procent av svaren. Enligt enkäten 

har 64 procent även tryckt information på olika platser i kommunen. När 

det gäller riktad information uppger 63 procent att de erbjuder sådan på 

gruppnivå medan 38 procent arbetar med uppsökande verksamhet på indi-

vidnivå. Svaret Annat lämnas av 29 procent. I kommentarerna till frågan 

uppger några kommuner att den uppsökande verksamheten behöver 

utvecklas och att de tillsammans med andra aktörer fått medel från 

Europeiska socialfonden i Sverige (SOU 2020:66 s. 178). På ett annat 

ställe i betänkandet anger utredningen att samverkan med Arbetsförmed-

lingen, arbetsmarknadsenhet och socialtjänst/integrationsenhet enligt 

enkätsvaren verkar vara det mest frekventa sättet att leva upp till skol-

lagens krav, att ett flertal kommuner hänvisar till information via reklam-

satsningar och sociala medier, att olika typer av forum för information 

också beskrivs, att några kommuner har utarbetat egna modeller som 

innebär ett mer omfattande arbetssätt med samverkan inom kommunen 

mellan flera enheter, att samverkan med kommunalt aktivitetsansvar, 

gällande ungdomar under 20 år som inte påbörjat eller fullföljt ett natio-

nellt gymnasieprogram, förekommer samt att samverkan även sker mellan 

flera kommuner och där man gemensamt avsatt särskilda resurser för 

uppsökande, informerande och motiverande insatser (SOU 2020:66 s. 

76 och 77). Regeringen konstaterar att kommuner arbetar på olika sätt för 

att uppfylla sin skyldighet enligt skollagen. 

Utredningen skiljer i betänkandet mellan aktiva och passiva åtgärder. 

Som exempel på passiva åtgärder anges information på kommunens hem-

sida, reklam på tåg, buss m.m., tryckt information utplacerad på olika 

platser i offentliga miljöer och generell information i sociala medier. Som 

exempel på aktiva åtgärder anges riktad information på gruppnivå, upp-

sökande verksamhet på individnivå, uppsökande verksamhet i samverkan 

med andra aktörer och riktad information i sociala medier. Utredningen 

anger att s.k. passiva åtgärder kan vara värdefulla för de målgrupper som 

på eget initiativ söker information om sfi. För att nå individer som behöver 

mer stöd för att ta steget att påbörja sfi-studier bedömer dock utredningen 

att de passiva tillvägagångssätten behöver kompletteras med aktiva. 

Utredningen bedömer att den aktivt uppsökande verksamheten behöver 

utvecklas och att det behöver utarbetas rutiner för verksamheten. 

Utredningen föreslår i sitt betänkande att den paragraf i skollagen som 

reglerar kommunens skyldighet att bedriva uppsökande verksamhet när 

det gäller sfi (20 kap. 29 §) ska byggas ut och avse ett KSA som består av 

flera delar, dels skärpta krav på kommunernas uppsökande verksamhet, 

dels att hemkommunen ska erbjuda lämpliga individuella insatser till de 20 
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som har rätt till sfi i syfte att de som är inskrivna i utbildningen och har 

behov av att fullfölja utbildningen ska fullfölja sin utbildning i enlighet 

med den individuella studieplanen, dels att kommunen ska dokumentera 

sina insatser i dessa delar på lämpligt sätt, dels att en särskild KSA-funk-

tion ska inrättas i kommunen samt slutligen krav på att kommunen ska 

upprätta en handlingsplan för KSA-arbetet som omfattar en beskrivning 

av uppsökande verksamhet, uppföljning av elever inom KSA-funktionens 

uppdrag, samverkan med andra aktörer, ansvarsfördelning, ändamålsen-

liga rutiner samt uppföljning och utvärdering. När det gäller normnivå 

föreslår utredningen att endast kraven på individuella insatser och doku-

mentation av dessa insatser ska regleras i skollagen. I fråga om övriga krav 

föreslår utredningen att bemyndiganden ska införas i skollagen för rege-

ringen eller den myndighet som regeringen bestämmer att meddela 

föreskrifter samt att Skolverket av regeringen ska bemyndigas att meddela 

föreskrifter om dels KSA-funktionen, dels handlingsplanen. 

Regeringen anser att utredningens ansats är god, men att förslagen dels 

är otydliga i vissa delar, dels innebär en detaljstyrning av kommunerna. 

Enligt 14 kap. 3 § regeringsformen bör en inskränkning i den kommunala 

självstyrelsen inte gå utöver vad som är nödvändigt med hänsyn till de 

ändamål som har föranlett den. För att en proportionalitetsbedömning av 

förslag till sådana inskränkningar ska kunna göras är det viktigt att det är 

tydligt vad förslagen innebär. När det gäller utredningens förslag att kom-

munen ska bli skyldig att erbjuda lämpliga individuella insatser till de som 

har rätt till sfi, i syfte att de som är inskrivna i utbildningen och har behov 

av att fullfölja utbildningen ska fullfölja sin utbildning i enlighet med den 

individuella studieplanen, så delar regeringen SKR:s och Årjängs 

kommuns uppfattning att det är oklart vilka insatser som avses. Regeringen 

anser därför att detta förslag inte bör genomföras. Förslaget att kom-

munerna ska inrätta en KSA-funktion och att det är Skolverket som ska 

meddela föreskrifter om en sådan funktion anser regeringen är alltför 

långtgående i förhållande till den kommunala självstyrelsen. Regeringen 

är däremot positiv till förslaget att kommunen ska upprätta en handlings-

plan, i den del detta förslag avser kommunens befintliga skyldighet att 

bedriva uppsökande verksamhet. 

Statskontoret anser att förslaget om upprättande av en handlingsplan 

innebär en ökad detaljstyrning och skärpning av kommunernas befintliga 

uppgifter samt riskerar att leda till ökad administration. Regeringen anser 

att kraven på kommunernas arbete med den uppsökande verksamheten 

behöver skärpas på så sätt att kommunen måste formulera vad den avser 

att göra, dels i syfte att få en god struktur för sitt arbete, dels i syfte att 

kunna kontrollera, följa upp och vid behov revidera sina insatser. Genom 

att kommunen dokumenterar sina insatser ökar sannolikheten för att kom-

munen blir varse vilka målgrupper kommunen når med sitt uppsökande 

arbete och framför allt vilka grupper man eventuellt inte når. Flera remiss-

instanser är av samma uppfattning. Regeringen delar dock SKR:s upp-

fattning att kravet på att upprätta en handlingsplan bör införas på lagnivå, 

dvs. att Skolverket inte ska bemyndigas att meddela föreskrifter om vad 

handlingsplanen ska innehålla. På så vis blir det inte fråga om en detalj-

styrning utan kommunerna förfogar själva, utifrån lokala förhållanden, 

över vad handlingsplanen ska innehålla. 

21 
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Svenskt Näringsliv anger att det är positivt att kravet att kommunerna 

aktivt ska verka för att nå dem i kommunen som har rätt till sfi skärps och 

att det finns mycket som kan göras för att erbjuda bra vägledning, under-

lätta, informera och möjliggöra studier, men påtalar att detta också kräver 

ett aktivt engagemang från individen. Falköpings kommun framför 

liknande synpunkter när det gäller individens eget ansvar. Regeringen 

instämmer i vikten av att varje individ som har rätt till sfi själv är aktiv för 

att kunna ta del av utbildningen. Kommunen måste dock ta ett särskilt 

ansvar för att nå de målgrupper som har rätt till sfi. Det är inte rimligt att 

lägga ett sådant ansvar på den enskilde eftersom man inte kan utgå från att 

individen känner till att utbildningen finns. 

Göteborgs kommun anger att det behöver förtydligas vad det innebär att 

arbeta uppsökande och vad man anser är minsta gemensamma nämnare för 

detta för kommunerna. Vidare anges att det inte i första hand är en fråga 

om informationsbrist, för information om sfi kommer individer till del 

genom anhöriga och genom vuxenutbildningens samarbete med social-

tjänsten och Arbetsförmedlingen. Vad som behövs är enligt utlåtandet i 

stället ökad kunskap om olika målgruppers motivation att delta. Rege-

ringen delar till största delen den uppfattning som kommer till uttryck i 

utlåtandet och anser att det kan behövas såväl passiva som aktiva åtgärder. 

För personer som redan är aktiva och motiverade till studier räcker det att 

få kännedom om att sfi finns att tillgå, bl.a. genom de kanaler som nämns, 

men också via andra verksamheter som målgruppen kan tänkas ha kontakt 

med. För andra, som av någon anledning inte deltar i sfi trots att de behöver 

utbildningen, krävs andra åtgärder från kommunens sida för att uppmuntra 

och motivera dem till att aktivt vilja delta i utbildningen. Detta bör ske 

utifrån olika målgruppers behov och kan t.ex. vara skriftlig information 

eller möten som är riktade till vissa målgrupper. Regeringen konstaterar 

att det redan i prop. 1990/91:85 fördes ett resonemang om att det krävs 

”aktiva insatser från kommunernas sida, t.ex. information på olika invand-

rarspråk, samtal med invandrarföräldrar, som har barn i förskolan och i 

skolan, och kontakter med arbetsplatser med många invandrare” (s. 153). 
Kommuner och deras invånare skiljer sig dock åt på många sätt och rege-

ringen anser därför, till skillnad från vad som anförs i utlåtandet, att kom-

munerna själva måste definiera vad det innebär att arbeta uppsökande, 

hitta rutiner för det och anpassa sina insatser utifrån lokala förhållanden. 

SKR, som avstyrker bl.a. förslaget att kommunerna ska åläggas att upp-

rätta en handlingsplan, anför att utredningens resonemang utgår ifrån att 

kommunen gör för lite för att söka upp och motivera utrikes födda personer 

som behöver språkutbildning. SKR anser också att det är svårt att utläsa 

av förslaget vad som konkret ska göras, utöver vad som redan görs i dag, 

och hur det ska genomföras. SKR anser dessutom att en eventuell reglering 

om en handlingsplan bör framgå av lag och inte av föreskrifter på lägre 

nivå. Regeringen konstaterar att Sveriges 290 kommuner, med invånar-

antal som varierar från drygt 2 000 personer till ca 980 000 invånare, har 

mycket olika förutsättningar. Vilka åtgärder som ska vidtas och balansen 

mellan passiva och aktiva åtgärder i respektive kommun behöver över-

vägas noga utifrån lokala förutsättningar. Regeringen anser dock att det 

har ett värde att det uppsökande och motiverande arbetet dokumenteras i 

en handlingsplan, eftersom det är ett sätt att synliggöra arbetet och de val 

som görs när det gäller passiva och aktiva åtgärder. En handlingsplan 22 



37/24 Yttrande över remiss från Utbildningsdepartementet: Utkast till Lagrådsremiss - Skärpta krav i sfi - SK-2024/00137-2 Yttrande över remiss från Utbildningsdepartementet

  

  

 

        

      

          

       

     

       

    

        

   

     

     

         

         

   

       

  

        

       

    

     

       

     
 

      

       

  

    

     

  

    

 

      

       

      

      

       

     

      

    

          

       

      

     

      

     

      

     

skapar också goda förutsättningar för uppföljning. Regeringen anser därför 

att det bör införas bestämmelser om att varje kommun ska upprätta en 

handlingsplan för sina insatser för att nå dem i kommunen som har rätt till 

sfi och för att motivera dem att delta i utbildningen. Regeringen anser dock 

att dessa bestämmelser bör införas i lag och inte på lägre nivå. Handlings-

planen bör vidare kontinuerligt följas upp och insatserna ses över så att de 

över tid blir så effektiva som möjligt. För att inte arbetet ska bli administra-

tivt betungande kan det, om kommunen så väljer, utgöra en del av det kon-

tinuerliga systematiska kvalitetsarbete som varje huvudman ska bedriva 

(4 kap. 3 § skollagen). 

Sammantaget föreslår således regeringen att det i skollagen ska införas 

bestämmelser om att varje kommun ska upprätta en handlingsplan för sina 

insatser för att nå dem i kommunen som har rätt till sfi och för att motivera 

dem att delta i utbildningen samt att handlingsplanen kontinuerligt ska 

följas upp och vid behov revideras. 

6.2 En elevs kunskaper ska bedömas 

Regeringens förslag: När en elev tas emot till sfi ska elevens kun-

skaper bedömas, om en sådan bedömning inte är uppenbart onödig. 

Bedömningen ska göras skyndsamt. Resultatet av bedömningen ska 

ligga till grund för den individuella studieplanen. 

Regeringen eller den myndighet som regeringen bestämmer ska få 

meddela föreskrifter om underlag för sådana bedömningar. 

Utredningens förslag överensstämmer i huvudsak med regeringens 

förslag. Utredningen föreslår att bedömningen ska göras när en nyanländ 

tas emot till utbildningen. 

Remissinstanserna: En majoritet av remissinstanserna tillstyrker för-

slaget eller har inget att invända mot det, däribland Statens skolinspektion, 

Arbetsförmedlingen, Diskrimineringsombudsmannen, Migrationsverket, 

Norrtälje kommun, Region Skåne, Sveriges Vägledarförening, Folk-

bildningsrådet, Riksförbundet Vuxenutbildning i Samverkan och Svenskt 

Näringsliv. 

Statens skolverk tillstyrker förslaget men framhåller att redan genom-

förda kartläggningar som gjorts av t.ex. Arbetsförmedlingen ska beaktas. 

Specialpedagogiska skolmyndigheten tillstyrker förslaget men anger att 

det är viktigt att det tydligt skrivs fram att kartläggningen av elevens kun-

skaper ska ske på elevens modersmål eller starkaste språk vilket synliggör 

kunskaper och främjar elevens motivation. 

Även Lärarförbundet tillstyrker förslaget men vill betona att det är 

nödvändigt att matcha alla utökade krav med ökade resurser då lärares 

arbetstid redan är intecknad till fullo. Lärarnas Riksförbund anger att 

förslaget är svåruppfyllt givet den stora bristen på utbildade lärare och 

yrkesvägledare. Helsingborgs kommun tillstyrker förslaget men framför 

att resurser behöver tillföras kommunerna. Täby och Östhammars kom-

muner har liknande synpunkter. Lycksele och Malmö kommuner ser av 

liknande skäl svårigheter med förslaget. Kungsbacka kommun vill att 

frågan utreds ytterligare då utredningen enligt kommunen brister när det 

gäller kostnader och finansiering. 23 
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Årjängs kommun anger att det behöver förtydligas hur elevens kun-

skaper ska bedömas. 

Sveriges Kommuner och Regioner (SKR) avstyrker förslaget då för-

bundet anser att det är oklart om de kartläggningar som redan görs är 

otillräckliga och om en fördjupad kartläggning för alla elever är rimlig 

resursmässigt. Förbundet ifrågasätter även begränsningen till nyanlända. 

Skälen för regeringens förslag: Regeringen kan konstatera att elever i 

sfi har olika bakgrund, behov och förutsättningar. Vissa elever har lång 

skolbakgrund och goda ämneskunskaper medan andra har bristande 

tidigare utbildning eller helt saknar tidigare skolgång. Många elever har 

även yrkeserfarenhet och därigenom kunskaper inom ett visst yrkes-

område. Eftersom elevernas kunskaper och erfarenheter i hög grad varierar 

anser regeringen att det är viktigt att det görs en tidig bedömning av en 

elevs kunskaper när eleven tas emot till sfi. En sådan bedömning kan ut-

göra underlag för att placera eleven på rätt studieväg och lämplig nivå. 

Bedömningen bör vara en viktig utgångspunkt för lärarens planering av 

undervisningen och ligga till grund för den individuella studieplan som 

alltid ska tas fram för en elev i komvux. Planen ska innehålla uppgifter om 

den enskildes utbildningsmål och planerad omfattning av studierna. Den 

ska upprättas i nära anslutning till antagningen och ska vid behov revideras 

(20 kap. 8 a § skollagen och 2 kap. 16 § förordningen [2011:1108] om 

vuxenutbildning). Bedömningen av elevens kunskaper bör alltså göras 

skyndsamt. Om eleven erbjuds en undervisning som är anpassad efter 

hennes eller hans förutsättningar finns bättre förutsättningar för progres-

sion och ökad genomströmning i sfi. 

En bedömning bör som regel göras av alla nya elevers kunskaper om 

man ska uppnå en ökad genomströmning och ökad likvärdighet i sfi. I 

vissa fall är dock elevens kunskaper redan kända. Skolverket, som till-

styrker förslaget, framför att redan genomförda kartläggningar, t.ex. från 

Arbetsförmedlingen, ska beaktas. Regeringen håller med om att det vid 

bedömningen av elevens kunskaper är lämpligt att beakta befintliga under-

lag. Det finns ingen anledning att göra en kartläggning om det redan finns 

en som ger en tillräckligt god bild av elevens kunskaper inför planeringen 

av elevens studier. Av detta skäl bör det av lagtexten framgå att skyldig-

heten att göra en bedömning av elevens kunskaper inte gäller om en sådan 

bedömning är uppenbart onödig. Det bör i detta sammanhang nämnas att 

hemkommunen sedan den 1 januari 2023 är skyldig att se till att den som 

vill få sitt kunnande kartlagt inför utbildning eller prövning inom komvux 

erbjuds en inledande kartläggning (20 kap. 8 § skollagen). Även en sådan 

kartläggning kan ligga till grund för en bedömning av personens kunskaper 

vid mottagande till sfi. 

Bedömningen kan göras med hjälp av olika verktyg. Ett exempel på 

verktyg är det underlag för litteracitetskartläggning, dvs. en kartläggning 

av förmågan att läsa och skriva, som Skolverket tagit fram. En litteracitets-

kartläggning görs på elevens starkaste språk. En sådan kartläggning kan 

med fördel kombineras med en kartläggning som fångar upp elevens 

tidigare utbildningsbakgrund och arbetslivserfarenhet. Det är viktigt att få 

en helhetsbild av elevens kunskaper och erfarenheter för att eleven ska få 

så stort utbyte som möjligt av sina studier i sfi. Årjängs kommun anser att 

det behöver förtydligas hur elevens kunskaper ska bedömas och rege-

ringen instämmer i det. Nationella underlag för bedömningarna kan be-24 
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höva tas fram. Regeringen eller den myndighet som regeringen bestämmer 

bör därför bemyndigas att meddela föreskrifter om sådana underlag. 

Flera remissinstanser, däribland Lärarnas Riksförbund, SKR och några 

kommuner, anser att uppgiften inte kan genomföras om inte resurser till-

förs. Regeringen vill framhålla att det redan i dag förutsätts att det görs 

någon form av bedömning av elevens utbildningsbakgrund. I Skolverkets 

föreskrifter (SKOLFS 2017:91) om kursplan för kommunal vuxen-

utbildning i svenska för invandrare anges att studieväg 1 i första hand 

vänder sig till personer med mycket kort studiebakgrund och studieväg 

3 till dem som är vana att studera. Regeringen anser dock att det är viktigt 

att det framgår av skollagen att det ska finnas en bedömning av elevens 

kunskaper när eleven tas emot till utbildning i sfi, för att eleven ska få 

bästa möjliga förutsättningar för att etablera sig i samhället och på arbets-

marknaden eller gå vidare till fortsatta studier. Folkhögskolor får anordna 

utbildning som motsvarar sfi. Det skulle därför kunna vara rimligt att 

samma krav på att bedöma en elevs kunskaper ställdes där. Eftersom 

utredningen inte har lämnat något sådant förslag saknar regeringen dock 

beredningsunderlag i den delen och kan därför inte överblicka vad ett 

sådant förslag skulle innebära och vilka konsekvenser det skulle få för 

aktuella folkhögskolor. Regeringen har således för närvarande ingen 

möjlighet att lägga något förslag om att en folkhögskola ska bedöma en 

elevs kunskaper när eleven tas emot till utbildning i sfi. Det finns dock 

inget som hindrar att en folkhögskola gör en sådan kartläggning och att 

folkhögskolan då använder de nationella bedömningsunderlagen. Detta 

borde vara till fördel såväl för eleven som folkhögskolan, då eleven får en 

mer träffsäker utbildning och folkhögskolan sannolikt får en högre genom-

strömning. 

Lärarnas Riksförbund anger även att förslaget är svåruppfyllt givet den 

stora bristen på utbildade lärare och yrkesvägledare. Enligt huvudregeln i 

skollagen får endast den som har legitimation som lärare och är behörig 

för viss undervisning bedriva undervisningen (2 kap. 13 §). Regeringen är 

medveten om att det är svårt att rekrytera legitimerade och behöriga lärare 

till sfi, men vill understryka att huvudmannen för utbildningen måste göra 

stora ansträngningar för att försöka anställa lärare som är legitimerade och 

behöriga för undervisningen. Legitimerade och behöriga lärare behöver 

fokusera på att undervisa. Samtidigt kan inte bristen på legitimerade och 

behöriga lärare vara ett skäl att låta bli att bedöma elevernas kunskaper. 

Det skulle drabba eleverna negativt. Regeringen kan konstatera att en 

bedömning av en elevs kunskaper inför upprättandet av en individuell 

studieplan inte är undervisning i strikt bemärkelse. Regeringen har ovan 

anfört att regeringen eller den myndighet som regeringen bestämmer bör 

bemyndigas att meddela föreskrifter om nationella underlag för sådana 

bedömningar. Huvudmannen får således hitta vägar att kompensera för 

bristen på legitimerade och behöriga lärare, t.ex. genom att en lärare som 

inte är legitimerad och behörig får möjlighet att samarbeta med en 

legitimerad och behörig lärare när det gäller nu aktuella kunskapsbedöm-

ningar. 

SKR påpekar att utredningens förslag endast avser nyanlända och anger 

att det får till följd att elever som redan gått på exempelvis grundskola eller 

gymnasieskola under så lång tid att de inte längre anses vara nyanlända 

och därefter påbörjar sfi inte omfattas av kartläggningsskyldigheten. Med 25 
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nyanländ avses i skollagen den som har varit bosatt utomlands, som nu är 

bosatt i landet och som har påbörjat sin utbildning här senare än höst-

terminens start det kalenderår då han eller hon fyller sju år. En elev ska 

inte längre anses vara nyanländ efter fyra års skolgång här i landet (3 kap. 

12 a § skollagen). Ordet nyanländ används i bestämmelser i skollagen som 

bl.a. handlar om mottagande i grundskolan och gymnasieskolan. Defini-

tionen av nyanländ innebär att i princip hela målgruppen för sfi anses bestå 

av nyanlända, eftersom sfi normalt är den första utbildning i Sverige som 

personer som ingår i målgruppen deltar i. Även sådana personer som inte 

längre kan anses vara nyanlända som tas emot till sfi, dvs. personer som 

saknar sådana grundläggande kunskaper i svenska språket som utbild-

ningen syftar till att ge, kan dock behöva få sina kunskaper bedömda vid 

mottagandet. 

Regeringen föreslår alltså att en elevs kunskaper ska bedömas när eleven 

tas emot till sfi inom komvux, om en sådan bedömning inte är uppenbart 

onödig. Detta ska, till skillnad från vad utredningen föreslår, gälla oavsett 

om personen är nyanländ eller inte. Bedömningen ska göras skyndsamt 

och resultatet av bedömningen ska ligga till grund för den individuella 

studieplanen. Vidare föreslås att regeringen eller den myndighet som 

regeringen bestämmer ska bemyndigas att meddela föreskrifter om under-

lag för sådana bedömningar. 

6.3 Det ska stå i den individuella studieplanen när 

eleven för första gången togs emot till sfi 

Regeringens förslag: Den individuella studieplanen för en elev i sfi 

ska innehålla en uppgift om den tidpunkt då eleven för första gången 

togs emot till utbildningen. 

När en elev i sfi övergår till en annan huvudman för utbildningen, ska 

den huvudman som eleven lämnar överlämna elevens individuella 

studieplan till den mottagande huvudmannen. 

Utredningens förslag överensstämmer i huvudsak med regeringens 

förslag. Utredningen föreslår att den individuella studieplanen ska över-

lämnas från den skolenhet som eleven tidigare tillhörde till den mot-

tagande skolenheten. Utredningen föreslår också att den individuella 

studieplanen bara ska behöva lämnas över efter avbrott i studierna. 

Remissinstanserna: En majoritet av remissinstanserna tillstyrker för-

slaget eller har inget att invända mot det, däribland Högskolan Väst, Gävle 

och Stockholms kommuner, Göteborgsregionens kommunalförbund och 

Lärarnas Riksförbund. Stockholms kommun anger dock att det behöver 

vara tydligt hur studieplanen och information om genomförda kart-

läggningar ska överföras. 

Även Helsingborgs kommun tillstyrker förslaget men framför att ett har-

moniserat systemstöd saknas och att det kan finnas sekretessbestämmelser 

som försvårar överlämnande utan elevens godkännande. Riksförbundet 

Vuxenutbildning i Samverkan anger att det i dag saknas nationella system 

som möjliggör en rättssäker överföring mellan skolenheter och huvudmän. 

Statens skolverk tillstyrker förslaget men anför att ansvarsfrågan behöver 
26 
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tydliggöras när det gäller att säkerställa att den individuella studieplanen 

följer eleven. Sveriges Vägledarförening framför liknande synpunkter. 

Norrtälje kommun anser att överlämning också ska ske mellan skol-

enheter som tillhör samma huvudman. Statens skolinspektion anger att 

eftersom skolenhet är ett begrepp som är vanskligt att använda inom 

vuxenutbildningen bör man överväga om det är tillräckligt med över-

lämning av den individuella studieplanen mellan huvudmännen i stället för 

på skolenhetsnivå. 

Skälen för regeringens förslag 

Det ska framgå av den individuella studieplanen när eleven för första 
gången togs emot till sfi 

Som regeringen närmare utvecklar i avsnitt 6.4 föreslår regeringen där att 

en elevs rätt till sfi ska tidsbegränsas till tre år. För att detta ska kunna 

genomföras behöver elevens hemkommun dokumentera när en elev för 

första gången startade sin utbildning i sfi. Det skulle kunna dokumenteras 

i särskild ordning hos den som är huvudman för elevens utbildning, men 

regeringen bedömer att det är lämpligt att det i stället dokumenteras i den 

individuella studieplan som ska upprättas av hemkommunen för varje 

elev. 

Den individuella studieplanen, som ska tas fram i samverkan med 

eleven, ska redan i dag innehålla uppgifter om den enskildes utbildnings-

mål och planerad omfattning av studierna. Det är viktigt att studieplanen 

är så konkret och tydlig som möjligt för såväl elev som lärare och annan 

personal som arbetar med eleven. I samband med utarbetandet av studie-

planen ska eleven erbjudas studie- och yrkesvägledning (2 kap. 16 § 

förordningen [2011:1108] om vuxenutbildning). Om det av studieplanen 

dessutom framgår när en elev för första gången startade sin utbildning i sfi 

kan den tid som har använts sedan eleven påbörjade sina studier ställas i 

förhållande till elevens utveckling mot målen för utbildningen och den 

planerade omfattningen av studierna. Även om det tar olika lång tid för 

olika elever att uppnå godkänt betyg på en kurs i sfi kan ett fastställt 

startdatum underlätta bedömningen av vad som kan anses vara rimliga mål 

att uppnå inom en given tidsram. Det ger också möjlighet att planera för 

och följa elevens progression i riktning mot uppsatta mål. 

En elev kan även ha gjort avbrott eller uppehåll i sina studier. En uppgift 

om när utbildningen för första gången startade är då viktig för att ge eleven 

möjlighet att fullfölja sina studier. I avsnitt 6.4 utvecklas närmare betydel-

sen av såväl ett start- som ett slutdatum för studierna samt möjligheterna 

till förlängning i vissa fall. I samma avsnitt utvecklas även att huvud-

mannen får besluta om att en person som avbrutit sina studier får återuppta 

dessa inom ramen för en viss tidsperiod, om det finns särskilda skäl för 

det. Personen kan t.ex. ha avbrutit sina studier på grund av föräldraledighet 

eller sjukdom. Regeringen anser att det finns situationer då det är lämpligt 

att personen inom rimliga gränser ges möjlighet att få fortsatt utbildning i 

svenska språket. Även i sådana situationer är det således viktigt att det 

finns ett dokumenterat startdatum för studierna i sfi. 

Regeringen föreslår sammantaget att den individuella studieplanen för 

en elev i sfi ska innehålla uppgift om den tidpunkt då eleven för första 

gången tagits emot till utbildningen. 27 
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Som framgår av avsnitt 5.1 gäller de allmänna bestämmelserna om kom-

vux och bestämmelserna om sfi i 20 kap. skollagen också för sådan utbild-

ning motsvarande sfi som folkhögskolorna kan bedriva (24 kap. 12 § skol-

lagen). En av de bestämmelser som gäller för sådan utbildning är bestäm-

melsen om den individuella studieplanen. Den föreslagna ändringen 

kommer således även att gälla för utbildning som motsvarar sfi hos folk-

högskolorna. 

Om en elev övergår till sfi hos en annan huvudman ska den individuella 
studieplanen lämnas till den mottagande huvudmannen 

I avsnitt 6.2 föreslås att en bedömning ska göras av en elevs kunskaper när 

eleven tas emot till sfi, om det inte är uppenbart onödigt, och att resultatet 

av bedömningen ska ligga till grund för den individuella studieplanen. 

Bedömning av kunskaper är således en viktig utgångspunkt för en elevs 

individuella studieplan. 

I avsnitt 6.5 lämnar regeringen vidare förslag om att den som har rätt att 

delta i sfi i vissa fall ska ha rätt att delta i sådan utbildning även i en annan 

kommun än hemkommunen. Regeringen anser att det är viktigt att den 

bedömning av kunskaper som genomförts, och som ligger till grund för 

den studieplanering som lagts upp i elevens individuella studieplan, inte 

går förlorad om eleven skulle övergå till att studera i en annan kommun. 

Det är därför rimligt att den individuella studieplanen följer med en elev 

som övergår till sfi hos en annan huvudman. På så sätt kan eleven fullfölja 

sina studier i enlighet med sin studieplan, i stället för att riskera att behöva 

börja om från början. Eleven kan också ges möjlighet till fortsatt progres-

sion i sina studier. Studieplanen behöver således finnas kvar hos hem-

kommunen så att den kan överlämnas till den nya huvudmannen. 

Utbildningen hos den nya huvudmannen kan alltså ta vid där den förra 

utbildningen slutade. Det skulle dessutom bli en onödig kostnad för den 

mottagande huvudmannen om en ny bedömning skulle göras och elevens 

studier på nytt skulle planeras från grunden. Det finns således fördelar för 

både huvudmännen och eleven med att den individuella studieplanen 

överförs om eleven byter till sfi i en annan kommun. 

Utredningen har föreslagit att den individuella studieplanen ska över-

lämnas från den skolenhet som eleven tidigare tillhörde till den mot-

tagande skolenheten när eleven påbörjar utbildning hos en ny huvudman. 

Norrtälje kommun anser att överlämning också ska ske mellan skolenheter 

som tillhör samma huvudman. Skolinspektionen anför att eftersom ordet 

skolenhet är vanskligt att använda inom vuxenutbildningen bör man över-

väga om det är tillräckligt med överlämning av den individuella studie-

planen mellan huvudmännen i stället för på skolenhetsnivå. Med skolenhet 

avses enligt skollagen av huvudman för annan skolform än förskola 

organiserad enhet som omfattar verksamhet i en eller flera skolbyggnader 

som ligger nära varandra och till enheten knuten verksamhet som inte 

bedrivs i någon skolbyggnad (1 kap. 3 § skollagen). Skolinspektionen 

anför vidare att definitionen av skolenhet utifrån byggnader som ligger 

nära varandra är mindre funktionellt inom vuxenutbildningen. Regeringen 

instämmer i Skolinspektionens invändning när det gäller förslaget om 

överlämnande av individuella studieplaner. Eftersom det är hemkommu-

nen som ansvarar för att en individuell studieplan upprättas för varje elev 
28 
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bör det vara huvudmannen som pekas ut som ansvarig för att studieplanen 

överlämnas när eleven övergår till sfi hos en annan huvudman. Om huvud-

mannen anser att uppgiften bör ligga närmare eleven finns det emellertid 

inget som hindrar att huvudmannen delegerar en sådan uppgift till exem-

pelvis rektorn för utbildningen. 

Utredningen har vidare föreslagit att skyldigheten att överlämna den 

individuella studieplanen enbart ska gälla om eleven efter avbrott i studier-

na övergår till en annan huvudman. Regeringen anser dock att det inte bör 

spela någon roll om en elev övergår direkt från en huvudman till en annan 

huvudman eller om övergången sker först efter ett studieavbrott. För-

delarna med att en sådan överlämning sker är lika stora i båda situatio-

nerna. 

Stockholms kommun anser att det behövs förtydliganden av hur över-

föringen av en individuell studieplan ska gå till och Riksförbundet Vuxen-

utbildning i Samverkan anger att det saknas nationella system som möjlig-

gör en rättssäker överföring mellan huvudmän. Skolverket är inne på 

samma linje. Helsingborgs kommun framför att det kan finnas sekretess-

bestämmelser som försvårar ett överlämnande utan elevens godkännande. 

En individuell studieplan som upprättats inom ramen för komvux utgör 

en allmän handling. Var och en har rätt att ta del av allmänna handlingar 

enligt tryckfrihetsförordningen. Den rätten begränsas dock om det finns en 

tillämplig bestämmelse om sekretess i offentlighets- och sekretesslagen 

(2009:400) förkortad OSL. Sekretess gäller i komvux för uppgift som 

hänför sig till psykologisk undersökning eller behandling och för uppgift 

om en enskilds personliga förhållanden hos psykolog, kurator eller hos 

studie- och yrkesvägledningen, om det inte står klart att uppgiften kan 

röjas utan att den enskilde eller någon närstående lider men. Sekretess 

gäller även i elevvårdande verksamhet i övrigt inom komvux för uppgift 

om en enskilds personliga förhållanden, om det kan antas att den enskilde 

eller någon närstående lider men om uppgiften röjs. Sekretess gäller också 

för uppgift om en enskilds identitet, adress och andra liknande uppgifter 

om en enskilds personliga förhållanden, om det av särskild anledning kan 

antas att den enskilde eller någon närstående lider men om uppgiften röjs 

(23 kap. 5 § OSL). Som nämns i avsnitt 5.1 ska en individuell studieplan 

innehålla uppgifter om den enskildes utbildningsmål och planerad om-

fattning av studierna. Det kan inte uteslutas att uppgifter som är sekretess-

belagda finns i en studieplan i vissa fall. Som Helsingborgs kommun 

nämner i sitt remissvar kan ett samtycke från den enskilde till att upp-

gifterna lämnas ut bryta sekretess till skydd för den enskilde (12 kap. 2 § 

OSL). Det finns emellertid även andra sekretessbrytande bestämmelser i 

OSL. Exempelvis följer det av 10 kap. 28 § OSL att sekretess inte hindrar 

att en uppgift lämnas till en annan myndighet, om uppgiftsskyldighet följer 

av lag eller förordning. Detta innebär att en kommun kan lämna över 

sekretessbelagda uppgifter till en annan kommun utan att inhämta sam-

tycke från en elev, om det finns en skyldighet att lämna över uppgifterna 

enligt t.ex. skollagen. Den skyldighet att överlämna en elevs individuella 

studieplan till en ny huvudman som föreslås i detta avsnitt är en sådan 

uppgiftsskyldighet. Vilka former som iakttas vid överlämnande av den 

individuella studieplanen kan bero på om den innehåller uppgifter som 

omfattas av sekretess eller inte. Huvudmännen får samråda om lämpliga 

former för överlämnande av den individuella studieplanen. Den föreslagna 29 
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bestämmelsen fyller huvudsakligen samma syfte som bestämmelsen om 

överlämning av uppgifter vid övergång mellan och inom skolformer för 

elever i förskoleklassen, grundskolan, anpassade grundskolan, specialsko-

lan, sameskolan, gymnasieskolan eller anpassade gymnasieskolan i 3 kap. 

12 j § skollagen och bör placeras i samma paragraf som den bestämmel-

sen. 

Regeringen föreslår sammanfattningsvis att det ska införas en uppgifts-

skyldighet i skollagen som innebär att när en elev i sfi övergår till en annan 

huvudman för sfi ska den huvudman som eleven lämnar till den mot-

tagande huvudmannen överlämna den individuella studieplan som upp-

rättats för eleven. Detta ska gälla oavsett om eleven övergår till den andra 

huvudmannen direkt eller efter ett avbrott i studierna. Det framgår av 

2 kap. 2 § skollagen att det är kommuner som är huvudmän för kommunal 

vuxenutbildning, inklusive sfi. 

Som framgår av avsnitt 5.1 kan en kommunal huvudman överlämna sfi 

på entreprenad till en folkhögskola och folkhögskolor kan dessutom 

bedriva utbildning som motsvarar sfi enligt 24 kap. 11–15 §§ skollagen. 

Ibland drivs folkhögskolor av regioner. Enligt 2 kap. 3 § OSL ska det som 

föreskrivs i tryckfrihetsförordningen (TF) om rätt att ta del av allmänna 

handlingar hos myndigheter i tillämpliga delar gälla också handlingar hos 

aktiebolag, handelsbolag, ekonomiska föreningar och stiftelser där kom-

muner eller regioner utövar ett rättsligt bestämmande inflytande. Sådana 

bolag, föreningar och stiftelser ska vid tillämpningen av OSL jämställas 

med myndigheter. Många folkhögskolor drivs dock av stiftelser, före-

ningar eller andra enskilda organ där kommuner eller regioner inte är ägare 

eller inte har ett rättsligt bestämmande inflytande. I dessa fall ska varken 

TF eller OSL tillämpas hos dem. Det finns inte heller några bestämmelser 

om tystnadsplikt för anställda eller uppdragstagare hos folkhögskolor. 

När en kommun överlämnar sfi på entreprenad behåller kommunen 

huvudmannaskapet för utbildningen (23 kap. 2 § skollagen). Det får för-

utsättas att kommunen i entreprenadavtalet inför klausuler om tystnads-

plikt för anställda och uppdragstagare hos folkhögskolan som motsvarar 

den sekretess som gäller hos kommunen som huvudman. 

För utbildning motsvarande sfi som bedrivs av folkhögskolor som 

varken ska tillämpa TF eller OSL är läget annorlunda. Där finns varken 

bestämmelser om tystnadsplikt eller avtalad tystnadsplikt. Eftersom det 

inte kan uteslutas att det finns sekretessbelagda uppgifter i en individuell 

studieplan bedömer regeringen att det inte är möjligt att införa en skyldig-

het att överlämna den individuella studieplanen till folkhögskolor som 

bedriver utbildning motsvarande sfi. Regeringen konstaterar dock att det 

inte finns något som hindrar att en huvudman för sfi ändå lämnar över en 

individuell studieplan till en folkhögskola, så länge det inte finns sekretess 

för uppgifterna i planen eller om ett samtycke inhämtas från eleven 

(12 kap. 2 § OSL). I annat fall ska folkhögskolan enligt gällande 

bestämmelser upprätta en individuell studieplan för eleven. 

30 
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6.4 Rätten till sfi ska gälla i tre år 

Regeringens förslag: Rätten att delta i sfi ska begränsas till att gälla i 

tre år från den tidpunkt då personen för första gången togs emot till 

utbildningen. Huvudmannen ska besluta om att förlänga den tid som 

personen har rätt att delta i utbildningen, om tidsperioden inte har löpt 

ut och om personen med hänsyn till sina personliga förhållanden har 

särskilda skäl. Ett sådant beslut ska få fattas för högst sex månader åt 

gången. Den totala tiden för förlängning ska inte få överstiga tre år. 

Även om tidsfristen fortfarande löper ska huvudmannen få besluta att 

utbildningen ska upphöra för en elev, om eleven saknar förutsättningar 

att tillgodogöra sig utbildningen eller av annan anledning inte gör till-

fredsställande framsteg. 

Den vars utbildning i sfi har upphört enligt beslut av huvudmannen 

eller som frivilligt har avbrutit utbildningen ska på nytt beredas sådan 

utbildning, om det finns särskilda skäl för det och det kan ske inom 

ramen för de tidsfrister som anges ovan. 

Utredningens förslag överensstämmer delvis med regeringens förslag. 

Utredningen föreslår att rätten till sfi ska gälla i fyra år med möjlighet till 

förlängning med ett år i taget. Utredningen föreslår inte att det ska vara ett 

villkor för att tidsfristen ska förlängas att fristen fortfarande löper och inte 

heller att det ska finnas ett tak för möjligheten till förlängning. Vidare 

föreslår utredningen att den som under tidsfristen frivilligt avbrutit utbild-

ningen efter önskemål på nytt ska beredas sådan utbildning. Om eleven 

frivilligt avbrutit utbildningen och tidsfristen har löpt ut, ska dock eleven 

enligt utredningens förslag bara på nytt beredas sådan utbildning om det 

finns särskilda skäl för det. 

Remissinstanserna: En majoritet av remissinstanserna tillstyrker för-

slaget eller har inte något att invända mot det. Detta gäller bl.a. Statens 

skolinspektion, Specialpedagogiska skolmyndigheten, Göteborgs universi-

tet, Centrala studiestödsnämnden, Diskrimineringsombudsmannen, Mig-

rationsverket, Socialstyrelsen, Länsstyrelsen i Värmlands län, Falköpings 

och Umeå kommuner och Region Skåne. 

Lärarnas Riksförbund tillstyrker förslaget med reservation för att 

lärarnas arbetsmiljö måste beaktas. Landsorganisationen i Sverige (LO) 

tillstyrker under förutsättning att alla elever får goda möjligheter att klara 

av utbildningen under den aktuella tiden. 

Statens skolverk tillstyrker förslaget men förutsätter att det avser år i 

utbildning snarare än kalenderår. Malmö kommun ser det som problema-

tiskt att inte avbrott för arbete och föräldraledighet ses som avräkningsbara 

från de fyra åren. 

Flera remissinstanser efterfrågar förtydliganden. Årjängs kommun är 

positiv men framför att det behöver förtydligas hur många timmar sfi som 

ska erbjudas. Länsstyrelsen i Norrbottens län och Länsstyrelsen i Stock-

holms län önskar en tydligare beskrivning av när kommuner kan eller bör 

göra undantag från tidsgränsen på fyra år. Även Arbetsförmedlingen och 

Ystads kommun önskar att rätten till förlängning av sfi förtydligas. 

Göteborgsregionens kommunalförbund anser att det bör framgå att fyra-

årsfristen kan förlängas för att elever som påbörjat en kombinations-

utbildning ska kunna fullfölja den. Malmö kommun anger att vad som 31 
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utgör särskilda skäl för förlängning behöver tydliggöras för att säkra 

likvärdighet. 

Flera remissinstanser pekar på en risk för bristande likvärdighet när det 

gäller en eventuell förlängning av tiden, bl.a. Göteborgs och Dorotea 

kommuner. Kungsbacka kommun förordar att tidsbegränsningen sätts till 

två år, samma som etableringstiden, men med möjlighet till förlängning 

till maximalt fyra år. Svenskt Näringsliv är positiv till en tidsbegränsning, 

men ifrågasätter om det ska ta så lång tid som fyra år att lära sig grunderna 

i det svenska språket. Stockholms kommun anser att tidsgränsen på fyra år 

behöver ses över och i högre grad individanpassas då det finns en långt-

gående rätt till grundläggande och behörighetsgivande utbildning. Umeå 

universitet framför liknande synpunkter. 

Botkyrka kommun anför att tidsbegränsningen inte bör införas förrän 

individen kan få bättre möjligheter till studiefinansiering, t.ex. förlängd 

etablering eller förlängt studiestartsstöd. Kommunen anser att tidsgränsen 

behöver införas med stor försiktighet, eftersom en tidsgräns kan bli praxis 

för hur lång tid sfi-studier tar. 

Region Västerbotten, Sveriges Kommuner och Regioner (SKR), Sveriges 

Skolledarförbund och Lärarförbundet avstyrker förslaget. Remiss-

instanserna invänder bl.a. att elevsammansättningen är varierande och att 

eleverna har en varierande utbildningsbakgrund. 

Skälen för regeringens förslag 

Rätten till sfi ska begränsas till tre år 

Möjligheten att studera inom sfi har i dag ingen bortre tidsgräns. Så länge 

en individ saknar sådana grundläggande kunskaper i svenska språket som 

utbildningen syftar till att ge och gör framsteg i sina studier så har han eller 

hon rätt att delta (20 kap. 9 och 31 §§ skollagen). Genomströmningen i 

utbildningen är låg och det kan antas att en del individer av olika an-

ledningar gör avbrott i sina studier med avsikten att fortsätta senare – något 

som inte alltid blir av. Även i de fall individer återupptar sina studier finns 

en risk att de, med anledningen av uppehållet, hinner tappa delar av det de 

tidigare lärt sig (avsnitt 4.3). Regeringen bedömer att en intensivare, mer 

sammanhållen studietid i sfi skulle kunna ge bättre resultat. 

Regeringen har övervägt hur genomströmningen i sfi ska kunna öka så 

att fler individer får med sig tillräckliga kunskaper i svenska för vidare 

studier eller för att etablera sig på arbetsmarknaden. Att begränsa indivi-

ders rätt till sfi skulle å ena sidan kunna ses som en alltför skarp åtgärd och 

en försämring jämfört med vad som gäller i dag. En tidsgräns skulle dock 

å andra sidan kunna bidra till att göra utbildningen mer effektiv och där-

med ge individen större möjligheter till integration och minska risken för 

utanförskap. Det finns anledning att anta att elevernas fokus på språkinlär-

ning skulle öka om de vet att den tid då de har rätt till sfi är begränsad. 

Upprepade avbrott och omstarter i sfi under många år ger en bristande 

kontinuitet i inlärningen, bidrar till att elever inte når resultat och kan göra 

att de tappar motivationen och självkänslan. En tidsbegränsning skulle 

dessutom ge en bättre struktur och plan för studierna, för såväl skolhuvud-

mannen som läraren och eleven. För elever som ingår i Arbetsförmed-

lingens etableringsprogram kan det bedömas som arbetsmarknadspolitiskt 

motiverat att kombinera sfi med deltagande i arbetsmarknadspolitiska 32 
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insatser. Lärarnas Riksförbund tillstyrker förslaget, men anger att lärarnas 

arbetsmiljö måste beaktas. Regeringen instämmer i det och bedömer att 

förslaget kan underlätta för lärarnas planering och genomförande av 

undervisningen. Det är huvudmannens och rektorns ansvar att se till att 

lärarnas arbetsmiljö är rimlig. 

Regeringen anser att det är viktigt att kunna studera i olika studietakt 

och vill betona att om en begränsad tid för sfi-studier införs så innebär det 

inte att denna tid ska ses som ett riktmärke för hur lång tid studier i sfi 

normalt tar, vilket Botkyrka kommun lyft fram som en farhåga. Regeringen 

kan konstatera, precis som SKR m.fl. remissinstanser, att eleverna har olika 

utbildningsbakgrund och att elevsammansättningen i sfi kan variera. Så 

kommer det att fortsätta se ut. Det innebär att en tidsgräns för sfi som 

huvudregel bör vara en maxtid och att studierna naturligtvis kan genom-

föras på kortare tid. Regeringen anser sammantaget att fördelarna med en 

tidsgräns överväger de nackdelar som remissinstanserna nämner. 

Om det ska finnas en bestämd tidsram för sfi måste den vara väl avvägd 

och ge individen rimliga förutsättningar för att fullfölja studierna. Som LO 

framhåller måste alla elever få goda möjligheter att klara av utbildningen 

under den aktuella tiden. En del individer har god studievana medan andra 

helt saknar erfarenhet av att studera. Målet att uppnå kunskapskraven i den 

högsta kursen i sfi, dvs. kurs D, inom en viss bestämd tid bör dock vara 

möjligt och kännas realistiskt för alla. Det innebär att tiden inte får vara 

för kort, men heller inte onödigt lång. Kungsbacka kommun förordar en 

tidsbegränsning på två år, men med möjlighet till förlängning till maximalt 

fyra år. Svenskt Näringsliv ifrågasätter om det ska ta så lång tid som fyra 

år att lära sig grunderna i det svenska språket. För t.ex. elever med aka-

demisk bakgrund och studievana anser regeringen att det vore fullt rimligt 

med en tidsgräns på två år, men för den som har en kortare eller ingen 

studiebakgrund alls bedöms två år vara för kort tid, även med en möjlighet 

till förlängning. Med en tvåårsgräns är risken att förlängningar snarare blir 

regel än undantag. En för kort tidsfrist kan också innebära att individens 

kunskaper i svenska förblir otillräckliga för fortsatta studier eller arbete. 

Andra remissinstanser, t.ex. Länsstyrelsen i Norrbottens län, Länsstyrel-

sen i Stockholms län och Umeå universitet, ifrågasätter om fyra år räcker 

för att tillgodogöra sig alla sfi-kurser då vissa individer har väldigt kort 

studiebakgrund. Regeringen anser dock att tidsgränsen bör omfatta en 

överskådlig tid. Det underlättar för såväl huvudmannen som individen, 

som kanske planerar för fortsatta studier eller arbete efter sfi eller som 

tänker arbeta under tiden i sfi. 

Regeringen konstaterar att remissinstanserna har olika uppfattning om 

vilken tidsgräns som är den mest välavvägda. Regeringen håller dock med 

om att fyra år kan vara en något lång tid för en grundläggande rätt till 

utbildning i sfi. Människor kommer visserligen till Sverige med olika 

bakgrund, alltifrån en akademisk utbildning till ingen utbildning alls, 

vilket kan innebära att det tar olika lång tid för olika individer att lära sig 

ett andraspråk. Det är dock rimligt att kraven för att tillägna sig det svenska 

språket är höga. En individ bör så snabbt som möjligt etablera sig i sam-

hället, genom arbete eller vidare studier, och kunna försörja sig. Det är 

även viktigt att individen kan bidra i det samhälle där han eller hon lever 

och tar del av samhällets gemensamma resurser. 
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Utredningen har tagit fram statistik från 2019 som visar att många 

individer riskerar att fastna i utbildningen i sfi efter ungefär tre till fyra år. 

Den samlade bilden gör att regeringen bedömer att utredningens före-

slagna tidsgräns om fyra år kan vara alltför generös. Regeringen anser att 

den bör kunna kortas till tre år. Tidsfristen bör börja löpa från och med den 

dag personen för första gången tagits emot i sfi. 

Malmö kommun ser det som problematiskt att inte avbrott för arbete och 

föräldraledighet ses som avräkningsbara från den föreslagna tidsgränsen. 

Som regeringen återkommer till nedan anser regeringen, i likhet med 

utredningen, att det i stället ska vara möjligt att göra undantag från 

tidsgränsen och förlänga utbildningen i enskilda fall om det finns särskilda 

skäl. 

Årjängs kommun anser att det behöver förtydligas hur många timmar sfi 

som ska erbjudas. Regeringen konstaterar att bestämmelsen i skollagen om 

att sfi i genomsnitt under en fyraveckorsperiod ska omfatta minst 

15 timmars undervisning i veckan (20 kap. 24 §) kommer att gälla även 

med en reglerad tidsbegränsning. 

Botkyrka kommun anger att någon tidsbegränsning inte bör införas 

förrän individen kan få bättre möjligheter till studiefinansiering. Rege-

ringen kan dock konstatera att sfi varken berättigar till studiestöd eller 

studiestartsstöd. Den som deltar i det arbetsmarknadspolitiska programmet 

etableringsinsatser för vissa nyanlända invandrare, där sfi kan ingå, kan 

dock få etableringsersättning (2 kap. 12 § förordningen [2017:819] om 

ersättning till deltagare i arbetsmarknadspolitiska insatser och 12 § förord-

ningen [2017:820] om etableringsinsatser för vissa nyanlända invandrare). 

Det kan också vara ett villkor för försörjningsstöd att personen deltar i sfi 

(4 kap. 1 § socialtjänstlagen [2001:453]). Regeringen anser inte att det 

faktum att man inte kan få studiestöd eller studiestartsstöd för studier i sfi 

talar emot att införa en tidsbegränsning, då begränsningen syftar till att 

individen snabbt ska lära sig svenska och t.ex. kunna etablera sig på arbets-

marknaden. Detta är viktigt oavsett hur man finansierar studier i sfi. Efter-

som den som har rätt att delta i sfi har rätt att delta i en folkhögskolas 

motsvarande utbildning (se avsnitt 5.1) kommer en tidsbegränsning av 

rätten till sfi att gälla även för folkhögskolans motsvarande utbildning. 

Mot bakgrund av ovanstående föreslår regeringen att rätten att delta i sfi 

ska gälla i tre år från den tidpunkt då personen för första gången togs emot 

till utbildningen. 

Rätten till utbildning ska kunna förlängas med sex månader i taget i 
totalt högst tre år 

Den föreslagna tidsbegränsningen på tre år bör inte vara absolut. Som flera 

remissinstanser framhåller kan vissa elever behöva längre tid på sig för att 

lära sig svenska. Det bör alltså, i enlighet med vad utredningen föreslår, 

finnas en möjlighet för huvudmannen att förlänga tiden om det med hän-

syn till personens personliga förhållanden finns särskilda skäl. 

Arbetsförmedlingen och Malmö och Ystads kommuner önskar att det 

förtydligas i vilka särskilda fall utbildningen kan förlängas. Flera andra 

remissinstanser framför liknande synpunkter. Detta är en bedömning som 

måste göras av huvudmannen med utgångspunkt i elevens individuella 

behov och orsakerna till att eleven inte nått önskad progression i studierna. 
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Särskilda skäl skulle exempelvis kunna vara att individen varit sjuk, 

föräldraledig eller under en period haft arbete eller andra aktiviteter som 

huvudmannen bedömer motiverar en längre tid i sfi. Det kan t.ex. vara 

fråga om att eleven, som Göteborgsregionens kommunalförbund nämner, 

kombinerar sfi med någon annan typ av utbildning, exempelvis en yrkes-

utbildning. 

Flera remissinstanser, bl.a. Göteborgs och Dorotea kommuner, anser att 

det finns en risk för bristande likvärdighet när det gäller en eventuell för-

längning av tiden. Regeringen konstaterar att konstruktionen med särskil-

da skäl finns i skollagen redan i dag. Enligt skollagen kan nämligen huvud-

mannen besluta att utbildning i bl.a. sfi ska upphöra om eleven saknar 

förutsättningar att tillgodogöra sig utbildningen eller av annan anledning 

inte gör tillfredsställande framsteg. Den vars sfi har upphört efter ett sådant 

beslut eller som frivilligt avbrutit utbildningen ska på nytt erbjudas sådan 

utbildning, om det finns särskilda skäl för det (20 kap. 9 § skollagen). Som 

regeringen återkommer till nedan bör denna reglering gälla alltjämt. 

Kravet på att de ska finnas särskilda skäl innebär att en förlängning bara 

ska vara välmotiverad och bara beviljas om det finns fog för det i det 

enskilda fallet. Regeringen anser att det vore förödande att alltför tidigt 

stoppa någon som kan tillgodogöra sig utbildningen i sfi och med kun-

skaper det i svenska språket bli självförsörjande och integrerade i sam-

hället. Det skulle i stället innebära att samhället belastades med ökade 

kostnader för individen. De särskilda skälen kan t.ex. vara att eleven på 

grund av föräldraledighet eller sjukdom behöver längre tid på sig att full-

följa utbildningen. Det kan också vara fråga om att eleven gjort ett avbrott 

i utbildningen för att kunna arbeta på heltid eller arbetar samtidigt som han 

eller hon går i sfi och därför behöver längre tid i utbildningen. En annan 

situation då det kan anses finnas särskilda skäl är om eleven avbrutit sfi 

för att gå en annan utbildning eller kombinerar sfi med en annan utbild-

ning, t.ex. en yrkesutbildning. Bedömningen av om det finns särskilda skäl 

måste alltså göras från fall till fall, när frågan om tiden ska förlängas upp-

kommer. Det bör inte regleras mer i detalj när tiden ska förlängas eftersom 

eleverna i sfi har så olika bakgrund, förutsättningar och behov. Av samma 

anledning bör det inte införas några bestämmelser om att viss tid ska räk-

nas av från treårsperioden, exempelvis att tid i arbete inte ska ingå. 

Utredningen föreslår att förlängningen ska göras med ett år åt gången 

men regeringen anser att det behövs kontinuerliga och tätare uppföljningar 

av en elevs möjligheter att tillgodogöra sig utbildningen. För att syftet med 

den föreslagna treårsgränsen ska uppnås anser regeringen att tiden i sfi 

bara bör kunna förlängas av särskilda skäl med högst sex månader i taget. 

Regeringen anser också, till skillnad från utredningen, att det är viktigt 

att tiden bara förlängs om den tidigare tidsfristen fortfarande löper. För-

längningen ska alltså följa antingen direkt på de ursprungliga tre åren som 

eleven enligt regeringens förslag ska ha rätt till utbildning, eller direkt på 

en förlängning av denna tidsfrist. För att inte riskera att en individs särskil-

da skäl inte följs upp eller att förlängningar sker slentrianmässigt anser 

regeringen vidare, till skillnad från utredningen, att det bör finnas en bortre 

gräns för möjligheten till förlängning. En förlängning bör kontinuerligt 

följas upp och prövas i syfte att kontrollera att eleven gör framsteg i sina 

studier. Har eleven inte gjort framsteg trots förlängningar bör studierna 

avslutas. En lämplig längsta tid för förlängning bedöms vara tre år. Det 35 
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innebär att en individ först kan studera sfi i tre år och förhoppningsvis klara 

av studierna under den tiden, men att det finns möjlighet till förlängning 

under totalt sett lika lång tid om personen med hänsyn till sina personliga 

förhållanden har särskilda skäl. Ett sådant system bedöms vara tillräckligt 

generöst för att passa personer med olika förutsättningar och medverka till 

att en individ motiveras att försöka klara av studierna i svenska språket. 

Syftet är att personen inte ska avbryta studierna i förtid och kanske inte 

komma vidare, utan att personen i stället ska etablera sig i samhället och 

kunna försörja sig själv utan att behöva bli föremål för ekonomiskt bistånd. 

Regeringen föreslår därför att huvudmannen ska besluta om att förlänga 

den tid som en elev har rätt att delta i sfi, om tidsperioden inte har löpt ut 

och om eleven med hänsyn till sina personliga förhållanden har särskilda 

skäl. Ett sådant beslut ska få fattas för högst sex månader åt gången. Den 

totala tiden för förlängning ska inte få överstiga tre år. 

Huvudmannen ska liksom hittills kunna besluta att sfi ska upphöra för en 
elev 

Huvudmannen för komvux kan besluta att utbildningen ska upphöra om 

eleven saknar förutsättningar att tillgodogöra sig utbildningen eller av 

annan anledning inte gör tillfredsställande framsteg. Den vars sfi har upp-

hört efter ett sådant beslut eller som frivilligt avbrutit utbildningen ska på 

nytt erbjudas sådan utbildning, om det finns särskilda skäl för det (20 kap. 

9 § skollagen). Som framgår ovan föreslår regeringen en tidsgräns på tre 

år för studier i sfi, men med möjlighet till förlängning. Den befintliga reg-

leringen i skollagen om rätten att fullfölja sfi behöver därför kompletteras. 

Regeringen föreslår att det ska framgå av skollagen att huvudmannen, 

även om tidsfristen fortfarande löper, ska få besluta att utbildningen ska 

upphöra för eleven om han eller hon saknar förutsättningar att tillgodogöra 

sig utbildningen eller av annan anledning inte gör tillfredsställande 

framsteg. 

Utredningen föreslår att den som under tidsfristen frivilligt avbrutit 

utbildningen efter önskemål på nytt ska beredas sådan utbildning. Om 

eleven frivilligt avbrutit utbildningen och tidsfristen har löpt ut, ska dock 

eleven enligt utredningens förslag bara på nytt beredas sådan utbildning 

om det finns särskilda skäl för det. Till skillnad från utredningen anser 

regeringen att det fortfarande ska krävas att även den som frivilligt avbrutit 

utbildningen har särskilda skäl för att personen på nytt ska få beredas 

utbildning. Därtill anser regeringen att rätten att fortsätta en avbruten 

utbildning om det finns särskilda skäl bara ska gälla inom ramen för ovan 

nämnda treårsperiod eller en förlängningsperiod. 
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6.5 Eleven ska ha rätt att delta i sfi i en annan 

kommun än hemkommunen 

Regeringens förslag: Den som har rätt att delta i sfi ska ha rätt att delta 

i sådan utbildning även i en annan kommun än hemkommunen, om 

personen med hänsyn till sina personliga förhållanden har särskilda skäl 

att få delta i utbildning i den andra kommunen. I ett sådant fall ska den 

kommunen vara skyldig att se till att personen erbjuds sfi. Kommunen 

ska också informera hemkommunen om att den har tagit emot personen 

till sin sfi. 

En kommun som har tagit emot en elev, som kommer från en annan 

kommun, för utbildning i sfi, ska få ersättning för sina kostnader för 

elevens utbildning från elevens hemkommun. 

Utredningens förslag överensstämmer i huvudsak med regeringens 

förslag. Utredningen föreslår inte att en kommun som tar emot en person 

som kommer från en annan kommun ska informera den andra kommunen 

om detta. 

Remissinstanserna: En majoritet av remissinstanserna tillstyrker för-

slaget eller har inget att invända mot det, däribland Statens skolverk, 

Statens skolinspektion, Specialpedagogiska skolmyndigheten, Skolväsen-

dets överklagandenämnd, Arbetsförmedlingen, Delegationen mot segre-

gation, Länsstyrelsen i Jönköpings län, Ystads och Östhammars kommu-

ner, Region Skåne, Region Västerbotten, Göteborgsregionens kommunal-

förbund, Sveriges Skolledarförbund, Lärarförbundet, Lärarnas Riksför-

bund och Svenskt Näringsliv. 

Sveriges Kommuner och Regioner (SKR) tillstyrker förslaget om att ele-

ver ska kunna läsa sfi i en annan kommun, under förutsättning att det är 

avgörande för elevens möjlighet att kombinera sfi med en insats som är 

viktig för etableringen, exempelvis yrkesutbildningar eller arbete. 

Dorotea kommun anger att förslaget förutsätter ett bra mellankommunalt 

samarbete vilket enligt kommunen bör tydliggöras och regleras. 

Göteborgs kommun tillstyrker förslaget men anger att samverkan med 

många kommuner om enskilda elevers progression kan bli en omfattande 

uppgift. Lycksele kommun invänder att förslaget kan komma att ge ovänta-

de merkostnader för sfi för personer som bor nära kommunen. 

Skälen för regeringens förslag 

En individ ska kunna gå i sfi i en annan kommun än sin hemkommun 

Som framgår av avsnitt 5.1 finns det i dag för all komvux utom sfi bestäm-

melser om att man kan få delta i utbildningen även i en annan kommun än 

sin hemkommun (20 kap. 13, 14, 19 d och 22 §§ skollagen). 

Regeringen anser att det är viktigt att det finns flexibilitet när det gäller 

individers rätt till studier i sfi. En person som t.ex. är nyanländ behöver 

dels lära sig svenska språket, dels så fort som möjligt etablera sig på arbets-

marknaden eller delta i andra typer av utbildningar, exempelvis en yrkesut-

bildning. Arbete eller en viss yrkesutbildning finns inte alltid i individens 

hemkommun, vilket kan medföra att individen inte kan kombinera arbetet 

eller yrkesutbildningen med sfi och på så sätt utveckla nödvändiga kunska-
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per i svenska. Att t.ex. kunna läsa sfi på dagtid eller i anslutning till arbets-

dagen kan dessutom underlätta individens vardagsliv i övrigt och medföra 

god motivation för studierna. Det behöver alltså finnas en möjlighet att 

delta i sfi i en annan kommun än hemkommunen, förutsatt att personen 

med hänsyn till sina personliga förhållanden har särskilda skäl att få delta 

i utbildning i den andra kommunen. 

Det är viktigt att kommunen försöker tillmötesgå den enskildes behov 

av flexibilitet och individanpassning. Studier i sfi ska kunna kombineras 

med förvärvsarbete (20 kap. 26 § skollagen). Det kan exempelvis innebära 

att förvärvsarbete kombineras med studier i sfi på kvällstid. 

Sveriges Kommuner och Regioner (SKR) tillstyrker förslaget om att 

elever ska kunna läsa sfi i en annan kommun, under förutsättning att det är 

avgörande för elevens möjlighet att kombinera sfi med en insats som är 

viktig för etableringen, exempelvis yrkesutbildningar eller arbete. 

Lycksele kommun invänder att förslaget kan komma att ge en kommun 

oväntade merkostnader för sfi för personer som bor nära kommunen. 

Regeringen anser att en person bör ha rätt att delta i sfi även i en annan 

kommun än hemkommunen om personen behöver kunna kombinera stu-

dierna med t.ex. arbete i den andra kommunen. Flexibiliteten bör dock inte 

gå så långt att en individ helt fritt kan välja var han eller hon vill studera. 

Att personer behöver kunna kombinera sina studier i sfi med t.ex. arbete, 

praktik eller yrkesutbildning, för att så snabbt som möjligt kunna etablera 

sig, bör kunna utgöra sådana särskilda skäl som gör att personen har rätt 

att studera i en annan kommun än hemkommunen. Kommunen bör vid sin 

bedömning av om det finns särskilda skäl ha som utgångspunkt att försöka 

underlätta individens integration och etablering i det svenska samhället. 

Att såväl hemkommunens som en annan kommuns beslut i fråga om att en 

person ska tas emot till sfi får överklagas till Skolväsendets överklagande-

nämnd framgår av 20 kap. 33 § och 28 kap. 12 § första stycket 9 skollagen. 

Dorotea kommun anger att förslaget förutsätter ett bra mellankommunalt 

samarbete vilket enligt kommunen bör tydliggöras och regleras. Rege-

ringen håller med om att det är viktigt att kommunerna samarbetar. 

Mellankommunala samarbeten bör dock utvecklas lokalt och inte regleras 

på nationell nivå. Göteborgs kommun anger att samverkan med många 

kommuner om enskilda elevers progression kan bli en omfattande uppgift. 

Regeringen vill betona att rätten att delta i sfi i en annan kommun än hem-

kommunen endast bör gälla om personen med hänsyn till sina personliga 

förhållanden har särskilda skäl. Det är den mottagande kommunen som 

bör göra den bedömningen. Det är också den kommun som tagit emot ele-

ven som bör ansvara för att eleven utvecklas och ges förutsättningar att 

fullfölja studierna. Regeringen bedömer därmed att det inte kommer att 

ställas några betungande krav på samverkan på den kommun där eleven 

får sin utbildning. 

Regeringen föreslår alltså att den som har rätt att delta i sfi ska ha rätt 

att delta i sådan utbildning även i en annan kommun än hemkommunen, 

om personen med hänsyn till sina personliga förhållanden har särskilda 

skäl att få delta i utbildning i den andra kommunen. 
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7 

Hemkommunen ska ersätta kostnaderna för elevens utbildning i en annan 
kommun 

För all komvux utom sfi finns det bestämmelser om att man kan få delta i 

utbildningen även i en annan kommun än sin hemkommun. Det finns i 

anslutning därtill också, för all annan komvux än sfi, bestämmelser om att 

hemkommunen ska svara för kostnaderna för utbildning hos den andra 

kommunen, s.k. interkommunal ersättning (20 kap. 15 och 21 a §§ skol-

lagen). Även för andra skolformer finns bestämmelser om interkommunal 

ersättning i de fall en elev får sin utbildning i en annan kommun än hem-

kommunen. Det är rimligt att hemkommunen, om den inte behöver anord-

na sfi för en elev eftersom eleven deltar i utbildningen i en annan kommun, 

i stället ersätter den andra kommunen för elevens utbildning. 

För de andra delarna av komvux än sfi, dvs. komvux på grundläggande 

och gymnasial nivå och komvux som anpassad utbildning på grundläggan-

de och gymnasial nivå, finns också bestämmelser om att ansökan om att 

delta i utbildningen ska lämnas in till den sökandes hemkommun. Detta 

gäller oavsett om ansökan avser en utbildning som anordnas av hem-

kommunen eller av en annan kommun. Därmed kan hemkommunen beslu-

ta om den interkommunala ersättningen. Till skillnad från dessa utbild-

ningar finns det dock inte några bestämmelser om ansökan till sfi. Det 

anges bara i skollagen att huvudmannen beslutar om en person ska tas 

emot till utbildningen (20 kap. 33 §). Det är alltså den mottagande kommu-

nen som bedömer om personen har rätt att delta i utbildningen. Det innebär 

att hemkommunen inte automatiskt får kännedom om att en individ har 

börjat studera sfi i en annan kommun. För att hemkommunen inte ska få 

en onödig administrativ börda, för att underlätta kommunens planering av 

sin sfi och med hänsyn till kommunens budget bör den kommun som har 

tagit emot en elev från en annan kommun informera hemkommunen om 

detta. 

Regeringen föreslår således att en kommun som har tagit emot en elev 

som kommer från en annan kommun till sfi ska informera elevens hem-

kommun om detta. Kommunen ska också få ersättning för sina kostnader 

för elevens utbildning från elevens hemkommun. 

Behandlingen av personuppgifter är 

förenlig med EU:s dataskyddsförordning 

I avsnitt 6 lämnas förslag som innebär att sfi stärks. Förslagen innebär att 

kommunerna, rektorerna, lärarna, studie- och yrkesvägledarna och even-

tuellt annan personal i skolan kommer att behöva behandla person-

uppgifter. Nedan görs en analys av hur sådana behandlingar förhåller sig 

till dataskyddsregleringen. 

39 
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7.1 Det finns EU-rättsliga och nationella 

bestämmelser om personuppgiftsbehandling 

EU:s dataskyddsförordning kompletteras av nationella 

bestämmelser 

Europaparlamentets och rådets förordning (EU) 2016/679 av den 27 april 

2016 om skydd för fysiska personer med avseende på behandling av per-

sonuppgifter och om det fria flödet av sådana uppgifter och om upphä-

vande av direktiv 95/46/EG (allmän dataskyddsförordning), här benämnd 

dataskyddsförordningen, är i alla delar bindande och direkt tillämplig i 

samtliga EU:s medlemsländer. Dataskyddsförordningen syftar till att 

skydda fysiska personers grundläggande rättigheter och friheter, särskilt 

deras rätt till skydd av personuppgifter, och att säkerställa det fria flödet 

av personuppgifter inom unionen. Förordningen utgör den generella regle-

ringen av personuppgiftsbehandling inom EU. Den kompletteras i Sverige 

av bl.a. lagen (2018:218) med kompletterande bestämmelser till EU:s 

dataskyddsförordning, här benämnd dataskyddslagen. Dataskyddslagen är 

subsidiär till annan lag eller förordning, dvs. bestämmelser om behandling 

av personuppgifter som finns i sektorsspecifika lagar och förordningar och 

som avviker från dataskyddslagen har företräde (1 kap. 6 § dataskyddsla-

gen). 

Behovet av reglering av den behandling av personuppgifter som sker på 

utbildningsområdet analyserades i samband med införandet av data-

skyddsförordningen och dataskyddslagen i propositionen Behandling av 

personuppgifter på utbildningsområdet (prop. 2017/18:218). Där gjordes 

bedömningen att dataskyddsförordningen och dataskyddslagen utgör till-

räcklig reglering för den personuppgiftsbehandling som bl.a. offentliga 

huvudmän ägnar sig åt. När det gäller enskilda huvudmän ansågs det 

finnas behov av kompletterande bestämmelser om behandling av vissa 

uppgifter, bl.a. s.k. känsliga personuppgifter. Sådana bestämmelser har 

förts in i 26 a kap. skollagen. 

Det krävs en rättslig grund för att kunna behandla 

personuppgifter 

Behandling av personuppgifter som faller under dataskyddsförordningens 

tillämpningsområde får bara ske om det finns en tillämplig rättslig grund. 

De rättsliga grunderna regleras i artikel 6.1 i dataskyddsförordningen och 

är samtycke (artikel 6.1 a), avtal (artikel 6.1 b), rättslig förpliktelse (artikel 

6.1 c), skydd av vissa intressen (artikel 6.1 d), uppgift av allmänt intresse 

och myndighetsutövning (artikel 6.1 e) samt intresseavvägning (artikel 

6.1 f). Om det inte finns någon rättslig grund är behandlingen inte laglig 

och får därmed inte utföras. De olika rättsliga grunderna är i viss mån över-

lappande. Flera rättsliga grunder kan därför vara tillämpliga på en och 

samma behandling. 

Utrymmet för att myndigheter ska kunna basera en behandling av per-

sonuppgifter på den rättsliga grunden samtycke är begränsat (skäl 43 i 

dataskyddsförordningen). Det är vidare inte tillåtet för myndigheter att 

behandla personuppgifter med stöd av den rättsliga grunden intresseav-40 
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vägning. De rättsliga grunderna rättslig förpliktelse, uppgift av allmänt 

intresse och myndighetsutövning ska vidare fastställas i enlighet med 

unionsrätten eller en medlemsstats nationella rätt (artikel 6.3). Förslagen i 

denna lagrådsremiss är inte av den karaktären att de avser avtal eller skydd 

av vissa intressen. De rättsliga grunder som kan bli aktuella för den per-

sonuppgiftsbehandling som kommer att bli en följd av förslagen i lagråds-

remissen är således rättslig förpliktelse samt uppgift av allmänt intresse 

och myndighetsutövning. Den rättsliga grunden ska vara tydlig och precis 

och dess tillämpning bör vara förutsägbar för de personer som omfattas av 

den (skäl 41 i dataskyddsförordningen). 

Vid behandling av personuppgifter gäller vidare ett antal grundläggande 

principer som fastslås i artikel 5 i dataskyddsförordningen. Bland annat 

ska uppgifterna behandlas på ett lagligt, korrekt och öppet sätt i förhållan-

de till den registrerade (laglighet, korrekthet och öppenhet). Uppgifterna 

ska samlas in för särskilda, uttryckligt angivna och berättigade ändamål 

och inte senare behandlas på ett sätt som är oförenligt med dessa ändamål 

(ändamålsbegränsning). Uppgifterna ska också vara adekvata, relevanta 

och inte för omfattande i förhållande till de ändamål för vilka de behandlas 

(uppgiftsminimering). 

Närmare om den rättsliga grunden uppgift av allmänt 

intresse 

I propositionen Ny dataskyddslag framför regeringen att begreppet uppgift 

av allmänt intresse måste ges en vid betydelse (prop. 2017/18:105). Att 

den rättsliga grunden ska vara fastställd innebär att uppgiften av allmänt 

intresse måste ha stöd i rättsordningen. En uppgift av allmänt intresse är 

fastställd i enlighet med svensk rätt bl.a. om den följer av lag eller annan 

författning. Alla uppgifter som riksdag eller regering gett i uppdrag åt stat-

liga myndigheter att utföra är av allmänt intresse. Detta måste även gälla i 

dataskyddsförordningens mening, eftersom det är upp till varje medlems-

stat att fastställa de uppgifter som är av allmänt intresse (prop. 

2017/18:105 s. 56 och 57). 

Enligt dataskyddsförordningen krävs att den rättsliga grunden uppgift av 

allmänt intresse är fastställd i enlighet med unionsrätten eller en medlems-

stats nationella rätt som den personuppgiftsansvarige omfattas av. Detta 

innebär inte att det krävs en reglering i den nationella rätten av själva per-

sonuppgiftsbehandlingen, utan det som måste ha stöd i rättsordningen är i 

stället uppgiften av allmänt intresse (prop. 2017/18:105 s. 48 och 49). 

Myndigheternas uppdrag och åligganden framgår av lagar, förordningar 

och andra regeringsbeslut. De åtgärder som myndigheterna vidtar för att 

utföra uppdrag eller uppfylla åligganden som framgår av författningar har 

därmed i sig en legal grund, som har offentliggjorts genom tydliga, precisa 

och förutsebara regler (prop. 2017/18:105 s. 57). Vid tillämpningen av den 

rättsliga grunden uppgift av allmänt intresse spelar det inte någon roll om 

den personuppgiftsansvarige är en offentlig eller privat aktör. Om den upp-

gift som den personuppgiftsansvarige utför är av allmänt intresse och 

denna uppgift är fastställd i enlighet med unionsrätten eller den nationella 

rätten finns det en rättslig grund för nödvändig behandling enligt artikel 

6.1 e. Det saknar då betydelse om en privat aktör utför verksamheten på 
41 
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direkt uppdrag av en myndighet eller på eget initiativ (prop. 

2017/18:105 s. 58). 

Vidare ska unionsrätten eller medlemsstaternas nationella rätt uppfylla 

ett mål av allmänt intresse och vara proportionell mot det legitima mål som 

eftersträvas (dataskyddsförordningen artikel 6.3). I propositionen Ny data-

skyddslag konstateras att bestämmelsen motsvarar det krav som Europa-

konventionen ställer på lagstiftaren i en rättsstat. Utgångspunkten bör där-

för vara att dataskyddsförordningens krav är uppfyllt i fråga om bl.a. de 

uppgifter av allmänt intresse som fastställs i enlighet med svensk rätt 

(prop. 2017/18:105 s. 50). 

För att behandling av personuppgifter ska vara tillåten med stöd av den 

rättsliga grunden uppgift av allmänt intresse krävs också att ändamålet 

med behandlingen är nödvändigt för att utföra uppgiften i fråga (artikel 

6.3). Detta ska inte tolkas som att uppgiften av allmänt intresse måste vara 

avgränsad så att den bara kan utföras på ett sätt. Den metod som den per-

sonuppgiftsansvarige väljer för att utföra sin uppgift måste dock – som all 

offentlig förvaltning – vara ändamålsenlig, effektiv och proportionerlig 

och får därmed inte medföra ett onödigt intrång i enskildas privatliv. Ju 

mer detaljerat en viss uppgift har reglerats, desto mindre utrymme torde 

det finnas för den personuppgiftsansvarige att välja olika tillvägagångssätt. 

Detta medför i sin tur en större förutsebarhet i fråga om vilken personupp-

giftsbehandling som kan aktualiseras. Om ett uppdrag i stället har reglerats 

på en mer övergripande och resultatinriktad nivå kan det sannolikt utföras 

på många olika sätt, vilka i förhållande till varandra kan vara mer eller 

mindre nödvändiga i dataskyddsförordningens mening. Kravet på att 

ändamålet ska vara nödvändigt för att utföra en uppgift av allmänt intresse 

innebär alltså i sig en spärr mot helt onödig behandling av personuppgifter 

eller sådan behandling som utgör ett oproportionerligt intrång i privatlivet 

som inte kunnat förutses (prop. 2017/18:105 s. 60). 

Ovanstående ligger till grund för 2 kap. 2 § dataskyddslagen, där det 

anges att personuppgifter får behandlas med stöd av artikel 6.1 e i EU:s 

dataskyddsförordning bl.a. om behandlingen är nödvändig för att utföra en 

uppgift av allmänt intresse som följer av lag eller annan författning, av 

kollektivavtal eller av beslut som har meddelats med stöd av lag eller 

annan författning. 

Närmare om den rättsliga grunden myndighetsutövning 

Personuppgifter får också behandlas om syftet med behandlingen är nöd-

vändig som ett led i den personuppgiftsansvariges myndighetsutövning 

(artikel 6.1 e och 6.3 dataskyddsförordningen). Även myndighetsutövning 

som rättslig grund för behandlingen måste ha stöd i rättsordningen på det 

sätt som angetts ovan i fråga om uppgift av allmänt intresse. Unionsrätten 

eller medlemsstaternas nationella rätt ska uppfylla ett mål av allmänt 

intresse och vara proportionell mot det legitima mål som eftersträvas 

(artikel 6.3). 

Begreppet myndighetsutövning har en EU-gemensam innebörd. Ut-

gångspunkten är att det som i Sverige brukar anses som myndighetsut-

övning faller under begreppet och att detta bör gälla även fortsättningsvis. 

Myndighetsutövning mot enskilda karaktäriseras av beslut eller andra 
42 
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ensidiga åtgärder som ytterst är ett uttryck för samhällets maktbefogen-

heter i förhållande till medborgarna. Myndighetsutövning behöver ha stöd 

i gällande rätt, och befogenheten att utöva myndighet är därför alltid fast-

ställd i en författning i Sverige. Den rättsliga grunden myndighetsutövning 

som grund för att behandla personuppgifter kan tillämpas av alla person-

uppgiftsansvariga som har tilldelats myndighetsutövande befogenheter 

(prop. 2017/18:105 s. 62 och 63). 

Ovanstående ligger till grund för 2 kap. 2 § dataskyddslagen, där det 

anges att personuppgifter får behandlas med stöd av artikel 6.1 e i EU:s 

dataskyddsförordning om behandlingen är nödvändig som ett led i den 

personuppgiftsansvariges myndighetsutövning enligt lag eller annan för-

fattning. 

Närmare om den rättsliga grunden rättslig förpliktelse 

En behandling av personuppgifter är tillåten om den är nödvändig för att 

fullgöra en rättslig förpliktelse som åvilar den personuppgiftsansvarige 

(artikel 6.1 c dataskyddsförordningen). För att denna grund ska kunna 

tillämpas krävs, i likhet med de rättsliga grunderna utförande av uppgift 

av allmänt intresse och myndighetsutövning, att den rättsliga förpliktelsen 

är fastställd i unionsrätten eller en medlemsstats nationella rätt samt att 

unionsrätten eller medlemsstaternas nationella rätt uppfyller ett mål av all-

mänt intresse och är proportionell mot det legitima mål som eftersträvas 

(artikel 6.3). 

När personuppgiftsbehandlingen grundar sig på en rättslig förpliktelse 

ska syftet med behandlingen fastställas i den rättsliga grunden (artikel 6.3). 

Detta krav torde innebära att en förpliktelse inte kan läggas till grund för 

behandling av personuppgifter om syftet med behandlingen inte framgår. 

Det ska vara möjligt för såväl den personuppgiftsansvarige som den regist-

rerade att förstå varför behandlingen av personuppgifter ska ske. Detta kan 

exempelvis ske genom en författning som anger att en näringsidkare i en 

viss situation är skyldig att lämna uppgifter till en myndighet eller en 

domstol (prop. 2017/18:105 s. 54). Med detta får förstås att ändamålet med 

personuppgiftsbehandling som grundar sig på rättslig förpliktelse bör 

framgå av det sammanhang där den rättsliga förpliktelsen fastställs. 

Ovanstående ligger till grund för 2 kap. 1 § dataskyddslagen, där det 

anges att personuppgifter får behandlas med stöd av artikel 6.1 c i EU:s 

dataskyddsförordning, om behandlingen är nödvändig för att den person-

uppgiftsansvarige ska kunna fullgöra en rättslig förpliktelse som följer av 

lag eller annan författning, av kollektivavtal eller av beslut som har med-

delats med stöd av lag eller annan författning. 

Behandling av vissa kategorier av uppgifter och av 

personnummer 

När det gäller vissa typer av uppgifter ställs det särskilt höga krav i data-

skyddsförordningen för att de ska få behandlas. Enligt artikel 9.1 är det 

som huvudregel förbjudet att behandla uppgifter som avslöjar ras eller 

etniskt ursprung, politiska åsikter, religiös eller filosofisk övertygelse eller 

medlemskap i fackförening, uppgifter om hälsa eller om en fysisk persons 43 
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sexualliv eller sexuella läggning samt genetiska uppgifter och biometriska 

uppgifter för att entydigt identifiera en fysisk person. Användningen av 

termen ras innebär inte att unionen godtar teorier som söker fastställa före-

komsten av skilda människoraser (skäl 51). 

Sådana uppgifter som omfattas av förbudet i artikel 9.1 benämns i data-

skyddsförordningen särskilda kategorier av personuppgifter. I dataskydds-

lagen benämns de i stället känsliga personuppgifter (3 kap. 1 §). Det finns 

bestämmelser om undantag från förbudet att behandla nu aktuella uppgif-

ter i såväl dataskyddsförordningen som i dataskyddslagen. Uppgifterna får 

enligt dataskyddsförordningen behandlas bl.a. om behandlingen är nöd-

vändig med hänsyn till ett viktigt allmänt intresse, på grundval av unions-

rätten eller medlemsstaternas nationella rätt, vilken ska stå i proportion till 

det eftersträvade syftet, vara förenligt med det väsentliga innehållet i rätten 

till dataskydd och innehålla bestämmelser om lämpliga och särskilda 

åtgärder för att säkerställa den registrerades grundläggande rättigheter och 

intressen (artikel 9.2 g). Känsliga personuppgifter får enligt dataskyddsla-

gen behandlas av en myndighet om uppgifterna har lämnats till myndig-

heten och behandlingen krävs enligt lag, om behandlingen är nödvändig 

för handläggningen av ett ärende eller i annat fall, om behandlingen är 

nödvändig med hänsyn till ett viktigt allmänt intresse och inte innebär ett 

otillbörligt intrång i den registrerades personliga integritet. Det är vid 

sådan behandling förbjudet att utföra sökningar i syfte att få fram ett urval 

av personer grundat på känsliga personuppgifter (3 kap. 3 § dataskyddsla-

gen). 

Behandling av nationella identifikationsnummer regleras i artikel 87 i 

dataskyddsförordningen. Enligt den artikeln får medlemsstaterna närmare 

bestämma på vilka särskilda villkor ett nationellt identifikationsnummer 

eller något annat vedertaget sätt för identifiering får behandlas. Ett natio-

nellt identifikationsnummer eller ett annat vedertaget sätt för identifiering 

ska i sådana fall endast användas med iakttagande av lämpliga skyddsåt-

gärder för de registrerades rättigheter och friheter enligt dataskyddsförord-

ningen. Av 3 kap. 10 § dataskyddslagen framgår att personnummer och 

samordningsnummer får behandlas utan samtycke endast när det är klart 

motiverat med hänsyn till ändamålet med behandlingen, vikten av en säker 

identifiering eller något annat beaktansvärt skäl. 

När det gäller enskild verksamhet enligt skollagen finns det särskilda 

bestämmelser i 26 a kap. skollagen som kompletterar dataskyddsförord-

ningen och dataskyddslagen. Kapitlet innehåller också en upplysning om 

att det för myndigheter och vissa andra organ finns bestämmelser om be-

handling av känsliga personuppgifter och om sökbegränsningar i data-

skyddslagen. I kapitlet anges att känsliga personuppgifter får behandlas 

hos en enskild huvudman eller hos en enskild aktör enligt 24 eller 25 kap. 

om behandlingen är nödvändig för en hantering som motsvarar handlägg-

ning av ett ärende hos en myndighet eller i annat fall, om behandlingen är 

nödvändig i verksamheten och inte innebär ett otillbörligt intrång i den 

registrerades personliga integritet. Det är vid sådan behandling förbjudet 

att utföra sökningar i syfte att få fram ett urval av personer grundat på 

känsliga personuppgifter. Regeringen får dock meddela föreskrifter om 

undantag från vissa sökbegränsningar för såväl kommunala som enskilda 

huvudmän (4 och 5 §§). Regeringen har meddelat sådana föreskrifter i 

44 
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förordningen (2018:1366) om sökbegränsningar vid behandling av person-

uppgifter i vissa utbildningsformer och i viss verksamhet hos kommuner. 

7.2 Regleringen om personuppgifter behöver inte 

kompletteras 

Regeringens bedömning: EU:s dataskyddsförordning, lagen med 

kompletterande bestämmelser till EU:s dataskyddsförordning, förord-

ningen med kompletterande bestämmelser till EU:s dataskyddsförord-

ning, offentlighets- och sekretesslagen och skollagens bestämmelser 

om behandling av personuppgifter och tystnadsplikt utgör tillräcklig 

reglering för den personuppgiftsbehandling som kan komma att ske hos 

kommuner, enskilda som anordnar sfi på entreprenad och folkhögskolor 

med anledning av förslagen i lagrådsremissen. Det behöver således inte 

införas någon ytterligare dataskyddsreglering för denna behandling. 

Utredningens bedömning överensstämmer med regeringens bedöm-

ning. 

Remissinstanserna: Integritetsskyddsmyndigheten har inga syn-

punkter. 

Sveriges Vägledarförening anger att det finns många frågetecken när det 

gäller personuppgiftsbehandlingen med anledning av förslaget om att den 

individuella studieplanen ska följa med eleven när han eller hon byter till 

en skolenhet med en annan huvudman. 

Skälen för regeringens bedömning 

Vilka personuppgifter kommer att behöva behandlas? 

I lagrådsremissen föreslås att en kommun ska upprätta en handlingsplan 

för sina insatser för att nå de personer i kommunen som har rätt till sfi och 

för att motivera dem att delta i utbildningen. Sådana insatser görs främst 

på gruppnivå (jfr prop. 1990/91: 85 s. 152) och föranleder därför inte alltid 

behandling av personuppgifter. Lagrådsremissen innehåller dock andra 

förslag som innebär personuppgiftsbehandling. Den som har rätt till sfi ska 

t.ex. ha rätt att delta i utbildningen även i en annan kommun än hem-

kommunen, om personen med hänsyn till sina personliga förhållanden har 

särskilda skäl att få delta i utbildning i den andra kommunen. En kommun 

som har tagit emot en sådan elev i sin utbildning i sfi ska informera hem-

kommunen om detta och få ersättning för sina kostnader för elevens utbild-

ning från hemkommunen. Vidare föreslås att när en elev tas emot till sfi 

ska elevens kunskaper bedömas, om en sådan bedömning inte är uppenbart 

onödig. Resultatet av bedömningen ska ligga till grund för den individuella 

studieplanen. Den individuella studieplanen för en elev i sfi ska vidare 

innehålla uppgift om den tidpunkt då eleven för första gången togs emot 

till utbildningen. När en elev i sfi övergår till en annan huvudman för 

utbildningen, ska den huvudman som eleven lämnar överlämna studiepla-

nen till den mottagande huvudmannen. Rätten att delta i sfi ska gälla i tre 

år från den tidpunkt då personen för första gången togs emot till utbild-

ningen. Kommunen ska dock besluta om att förlänga den tid som personen 
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har rätt att delta utbildningen om tidsperioden inte har löpt ut och om per-

sonen med hänsyn till sina personliga förhållanden har särskilda skäl. Ett 

sådant beslut ska få fattas för högst sex månader åt gången och den totala 

förlängningstiden ska inte få överstiga tre år. Även om tidsfristen fortfa-

rande löper ska huvudmannen få besluta att utbildningen ska upphöra för 

en elev, om eleven saknar förutsättningar att tillgodogöra sig utbildningen 

eller av annan anledning inte gör tillfredsställande framsteg. 

Förslagen i lagrådsremissen medför reglering främst i skollagen. Före-

skrifterna berör främst kommunerna, rektorerna, lärarna, studie- och 

yrkesvägledarna och eventuellt annan personal i utbildningen samt elever-

na. Förslagen berör även enskilda som anordnar sfi på entreprenad och 

folkhögskolor som anordnar utbildning som motsvarar sfi. Såväl den per-

sonuppgiftsansvarige som den registrerade kommer att kunna förstå av 

lagregleringen varför personuppgifter ska behandlas för de ändamål som 

anges i regleringen. 

Syftet med förslagen är att stärka utbildningen i sfi. Det kommer i samt-

liga fall att vara samma typer av personuppgifter som kommer att behöva 

behandlas. Elevens namn, personnummer och kontaktuppgifter kommer 

att behöva behandlas. Även uppgifter om elevens betyg och andra uppgif-

ter som rör elevens personliga förhållanden kommer att behöva behandlas. 

Vissa känsliga personuppgifter kan behöva behandlas, se vidare nedan. 

Det finns flera rättsliga grunder för att behandla personuppgifterna 

Regeringen har i propositionen Behandling av personuppgifter på utbild-

ningsområdet uttalat att anordnande och bedrivande av utbildning är en 

uppgift av allmänt intresse enligt artikel 6.1 e i dataskyddsförordningen 

(prop. 2017/18:218 s. 52). Liksom när det gäller annan verksamhet enligt 

skollagen kommer det när det gäller förslagen i denna lagrådsremiss att bli 

fråga om uppgifter av allmänt intresse som är fastställda i svensk rätt. 

Vissa av förslagen i lagrådsremissen medför ärendehandläggning som 

innefattar myndighetsutövning mot enskild. Det gäller huvudmannens 

beslut om att förlänga den tid som en person har rätt att delta i sfi, om 

tidsperioden inte har löpt ut och personen med hänsyn till sina personliga 

förhållanden har särskilda skäl. Vidare kan förslaget om att den som har 

rätt till sfi ska ha rätt att delta i utbildningen även i en annan kommun än 

hemkommunen medföra en ökning av en kommuns ärendehandläggning 

när det gäller mottagande till sfi, dvs. av sådan ärendehandläggning som 

innefattar myndighetsutövning mot enskild. Den behandling av person-

uppgifter som är nödvändig kan i nu nämnda fall göras med stöd av den 

rättsliga grunden myndighetsutövning. Även den rättsliga grunden rättslig 

förpliktelse är dock tillämplig för nämnda moment, eftersom det är fråga 

om sådana förpliktelser. Den grunden är också tillämplig när det gäller 

förslagen om att en elevs kunskaper ska bedömas vid mottagandet till sfi, 

att den individuella studieplanen ska följa med eleven när han eller hon 

övergår till en annan huvudman och interkommunal ersättning. 

En huvudman och berörd skolpersonal kommer således att kunna utföra 

nödvändig personuppgiftsbehandling som följer av förslagen med stöd av 

2 kap. 1 och 2 §§ dataskyddslagen. 

När en juridisk eller fysisk person utför uppgifter som avser undervis-

ning på entreprenad åt en skolhuvudman bör även entreprenören anses 
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utföra en uppgift av allmänt intresse. Ett privaträttsligt organ som fullgör 

ett uppdrag avseende en sådan uppgift kan därför vidta nödvändiga 

behandlingsåtgärder på samma rättsliga grund som om skolhuvudmannen 

själv utfört uppgiften, dvs. med stöd av artikel 6.1 e i dataskyddsförord-

ningen (prop. 2019/20:127 s. 203). 

Känsliga personuppgifter kan behöva behandlas 

Regeringen har i propositionen Behandling av personuppgifter på utbild-

ningsområdet uttalat att anordnande och bedrivande av utbildning också är 

ett sådant viktigt allmänt intresse som krävs för behandling av känsliga 

personuppgifter enligt artikel 9.2 g i dataskyddsförordningen (prop. 

2017/18:218 s. 52). Det kan inte uteslutas att vissa av de uppgifter som 

kommer att behöva behandlas med anledning av förslagen i lagrådsre-

missen är känsliga personuppgifter. Huvudmannen kan t.ex. vid sin 

bedömning av om en person på grund av sina personliga förhållanden har 

särskilda skäl att få delta i sfi under längre tid än tre år, eller att få delta i 

utbildning i en annan kommun än hemkommunen, behöva behandla upp-

gifter som kan anses röra personens hälsa. 

Känsliga personuppgifter kan behöva behandlas vid den föreslagna 

obligatoriska bedömningen av en mottagen elevs kunskaper. Den indivi-

duella studieplanen, som föreslås följa med eleven när han eller hon 

övergår till en annan huvudman, ska innehålla uppgifter om den enskildes 

utbildningsmål och planerad omfattning av studierna (20 kap. 8 a §). En 

uppgift i planen om elevens modersmål kan inte ensamt avslöja elevens 

etniska ursprung. Uppgiften kan dock tillsammans med andra uppgifter 

om den fysiska personen avslöja personens etniska ursprung eller religiösa 

eller filosofiska övertygelse och därmed utgöra en känslig personuppgift 

(prop. 2017/18:218 s. 134). Det kan inte uteslutas att även andra typer av 

känsliga personuppgifter kan förekomma i planen. 

Detta innebär att känsliga uppgifter kan behöva behandlas av såväl 

huvudmannen för utbildningen som av rektorn, lärare och annan skolper-

sonal. När det är nödvändigt att behandla känsliga personuppgifter för 

handläggningen av ett ärende eller när behandling av sådana uppgifter i 

annat fall är nödvändig och inte innebär ett otillbörligt intrång i den regist-

rerades personliga integritet, t.ex. i en undervisningssituation, kommer 

sådan behandling att kunna utföras med stöd av 3 kap. 3 § första stycket 

2 och 3 dataskyddslagen. För folkhögskolor som anordnar utbildning som 

motsvarar sfi enligt 24 kap. skollagen kommer behandlingen i stället att 

kunna utföras med stöd av 26 a kap. 4 och 5 §§ samma lag. 

Som nämns i avsnitt 7.1 ställs det i dataskyddsförordningen vid behand-

lingen av känsliga personuppgifter krav på särskilda skyddsåtgärder för att 

säkerställa den registrerades grundläggande rättigheter och intressen. Av 

3 kap. 3 § andra stycket dataskyddslagen framgår att det är förbjudet att 

utföra sökningar i syfte att få fram ett urval av personer grundat på känsliga 

personuppgifter vid behandling som sker enbart med stöd av första stycket 

i samma paragraf. 

Hos offentliga skolhuvudmän skyddas uppgifter om en enskilds person-

liga förhållanden av sekretess enligt bestämmelser i offentlighets- och 

sekretesslagen (2009:400), förkortad OSL. Det finns i 23 kap. 5 § OSL 

bestämmelser om att sekretess gäller i bl.a. sfi för uppgift som hänför sig 
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till psykologisk undersökning eller behandling och för uppgift om en 

enskilds personliga förhållanden hos psykolog, kurator eller hos studie-

och yrkesvägledningen, om det inte står klart att uppgiften kan röjas utan 

att den enskilde eller någon närstående lider men. Sekretess gäller även i 

elevvårdande verksamhet i övrigt inom utbildningen för uppgift om en 

enskilds personliga förhållanden, om det kan antas att den enskilde eller 

någon närstående lider men om uppgiften röjs. Sekretess gäller också i 

annat fall i sfi för uppgift om en enskilds identitet, adress och andra liknan-

de uppgifter om en enskilds personliga förhållanden, om det av särskild 

anledning kan antas att den enskilde eller någon närstående lider men om 

uppgiften röjs. 

Dataskyddsförordningens krav på lämpliga och särskilda åtgärder vid 

behandling av känsliga personuppgifter för att säkerställa den registrera-

des grundläggande rättigheter och intressen bedöms vara uppfyllt dels 

genom den nuvarande regleringen i 3 kap. 3 § andra stycket dataskyddsla-

gen, dels genom bestämmelserna om sekretess i OSL. 

Behandlingen av personuppgifter uppfyller dataskyddsförordningens 
krav på proportionalitet 

Samtliga ovan beskrivna behandlingar av personuppgifter är nödvändiga 

för att utföra både en uppgift av allmänt intresse och en uppgift av viktigt 

allmänt intresse. I vissa fall kan det även bli fråga om myndighetsutövning 

och rättslig förpliktelse. Det kommer således att finnas rättslig grund för 

nödvändig behandling av personuppgifter vid kommunernas utförande av 

ovan nämnda uppgifter enligt artikel 6.1 c, 6.1 e och 6.3 dataskyddsför-

ordningen. 

När det gäller det eventuella integritetsintrång som behandlingen av per-

sonuppgifterna kan innebära ska det särskilt beaktas att det är frivilligt att 

delta i sfi och att den enskilde när som helst kan avbryta utbildningen. Det 

kommer också att vara frivilligt att delta i utbildningen i en annan kommun 

än hemkommunen. Det eventuella integritetsintrång som behandlingen 

kan innebära får därmed anses stå i rimlig proportion till den nytta som 

den föreslagna förstärkningen av utbildningens kvalitet innebär. Den 

föreslagna regleringen bedöms uppfylla mål av allmänt intresse då syftet 

med sfi är att ge vuxna invandrare grundläggande kunskaper i svenska 

språket och att ge vuxna invandrare som saknar grundläggande läs- och 

skrivfärdigheter möjlighet att förvärva sådana färdigheter. Syftet är vidare 

bl.a. att vuxna ska ges möjlighet att utveckla sina kunskaper och sin 

kompetens i syfte att stärka sin ställning i arbets- och samhällslivet samt 

att främja sin personliga utveckling, att utbildningen ska ge en god grund 

för elevernas fortsatta utbildning och att den ska utgöra en bas för den 

nationella och regionala kompetensförsörjningen till arbetslivet (20 kap. 

2 och 4 §§ skollagen). Den föreslagna regleringen bedöms vara proportio-

nell mot de legitima mål som eftersträvas. 

Av principerna för behandling av personuppgifter i dataskyddsförord-

ningen framgår vidare att uppgifterna ska behandlas på ett lagligt, korrekt 

och öppet sätt i förhållande till den registrerade (artikel 5.1 a). Även de 

grundläggande principerna om ändamålsbegränsning, uppgiftsminimering 

och lagringsminimering (artikel 5.1 b, 5.1 c och 5.1 e i dataskyddsförord-

ningen) ska tillämpas. Om myndigheter eller huvudmän ska spara uppgif-
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ter i elektronisk form måste även den grundläggande principen om integri-

tet och konfidentialitet (5.1 f i dataskyddsförordningen) beaktas. Det är 

den personuppgiftsansvarige som ansvarar för och ska kunna visa att prin-

ciperna följs (prop. 2017/18:218 s. 50). 

En personuppgiftsansvarig måste vidare ha system som syftar till att 

kontrollera att endast behöriga personer behandlar känsliga personuppgif-

ter som förekommer i den personuppgiftsansvariges verksamhet. Den per-

sonuppgiftsansvarige ska, med beaktande av den senaste utvecklingen, 

genomförandekostnaderna och behandlingens art, omfattning, samman-

hang och ändamål samt riskerna, av varierande sannolikhetsgrad och all-

var, för fysiska personers rättigheter och friheter, vidta lämpliga tekniska 

och organisatoriska åtgärder för att säkerställa en säkerhetsnivå som är 

lämplig i förhållande till risken (artikel 32.1). Säkerhetsåtgärderna ska allt-

så anpassas efter situationen. 

Sammantaget bedöms att den personuppgiftsbehandling som förslagen i 

denna lagrådsremiss kan ge upphov till är förenlig med dataskyddsförord-

ningen och dataskyddslagen samt att det inte finns något behov av ytterli-

gare dataskyddsreglering. 

Ikraftträdande- och 
övergångsbestämmelser 

Regeringens förslag: Ändringarna i skollagen ska träda i kraft den 

1 januari 2025. 

De nya bestämmelserna om bedömning av en elevs kunskaper, 

innehållet i den individuella studieplanen, rätten att delta i utbildningen 

i en annan kommun än hemkommunen, överlämning av studieplanen 

vid övergång till en annan huvudman, tidsgränserna för utbildningen 

och interkommunal ersättning ska tillämpas första gången i fråga om 

den som tas emot till sfi för första gången efter den 31 december 2024. 

För den som har tagits emot till sfi före den 1 januari 2025 ska rätten 

att delta i utbildningen gälla till och med den 31 december 2027. 

Huvudmannen ska besluta om att förlänga den tid som personen har rätt 

att delta i utbildningen, om tidsperioden inte har löpt ut och personen 

med hänsyn till sina personliga förhållanden har särskilda skäl. Ett 

sådant beslut ska få fattas för högst sex månader åt gången. Den totala 

tiden för förlängning ska inte få överstiga tre år. Huvudmannen ska 

också när som helst få besluta att utbildningen ska upphöra om eleven 

saknar förutsättningar att tillgodogöra sig utbildningen eller av annan 

anledning inte gör tillfredsställande framsteg. Den vars sfi har upphört 

efter ett sådant beslut eller som frivilligt avbrutit utbildningen ska på 

nytt beredas sådan utbildning, om det finns särskilda skäl för det och 

det kan ske inom ramen för de angivna tidsfristerna. 

Regeringens förslag överensstämmer inte med utredningens förslag. 

Utredningen föreslår att ändringarna i skollagen ska träda i kraft den 

1 januari 2022 och tillämpas på utbildning från och med den 1 juli 2022. 
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Bestämmelserna om bedömning av en elevs kunskaper, den individuella 

studieplanen, rätten att delta i utbildningen i en annan kommun än hem-

kommunen, överlämning av studieplanen vid övergång inom sfi, tids-

gränsen för utbildningen och interkommunal ersättning ska dock enligt 

utredningens förslag tillämpas för de elever som första gången tas emot i 

sfi från den 1 juli 2022. Utredningen föreslår inga bestämmelser om tids-

begränsning för dem som har tagits emot till sfi före ikraftträdandet. 

Remissinstanserna: Sveriges Skolledarförbund har inget att invända 

mot förslaget. Malmö kommun anser att tid för ikraftträdande till stor del 

är beroende av Statens skolverks förmåga till kompetensutvecklings-

insatser och tillgång till stödmaterial. Skolverket avstyrker förslaget med 

hänvisning till den pågående pandemin och förordar att införandet skjuts 

upp ett halvår. 

Skälen för regeringens förslag: I lagrådsremissen föreslås ändringar i 

skollagen som syftar till att elever i sfi ska få en utbildning med stärkt 

kvalitet. Utbildningen blir sammanhållen, koncentrerad och kontinuerlig 

och det är troligt att eleverna i lägre grad avbryter utbildningen. Det krävs 

dock viss tid för förberedelser dels hos kommunerna, dels när det gäller 

tillämpningen av det föreslagna bemyndigandet för regeringen eller den 

myndighet som regeringen bestämmer att meddela föreskrifter om under-

lag för bedömningen av en elevs kunskaper när eleven tas emot till sfi 

(avsnitt 6.2). Regeringen bedömer att den nya regleringen bör träda i kraft 

så snart som möjligt. De förberedelser som behövs bör inte vara så 

omfattande att det skulle behövas någon längre tid innan bestämmelserna 

kan träda i kraft och börja tillämpas. Det är dessutom möjligt att förbereda 

för förändringar så snart dessa blivit kända. Pandemin, som Skolverket 

hänvisar till, får anses vara över och utgör alltså inte heller ett skäl för att 

skjuta upp ikraftträdandet. Regeringen föreslår därför att ändringarna i 

skollagen ska träda i kraft den 1 januari 2025. 

De bestämmelser som föreslås om bedömning av en elevs kunskaper, 

den individuella tidsplanen, rätten att delta i utbildningen i en annan kom-

mun än hemkommunen, överlämning av uppgifter vid övergång till en 

annan huvudman, tidsgränsen för utbildningen och interkommunal er-

sättning bör ses som en helhet. Bestämmelserna bör därför tillämpas för 

den som tas emot till sfi för första gången efter ikraftträdandet. 

Det är dock inte rimligt att de som påbörjat sfi före ikraftträdandet får 

fortsätta hur länge som helst. Regeringen föreslår därför att det ska införas 

en övergångsbestämmelse som innebär att den som tagits emot till sfi före 

ikraftträdandet ska ha rätt att delta i utbildningen i tre år från ikraft-

trädandet, dvs. till och med den 31 december 2027. Huvudmannen bör, på 

samma sätt som för de som påbörjar sfi första gången efter ikraftträdandet, 

kunna förlänga tidsperioden med sex månader i taget under förutsättning 

att beslutet om förlängning fattas innan tidsperioden har löpt ut och 

personen med hänsyn till sina personliga förhållanden har särskilda skäl. 

Förlängningar ska som längst kunna göras i tre år. Huvudmannen bör även, 

på samma sätt som gäller för elever som tas emot efter ikraftträdandet, när 

som helst få besluta att utbildningen ska upphöra om eleven saknar 

förutsättningar att tillgodogöra sig utbildningen eller av annan anledning 

inte gör tillfredsställande framsteg. Den vars sfi har upphört efter ett sådant 

beslut eller som frivilligt avbrutit utbildningen ska på nytt beredas sådan 
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utbildning, om det finns särskilda skäl för det och det kan ske inom ramen 

för de tidsfrister som anges ovan. 

I avsnitt 6.3 föreslås att den individuella studieplanen ska innehålla 

uppgift om den tidpunkt då eleven för första gången togs emot till sfi. Det 

är dock inte rimligt att kräva att det ska införas en uppgift om elevens 

startdatum i alla de individuella studieplaner som redan har upprättats före 

den 1 januari 2025. Det är t.ex. inte säkert att detta datum alltid är känt. 

Det bör därför inte införas någon övergångsbestämmelse om att den 

individuella studieplanen för en elev som har tagits emot till sfi före den 

1 januari 2025 ska innehålla uppgift om den tidpunkt då eleven för första 

gången togs emot till utbildningen. 

Konsekvenser 

Vilka berörs av förslagen? 

Vuxna personer som har rätt att delta i utbildning i sfi berörs av förslagen 

i denna lagrådsremiss, liksom kommunala huvudmän, andra utbildnings-

anordnare och folkhögskolor som får anordna utbildning som motsvarar 

sfi. 

Under 2022 deltog 123 474 personer i sfi, varav 61 procent kvinnor och 

39 procent män. Av deltagarna var 12 364 bosatta i en annan kommun än 

den kommun där de fick sin utbildning i sfi. Av 92 832 elever som avslutat 

eller avbrutit sin utbildning under 2022 var det 50,3 procent som avslutade 

sin utbildning med godkända betyg (52,5 procent av dessa deltog i sfi som 

kommunen anordnande själv och 47 procent deltog i sfi hos en annan 

anordnare) och 3,4 procent som avslutade utan godkända betyg (3 procent 

av dessa deltog i sfi som kommunen anordnade och 4 procent deltog i sfi 

hos en annan anordnare). Det var 46,3 procent som avbröt utbildningen 

(44,5 procent av de som deltog i sfi hos kommunen och 49 procent av de 

som deltog i sfi hos en annan utbildningsanordnare). 

Totalt 8 805 elever deltog 2022 i utbildning som motsvarar sfi på en 

folkhögskola. 

Konsekvenser för kommuner 

Konsekvenser för den kommunala självstyrelsen 

Den kommunala självstyrelsen regleras bl.a. i 14 kap. regeringsformen. 

Enligt 14 kap. 3 § regeringsformen bör en inskränkning i den kommunala 

självstyrelsen inte gå utöver vad som är nödvändigt med hänsyn till de 

ändamål som har föranlett inskränkningen. Innebörden av bestämmelsen 

är att en eventuell inskränkning i den kommunala självstyrelsen ska prövas 

mot en proportionalitetsprincip. Den slutliga bedömningen av hur denna 

prövning faller ut görs av riksdagen i samband med att riksdagen tar 

ställning i lagstiftningsärendet (prop. 2009/10:80 s. 296). 
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De förslag som lämnas i denna lagrådsremiss innebär utökade skyldig-

heter för kommunerna som påverkar den kommunala självstyrelsen. 

Förslagen syftar dock till att elever i sfi ska få en utbildning med stärkt 

kvalitet genom att utbildningen blir sammanhållen, koncentrerad och 

kontinuerlig, även om eleven byter huvudman, och därmed till att eleverna 

i lägre grad ska avbryta utbildningen. Detta är positivt både för eleverna, 

som uppnår nödvändiga språkkunskaper för att ta del av samhällslivet, 

fortsatta studier och arbete, och för kommunerna som uppnår en högre 

genomströmning i utbildningen och lägre kostnader för försörjningsstöd. 

Regeringen har avstått från att genomföra sådana förslag från utredningen 

som regeringen bedömer är alltför långtgående med hänsyn till den kom-

munala självstyrelsen (se avsnitt 6.1). 

Syftet med förslagen bedöms inte kunna uppnås på ett annat sätt än 

genom föreskrifter på lagnivå som innebär en viss inskränkning av den 

kommunala självstyrelsen. 

Ekonomiska konsekvenser för kommunerna 

Enligt den kommunala finansieringsprincipen ska beslut som innebär nya 

obligatoriska uppgifter för kommunerna som regel åtföljas av en statlig 

finansiering via det generella statsbidraget. Principen gäller när riksdagen, 

regeringen eller en myndighet fattar bindande beslut om ändrade regler för 

en verksamhet (prop. 2006/07:100 s. 221). 

Några remissinstanser, t.ex. Statskontoret, flera kommuner, Sveriges 

Kommuner och Regioner (SKR) och Tjänstemännens Centralorganisation 

(TCO), anför att vissa förslag kommer att innebära ökade kostnader för 

kommunerna. När det särskilt gäller förslaget om en tidsbegränsning av 

rätten till sfi (avsnitt 6.4) medför det en ökad administration för kom-

munerna, även om det inte är fråga om något nytt åtagande för dem. 

Förslaget kan också inledningsvis innebära att elever deltar i utbildningen 

i högre grad och under fler timmar per vecka än i dag. Samtidigt innebär 

förslaget att kommunernas planering underlättas då sfi kan effektiviseras. 

Eleverna kommer att läsa sfi mer koncentrerat och kan också förväntas 

avbryta utbildningen i lägre grad. Att fler fullföljer sfi och gör det snabbare 

medför minskade kostnader för kommunerna. 

Förslaget om rätt att delta i sfi i en annan kommun än hemkommunen 

(avsnitt 6.5) är kostnadsneutralt eftersom regeringen också föreslår att en 

kommun som i sin sfi har en elev som kommer från en annan kommun ska 

få ersättning för sina kostnader för elevens utbildning från elevens hem-

kommun. 

Lärarnas Riksförbund framför att om en ökad tillströmning av elever 

inom sfi, bl.a. med anledning av den uppsökande verksamheten, gör att 

lärarnas arbetsmiljö blir mer ansträngd än i dag finns det en risk att de 

väljer att lämna yrket. Det är därför enligt förbundet viktigt att lärarna får 

förutsättningar att delta i fortbildning och att det tillförs mer resurser för 

att avlasta personalen. Regeringen kan konstatera att ett ökat antal elever i 

sfi, i kombination med ett ökat antal elever som deltar fler timmar per 

vecka, visserligen skulle innebära en ökad belastning på utbildnings-

verksamheten. Förslagen i lagrådsremissen innebär dock att utbildningen 

blir sammanhållen, koncentrerad och kontinuerlig. Eleverna förväntas 
52 



37/24 Yttrande över remiss från Utbildningsdepartementet: Utkast till Lagrådsremiss - Skärpta krav i sfi - SK-2024/00137-2 Yttrande över remiss från Utbildningsdepartementet

  

  

 

            

      

  

       

      

          

        

      

     

       

    

      

          

      

       

      

         

      

     

 

         

        

      

     

        

           

        

         

         

       

     

        

       

        

       

       

         

        

        

  

        

      

           

      

      

        

      

också gå fortare framåt i sina studier än vad som är fallet nu. I dag läser 

elever sfi i så olika studietakt att det försvårar lärarnas undervisning och 

fördröjer elevernas måluppfyllelse. 

Både Statskontoret och SKR anser att förslaget om att kommunerna ska 

upprätta en handlingsplan för att nå de individer som har rätt till sfi (avsnitt 

6.1) innebär ökad administration för kommunerna och därmed även ökade 

kostnader. Regeringen har ingen annan uppfattning. Förslaget innebär ett 

nytt åtagande för kommunerna och ska ersättas i enlighet med den 

kommunala finansieringsprincipen. Även förslaget om att en elevs kun-

skaper ska bedömas när eleven tas emot till sfi (avsnitt 6.2) innebär ett nytt 

åtagande för kommunerna. Detta ska också finansieras av staten. 

Regeringen beräknar därför i budgetpropositionen för 2024 att kommu-

nerna tillförs 57 miljoner kronor årligen från och med 2025 (prop. 

2023/24:1 utg.omr. 25 Allmänna bidrag till kommuner). 

Även förslaget om att den individuella studieplanen för en elev i sfi ska 

innehålla uppgift om den tidpunkt då eleven för första gången togs emot 

till utbildningen (avsnitt 6.3) innebär en ny uppgift för kommunerna. En 

individuell studieplan ska dock redan i dag upprättas och ett sådant mindre 

tillägg kan inte anses medföra några ökade kostnader för kommunerna. 

Konsekvenser för enskilda utbildningsanordnare 

Förslagen i lagrådsremissen berör även företag och andra anordnare av 

vuxenutbildning som inte är kommuner. En väsentlig del av komvux 

bedrivs av sådana anordnare på entreprenad, dvs. kommunen har slutit ett 

avtal med utbildningsanordnaren om att denne ska utföra uppgifter inom 

utbildningen. Inom komvux får alla uppgifter överlämnas till en enskild 

fysisk eller juridisk person på entreprenad (23 kap. 8 § skollagen). Enligt 

den officiella statistiken fanns det 153 550 kursdeltagare i sfi 2022. En 

elev kan delta i flera kurser. Av eleverna studerade 56 788 (37 procent) 

hos en annan utbildningsanordnare, dvs. inte i kommunens egen regi. 

De bedömningar som görs i fråga om konsekvenser för kommunerna 

gäller också andra utbildningsanordnare, i den mån dessa har slutit avtal 

om entreprenad med en kommun. Förslagen bedöms inte få några negativa 

konsekvenser för konkurrensen mellan olika aktörer och små företag. 

Folkhögskolor som erbjuder utbildning som motsvarar sfi enligt 24 kap. 

11 § skollagen omfattas av förslaget om att den individuella studieplanen 

för en elev i sfi ska innehålla uppgift om den tidpunkt då eleven för första 

gången togs emot till utbildningen och förslaget om tidsbegränsningen av 

rätten till sfi (avsnitt 6.4). Förslagen kan antas få samma konsekvenser för 

de folkhögskolor som har betygsrätt för utbildning som motsvarar sfi som 

för andra enskilda utbildningsanordnare. Folkhögskolorna omfattas däre-

mot inte av förslagen om att en elevs kunskaper ska bedömas när eleven 

tas emot till utbildning i sfi (avsnitt 6.2) och att studieplanen ska följa med 

eleven när han eller hon byter huvudman (avsnitt 6.3). När det gäller det 

sistnämnda förslaget kan en huvudman för sfi ändå lämna över en 

individuell studieplan till en folkhögskola, så länge det inte finns 

sekretesshinder eller om ett samtycke inhämtas från eleven (12 kap. 2 § 

offentlighets- och sekretesslagen [2009:400]). Det underlättar för folk-
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högskolorna och innebär således inte något nytt åtagande som bör finan-

sieras av staten. I annat fall får folkhögskolan upprätta en studieplan för 

eleven i enlighet med gällande bestämmelser i skollagen. 

Konsekvenser för staten 

Förslaget om att en elevs kunskaper ska bedömas när eleven tas emot till 

sfi (avsnitt 6.2) innebär att regeringen eller den myndighet som regeringen 

bestämmer kan behöva meddela föreskrifter. Det kan få konsekvenser för 

en statlig myndighet, om regeringen väljer att delegera möjligheten att 

meddela föreskrifter till myndigheten. En sådan uppgift bedöms dock bli 

mindre omfattande och kostnaden bör rymmas inom ramen för myndig-

hetens befintliga förvaltningsanslag. 

Statens skolinspektion har tillsyn över skolväsendet, där komvux ingår, 

och ska också granska kvaliteten i bl.a. sfi. Skolverket ska på nationell 

nivå följa upp och utvärdera skolväsendet (26 kap. 3, 19 och 24 §§ skol-

lagen). Förslagen i lagrådsremissen, bl.a. förslaget om att kommunen ska 

upprätta en handlingsplan för sina uppsökande insatser (avsnitt 6.1), inne-

bär att regelverket för sfi blir tydligare. Förslagen bedöms därmed under-

lätta Skolinspektionens arbete med tillsyn och kvalitetsgranskning och 

Skolverkets uppföljning och utvärdering. 

Konsekvenser för elever 

En obruten utbildningskedja har positiva effekter på sfi-elevernas lärande 

och bidrar till att de i högre grad, och på kortare tid, kan nå målen i sfi. 

Insatserna för att förbättra elevernas resultat kan koncentreras i stället för 

att elevernas studietid förlängs i onödan. Eleverna får därmed bättre möj-

ligheter att planera för fortsatta studier efter sfi och andra aktiviteter som 

gynnar deras etablering i samhället och på arbetsmarknaden. Goda språk-

kunskaper på kortare tid är också en viktig faktor i elevens personliga 

utveckling. Förslaget om en tidsbegränsning av rätten till sfi kan visserli-

gen innebära att eleverna känner en större press, men förslaget om att tids-

fristen ska förlängas om eleven med hänsyn till sina personliga förhållan-

den har särskilda skäl (avsnitt 6.4) ger eleverna viss flexibilitet. 

Arbetsförmedlingen ansvarar för den arbetsmarknadspolitiska verksam-

heten och för att nyanlända invandrare erbjuds insatser som syftar till att 

underlätta och påskynda deras etablering i arbets- och samhällslivet under 

de två år som etableringsprogrammet i normalfallet pågår. Även om språk-

kunskaper i svenska utgör en central del i etableringen på arbetsmarknaden 

ingår det i Arbetsförmedlingens uppdrag att, utifrån en individuell bedöm-

ning, erbjuda deltagare i etableringsprogrammet arbetsmarknadspolitiska 

insatser utöver sfi, exempelvis arbetspraktik eller arbetsmarknadsutbild-

ning. Detta hindrar dock inte att en person deltar i utbildning i sfi och 

skulle arbetsbördan kännas tuff finns enligt vad som föreslås i denna lag-

rådsremiss, under förutsättning av särskilda skäl och om huvudmannen så 

beslutar, möjligheten till förlängning av studierna eller till att återuppta 

dem så länge inte tidsfristen om tre år har löpt ut. Det kan också nämnas 
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att för den som är bosatt i landet och vill ha betyg från utbildning i sfi finns 

det möjlighet att gå igenom så kallad prövning, dvs. en bedömning av 

kunskaper som resulterar i ett betyg, i alla kurser som det sätts betyg på. 

Prövning får bara göras hos en huvudman som anordnar den aktuella 

kursen (20 kap. 40 § skollagen). 

Avsikten är att en elev ska ha möjlighet att fullfölja sina studier i sfi 

under tre år. Finns det särskilda skäl som talar för att eleven kommer att 

kunna fullfölja studierna om eleven får lite mer tid på sig kan alltså huvud-

mannen besluta om en förlängning av studierna med sex månader åt 

gången i högst tre år, i direkt anslutning till de tre åren, vilket kan vara 

gynnsamt för vissa elever. Förslaget om en rätt att delta i sfi i en annan 

kommun än hemkommunen (avsnitt 6.5) innebär att det blir enklare för 

elever som t.ex. arbetar i en annan kommun att delta i utbildningen och 

möjliggör således för fler att kombinera sfi med arbete eller andra aktivi-

teter. 

Förslaget om att en elevs kunskaper ska bedömas vid mottagande till sfi 

(avsnitt 6.2) möjliggör en säkrare nivåplacering av eleven som kan korta 

ner elevens tid i sfi och öka elevens möjlighet att få sina behov tillgodo-

sedda. Förslaget om att den individuella studieplanen ska följa med eleven 

när han eller hon byter huvudman (avsnitt 6.3) gynnar eleven genom att 

lärandet i större utsträckning kan fortsätta med bibehållen progression. 

Det kan finnas individer som inte genomgår utbildning i sfi för att de 

t.ex. fått ett arbete. De föreslagna förändringarna skapar emellertid bättre 

möjligheter än i dag att läsa sfi och så snabbt som möjligt lära sig svenska 

även om man har ett arbete eller deltar i andra aktiviteter. Individen måste 

visserligen själv ta ett visst ansvar för att kunna genomföra sina studier 

inom tidsfristen om tre år, men staten underlättar så att det ska vara möjligt. 

Sammantaget får förslagen om förstärkning av sfi i huvudsak positiva 

konsekvenser för eleverna. 

Samhällsekonomiska konsekvenser 

Förslaget om införande av en tidsgräns för sfi bör öka genomströmningen 

i utbildningen, främja språkinlärningen och göra att samhällets resurser 

används mer effektivt. De samhällsekonomiska vinsterna ska betraktas 

som långsiktiga och kan på sikt antas leda till positiva samhällsekono-

miska konsekvenser då fler i målgruppen förväntas ta del av utbildningen 

och snabbare uppnå målet att lära sig svenska. 

Förslagen bedöms vara positiva för jämställdheten 

I Sverige ska kvinnor och män ha samma makt att forma samhället och 

sina egna liv. Jämställdhetspolitiken handlar om frågor som makt, in-

flytande, ekonomi, hälsa, utbildning, arbete och mäns våld mot kvinnor. 

Att sfi förstärks och effektiviseras så att fler kan komma ut i arbete och bli 

självförsörjande gynnar såväl kvinnor som män. 

Eftersom kvinnor i högre grad än män har kort utbildning, och därmed 

svårare att etablera sig på arbetsmarknaden, samt i högre utsträckning 
55 



37/24 Yttrande över remiss från Utbildningsdepartementet: Utkast till Lagrådsremiss - Skärpta krav i sfi - SK-2024/00137-2 Yttrande över remiss från Utbildningsdepartementet

  

  

 

 

         

         

         

    

      

       

      

       

  

       

        

              

     

         

       

     

      

 

 

 

        

       

       

      

    

     

    

          

    

     

        

    

 

     

       

     

    

     

     

        

      

           

     

väljer att stanna hemma med barn i stället för att ta del av utbildning be-

döms förslagen vara särskilt gynnsamma för nyanlända kvinnor och kunna 

leda till ökad jämställdhet mellan kvinnor och män. Studier visar att 

utrikesfödda kvinnor har svårare att etablera sig på arbetsmarknaden. 

Anledningen till det är inte att kvinnor generellt presterar sämre i sina 

studier. Skolverkets statistik visar i stället att kvinnor som deltar i sfi har 

bättre studieresultat och avbryter utbildningen i lägre utsträckning än män 

(Elever och studieresultat i kommunal vuxenutbildning 2022, dnr 

2023:1336). 

Förslagen i lagrådsremissen kan främja kvinnors tillgång till sfi genom 

att kommunen ska upprätta en handlingsplan för sina insatser för att nå 

dem som har rätt till sfi. Ju fler kvinnor som deltar i sfi och lär sig svenska, 

desto större är möjligheten att fler kvinnor motiveras att fortsätta sina 

studier och på sikt etablerar sig på arbetsmarknaden. Även om kvinnorna 

väljer att stanna hemma med sina barn i stället för att etablera sig på 

arbetsmarknaden är kunskaper i svenska nödvändiga för att deras kontak-

ter med t.ex. skola och övriga samhället ska fungera och positiva för 

individen. 

Förslagen är även positiva för personer med 

funktionsnedsättning 

Sverige har tillträtt FN:s konvention om rättigheter för personer med funk-

tionsnedsättning. I den konventionen anges att konventionsstaterna, för att 

förverkliga rätten till utbildning för personer med funktionsnedsättning 

utan diskriminering och på lika villkor, ska säkerställa ett sammanhållet 

utbildningssystem på alla nivåer och livslångt lärande. Konventionssta-

terna ska också bl.a. säkerställa att personer med funktionsnedsättning inte 

utestängs från det allmänna utbildningssystemet på grund av funktions-

nedsättning och att de, på samma villkor som andra, får tillgång till en 

inkluderande och kostnadsfri grundutbildning av kvalitet (artikel 24). 

Förslagen i lagrådsremissen kan förväntas få positiva konsekvenser för 

alla elever som vill lära sig svenska. Detta gäller såväl elever med som 

elever utan funktionsnedsättningar. 

Förslagen kan vara positiva för det integrationspolitiska 

målet och målet för regeringens politik mot utanförskap 

Integrationspolitikens övergripande mål är lika rättigheter, skyldigheter 

och möjligheter för alla oavsett etnisk och kulturell bakgrund. Kunskaper 

i det svenska språket är grundläggande för att nyanlända invandrare ska 

kunna etablera sig i arbets- och samhällslivet. 

Förslagen i denna lagrådsremiss kan främja elevers lärande och kun-

skapsresultat genom att ge dem bättre förutsättningar att lyckas med sina 

studier i sfi. Det bidrar till att stärka deras förutsättningar för etablering på 

arbetsmarknaden, egenförsörjning och förbättrad integration i samhället. 

Att förbättra utformningen av sfi och bidra till att fler som är nya i 

Sverige snabbare lär sig det svenska språket är också viktigt för målet för 56 
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regeringens politik mot utanförskap. Enligt skollagen ska i all utbildning 

inom skolväsendet hänsyn tas till barns och elevers olika behov. Elever 

ska ges stöd och stimulans så att de utvecklas så långt som möjligt. En 

strävan ska vara att uppväga skillnader i elevernas förutsättningar att till-

godogöra sig utbildningen (1 kap. 4 §). Förslaget om en tidsgräns för sfi 

(avsnitt 6.4) kan bidra till att utbildningen blir mer sammanhållen, kon-

centrerad och kontinuerlig och ge eleverna bättre förutsättningar att gå 

vidare till andra studier eller etablera sig på arbetsmarknaden. Förslaget 

om att kommunen ska upprätta en handlingsplan för sina insatser för att nå 

dem som har rätt till sfi (avsnitt 6.1) bedöms dessutom bidra till att fler 

elever än i dag läser sfi. Förslaget bedöms särskilt gynna de personer som 

behöver tydlig och riktad information om sfi. 

Förslagen kommer sammantaget att gynna alla personer som har rätt till 

sfi så att de snabbare ska kunna gå vidare till arbete eller fortsatta studier 

samt aktivt delta i samhällslivet. 

Konsekvenser för Sveriges medlemskap i EU 

Förslagen berör frågor om personuppgiftsbehandling, som regleras i EU-

rätten genom EU:s dataskyddsförordning. En dataskyddsanalys finns i 

avsnitt 7. Den personuppgiftsbehandling som kommer att vara nödvändig 

med anledning av förslagen bedöms vara förenlig med EU-rätten. 

10 Författningskommentar 

Förslaget till lag om ändring i skollagen (2010:800) 

3 kap. Barns och elevers utveckling mot målen 

Överlämning av uppgifter vid övergång mellan och inom skolformer 

12 j § När en elev i förskoleklassen, grundskolan, anpassade grundskolan, specialskolan, 

sameskolan, gymnasieskolan eller anpassade gymnasieskolan övergår från skolformen till en 
annan av de angivna skolformerna ska den skolenhet som eleven lämnar, utöver vad som 

följer av 4 b §, till den mottagande skolenheten överlämna sådana uppgifter om eleven som 

behövs för att underlätta övergången för eleven. Detsamma gäller om eleven byter skolenhet 
inom skolformen. 

När en elev byter skolform från grundskolan eller anpassade grundskolan till gymnasie-
skolan eller anpassade gymnasieskolan, ska den mottagande skolenheten skyndsamt informe-

ra den överlämnande skolenheten om att skolenheten har tagit emot eleven, om det inte är 

obehövligt. 
När en elev i kommunal vuxenutbildning i svenska för invandrare övergår till en annan 

huvudman för sådan utbildning, ska den huvudman som eleven lämnar överlämna den 

individuella studieplan som enligt 20 kap. 8 a § upprättats för eleven till den mottagande 
huvudmannen. 

Paragrafen innehåller bestämmelser om överlämnande av uppgifter om 

elever i vissa skolformer när de övergår från en skolform till en annan eller 

från en skolenhet till en annan skolenhet inom samma skolform. 
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Tredje stycket är nytt. Bestämmelsen i stycket innebär att när en elev i 

kommunal vuxenutbildning i svenska för invandrare (sfi) övergår från en 

huvudman till en annan huvudman för sfi, oavsett om detta sker efter ett 

studieavbrott eller inte, ska den huvudman som eleven lämnar till den mot-

tagande huvudmannen överlämna den individuella studieplan som ska 

upprättas för eleven enligt 20 kap. 8 a §. Av den paragrafen framgår att 

hemkommunen ansvarar för att det upprättas en individuell studieplan för 

varje elev i kommunal vuxenutbildning. Planen ska innehålla uppgifter om 

den enskildes utbildningsmål och planerad omfattning av studierna och, 

om det är fråga om en elev i sfi, den tidpunkt då eleven för första gången 

togs emot till utbildningen, se kommentaren till 20 kap. 8 a §. Mer 

detaljerade bestämmelser om den individuella studieplanen finns i 2 kap. 

16 § förordningen (2011:1108) om vuxenutbildning. 

Bestämmelsen utgör en uppgiftsskyldighet som innebär att sekretess inte 

hindrar att en uppgift lämnas till en annan myndighet, se 10 kap. 28 § 

offentlighets- och sekretesslagen (2009:400). På vilket sätt ett överläm-

nande sker kan bero på om den individuella studieplanen innehåller upp-

gifter som omfattas av sekretess eller inte. Huvudmännen får samråda om 

lämpliga former för överlämnande av planen. 

Övervägandena finns i avsnitt 6.3. 

20 kap. Kommunal vuxenutbildning 

Kapitlets innehåll 

1 § I detta kapitel finns 

– allmänna bestämmelser (2–9 §§), 

– bestämmelser om kommunal vuxenutbildning på grundläggande nivå och kommunal 

vuxenutbildning som anpassad utbildning på grundläggande nivå (10–15 §§), 

– bestämmelser om kommunal vuxenutbildning på gymnasial nivå och kommunal vuxen-
utbildning som anpassad utbildning på gymnasial nivå (16–23 §§), 

– bestämmelser om kommunal vuxenutbildning i svenska för invandrare (24–33 b §§), 

– bestämmelser om sammanhållen utbildning för vissa nyanlända invandrare (33 c och 
33 d §§), 

– bestämmelser om betyg (34–41 a §§), 

– bestämmelser om validering (42 och 43 §§), och 
– bestämmelser om intyg (44 och 45 §§). 

I paragrafen beskrivs innehållet i 20 kap. om kommunal vuxenutbildning. 

I den fjärde strecksatsen görs en ändring som föranleds av att det införs 

två nya paragrafer, 33 a och 33 b §§, i anslutning till de paragrafer som 

handlar om kommunal vuxenutbildning i svenska för invandrare. 

Ändringen i den femte strecksatsen är en följd av att de hittillsvarande 

33 a och 33 b §§, som handlar om sammanhållen utbildning för vissa 

nyanlända invandrare, nu betecknas 33 c och 33 d §§. 

Individuella studieplaner 

8 a § Hemkommunen ansvarar för att det upprättas en individuell studieplan för varje elev. 

Planen ska innehålla uppgifter om 

1. den enskildes utbildningsmål, 
2. planerad omfattning av studierna, och 

3. när det gäller utbildning i svenska för invandrare, den tidpunkt då eleven för första 

gången togs emot till utbildningen. 
Regeringen eller den myndighet som regeringen bestämmer kan med stöd av 8 kap. 7 § 

regeringsformen meddela föreskrifter om den individuella studieplanen. 
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Paragrafen innehåller bestämmelser om individuella studieplaner i kom-

munal vuxenutbildning. 

I första stycket görs ett tillägg som innebär att den individuella studie-

planen, om det är fråga om en elev i kommunal vuxenutbildning i svenska 

för invandrare (sfi), även ska innehålla uppgift om den tidpunkt, dvs. 

datum, då eleven för första gången togs emot till utbildningen. I 3 kap. 

12 j § tredje stycket anges att när en elev i sfi övergår till en annan huvud-

man, ska den huvudman som eleven lämnar till den mottagande huvud-

mannen överlämna den individuella studieplan som upprättats för eleven. 

Uppgiften om när en elev för första gången tagits emot till sfi kommer 

därmed att följa med eleven under hela hans eller hennes tid i sfi, även om 

han eller hon byter till sfi med en annan huvudman. I 31 a § finns bestäm-

melser om att rätten att delta i sfi gäller i tre år från den tidpunkt då perso-

nen för första gången togs emot till utbildningen. Av 33 § andra stycket 

framgår att om eleven läser sfi hos en annan kommun än hemkommunen 

ska den andra kommunen informera hemkommunen om när eleven tagits 

emot till utbildningen. 

Ändringen i andra stycket innebär endast ett förtydligande av grundlags-

stödet för den upplysningsbestämmelse som finns i stycket. 

Mer detaljerade bestämmelser om den individuella studieplanen finns i 

2 kap. 16 § förordningen (2011:1108) om vuxenutbildning. 

Övervägandena finns i avsnitt 6.3. 

Rätt att fullfölja utbildningen 

9 § Den som har antagits till en kurs har rätt att fullfölja utbildningen på kursen. Den som 

har antagits till en viss nivå i ett ämne har rätt att fullfölja utbildningen på den aktuella nivån. 

Huvudmannen får trots första stycket och 31 a § besluta att utbildningen på kursen eller 
den aktuella nivån i ämnet ska upphöra för en elev, om eleven saknar förutsättningar att till-

godogöra sig utbildningen eller av annan anledning inte gör tillfredsställande framsteg. 

Den vars utbildning på grundläggande nivå eller anpassad utbildning på grundläggande 
nivå har upphört enligt andra stycket ska på nytt beredas sådan utbildning, om det finns sär-

skilda skäl för det. Den vars utbildning på gymnasial nivå eller anpassade utbildning på 

gymnasial nivå har upphört enligt andra stycket får på nytt beredas sådan utbildning, om det 
finns särskilda skäl för det. 

Den vars utbildning i svenska för invandrare har upphört enligt andra stycket eller som 

frivilligt avbrutit utbildningen ska på nytt beredas sådan utbildning, om det finns särskilda 
skäl för det och det kan ske inom ramen för de tidsfrister som anges i 31 a §. 

Utbildningen får avbrytas även enligt bestämmelserna i 5 kap. 17–20 §§. 

I paragrafen finns bestämmelser om rätt att fullfölja kommunal vuxenut-

bildning och om huvudmannens möjligheter att besluta att en elevs utbild-

ning ska upphöra. 

Andra stycket innehåller en bestämmelse om undantag från huvudregeln 

i första stycket om att den som har antagits till en kurs eller en viss nivå i 

ett ämne har rätt att fullfölja utbildningen. Av andra stycket framgår att 

huvudmannen trots vad som anges i första stycket under vissa förutsätt-

ningar får besluta att en elevs utbildning ska upphöra. Ändringen innebär 

att detta förtydligas och att huvudmannen under samma förutsättningar 

även får besluta att en elevs utbildning ska upphöra trots vad som anges i 

31 a §. Av 31 a § framgår att rätten att delta i kommunal vuxenutbildning 

i svenska för invandrare (sfi) normalt gäller i tre år från den tidpunkt då 

personen för första gången togs emot till utbildningen. 
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I fjärde stycket anges att den vars sfi har upphört enligt andra stycket 

eller som frivilligt avbrutit sfi på nytt ska beredas sådan utbildning, om det 

finns särskilda skäl för det. Stycket ändras på så sätt att det läggs till ett 

krav på att någon av de tidsfrister som anges i 31 a § fortfarande löper för 

att personen på nytt ska beredas sfi. I övrigt görs en språklig ändring. 

Övervägandena finns i avsnitt 6.4. 

Kommunens ansvar 

28 § Hemkommunen är skyldig att se till att utbildning i svenska för invandrare erbjuds dem 

som enligt 31 § första stycket och 31 a § har rätt att delta i utbildningen. 

När det gäller den som enligt 31 § andra stycket har rätt att delta i utbildning i svenska för 
invandrare är det den kommun där han eller hon stadigvarande arbetar som är skyldig att se 

till att utbildningen erbjuds honom eller henne. 

Av 31 b § följer att en annan kommun än hemkommunen i vissa fall är skyldig att se till att 
utbildning i svenska för invandrare erbjuds. 

I paragrafen finns bestämmelser om kommunens ansvar för att erbjuda 

kommunal vuxenutbildning i svenska för invandrare (sfi). 

Ändringen i första stycket innebär att det läggs till en hänvisning till 

31 a §, som handlar om att rätten att delta i sfi normalt gäller i tre år från 

den tidpunkt då personen för första gången togs emot till utbildningen. 

Hemkommunens skyldighet att se till att sfi erbjuds dem som har rätt att 

delta i utbildningen består alltså så länge rätten till sfi består, dvs. normalt 

i tre år. 

Tredje stycket är nytt. Stycket innehåller en upplysning om att det av 

31 b § följer att en annan kommun än hemkommunen i vissa fall är skyldig 

att se till att sfi erbjuds, se kommentaren till den paragrafen. 

Övervägandena finns i avsnitt 6.4. 

29 § Varje kommun ska aktivt verka för att nå dem i kommunen som har rätt till utbild-

ningen och för att motivera dem att delta i utbildningen. Kommunen ska upprätta en hand-

lingsplan för sina insatser. Handlingsplanen ska kontinuerligt följas upp och vid behov revi-
deras. 

Utbildningen ska finnas tillgänglig så snart som möjligt efter det att en rätt till utbildning 

i svenska för invandrare inträtt. Om det inte finns särskilda skäl ska utbildningen kunna 
påbörjas inom tre månader. 

Varje kommun ska aktivt verka för att en nyanländ som omfattas av lagen (2017:584) om 

ansvar för etableringsinsatser för vissa nyanlända invandrare kan påbörja utbildningen inom 
en månad från det att den nyanlände anmält sig till utbildning i svenska för invandrare hos 

kommunen. 

Paragrafen innehåller bestämmelser om kommunens ansvar för att aktivt 

verka för att nå dem i kommunen som har rätt till kommunal vuxenutbild-

ning i svenska för invandrare (sfi) och för att motivera dem att delta i 

utbildningen. 

I första stycket, där det anges att varje kommun aktivt ska verka för att 

nå dem i kommunen som har rätt till utbildningen och för att motivera dem 

att delta i utbildningen, läggs det till en bestämmelse om att kommunen 

ska upprätta en handlingsplan för dessa insatser. Handlingsplanen kan 

innehålla en beskrivning av kommunens uppsökande verksamhet, sam-

verkan med andra aktörer, ansvarsfördelning, rutiner och utvärdering. 

Planen ska kontinuerligt följas upp och vid behov revideras. 

Övervägandena finns i avsnitt 6.1. 
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31 a § Rätten att delta i utbildning i svenska för invandrare gäller i tre år från den tidpunkt 

då personen för första gången togs emot till utbildningen. 

Huvudmannen ska besluta om att förlänga den tid som personen har rätt att delta i 
utbildningen, om 

1. tidsperioden inte har löpt ut, och 

2. personen med hänsyn till sina personliga förhållanden har särskilda skäl. 
Ett sådant beslut får fattas för högst sex månader åt gången. Den totala tiden för 

förlängning får inte överstiga tre år. 

Paragrafen är ny. Den innehåller bestämmelser om en tidsfrist för en elevs 

rätt att delta i kommunal vuxenutbildning i svenska för invandrare (sfi). 

Enligt 31 § har en person rätt att delta i sfi från och med andra kalender-

halvåret det år han eller hon fyller 16 år, om han eller hon är bosatt i landet 

och saknar sådana grundläggande kunskaper i svenska språket som utbild-

ningen syftar till att ge. Vad som aves med bosatt i landet framgår av 

29 kap. 2 § skollagen. Huvudmannen beslutar om en person ska tas emot 

till sfi (33 §). 

Av första stycket framgår att rätten att delta i sfi enligt 31 § gäller i tre 

år från den tidpunkt då personen för första gången togs emot till utbild-

ningen. Tidsfristen börjar alltså löpa från och med den dag personen för 

första gången tagits emot i sfi, dvs. normalt den dag då huvudmannen 

enligt 33 § beslutar att personen ska tas emot till utbildningen, och löper 

ut tre år senare. Om huvudmannens beslutar att inte ta emot personen och 

beslutet överklagas till Skolväsendets överklagandenämnd enligt 28 kap. 

12 § första stycket 9 kommer dock fristen att börja löpa först om nämnden 

beslutar att personen ska tas emot till utbildningen. Av 8 a § framgår att 

den individuella studieplan som ska upprättas för varje elev i sfi ska 

innehålla uppgift om den tidpunkt då eleven för första gången tagits emot 

till utbildningen. 

I andra stycket finns en bestämmelse om att huvudmannen under vissa 

förutsättningar ska besluta om att förlänga den tid som personen har rätt 

att delta i sfi. Av första punkten framgår att en första förutsättning för att 

huvudmannen ska fatta ett sådant beslut är att tidsperioden inte har löpt ut 

när huvudmannen beslutar om förlängning. Den tidsperiod som avses kan 

vara antingen den ursprungliga tiden på tre år eller en förlängning av denna 

tid enligt tredje stycket. Det är alltså i båda fallen en förutsättning för att 

tidsfristen ska kunna förlängas att den fortfarande löper. 

En andra förutsättning för förlängning är enligt andra punkten att 

personen med hänsyn till sina personliga förhållanden har särskilda skäl. 

De särskilda skälen kan t.ex. vara att eleven på grund av föräldraledighet 

eller sjukdom behöver längre tid på sig att fullfölja utbildningen. Det kan 

också vara fråga om att eleven gjort ett avbrott i utbildningen för att kunna 

arbeta på heltid eller arbetar samtidigt som han eller hon går i sfi och därför 

behöver längre tid i utbildningen. En annan situation då det kan anses 

finnas särskilda skäl är om eleven avbrutit sfi för att gå en annan utbildning 

eller kombinerar sfi med en annan utbildning, t.ex. en yrkesutbildning. 

Av tredje stycket framgår att ett beslut om att förlänga tidsfristen får 

fattas för högst sex månader åt gången. Huvudmannen måste alltså regel-

bundet ta förnyad ställning till frågan om tidsfristen ska förlängas, dvs. till 

om de särskilda skälen för en förlängning kvarstår. Den totala förläng-

ningstiden får inte överstiga tre år. Det innebär att en person har rätt att 
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delta i sfi i som längst sex år, först i tre år enligt första stycket och sedan, 

om huvudmannen beslutar om att förlänga treårsfristen, i upp till tre år till. 

Av 9 § framgår att huvudmannen oavsett om tidsfristen har löpt ut eller 

inte får besluta att en elev inte längre ska få gå kvar i sfi, om eleven saknar 

förutsättningar att tillgodogöra sig utbildningen eller av annan anledning 

inte gör tillfredsställande framsteg. Eleven ska i så fall enligt 9 § bara bere-

das sådan utbildning på nytt om det finns särskilda skäl för det och det kan 

ske inom ramen för de tidsfrister som anges i förevarande paragraf. 

Detsamma gäller om eleven frivilligt avbrutit utbildningen. 

Övervägandena finns i avsnitt 6.4. 

31 b § Den som har rätt att delta i utbildning i svenska för invandrare enligt 31 och 31 a §§ 
har rätt att delta i sådan utbildning även i en annan kommun än hemkommunen, om personen 

med hänsyn till sina personliga förhållanden har särskilda skäl att få delta i utbildning i den 

andra kommunen. 

I paragrafen, som är ny, finns en bestämmelse om rätt att delta i kommunal 

vuxenutbildning i svenska för invandrare (sfi) i en annan kommun än hem-

kommunen. 

Paragrafen har viss motsvarighet i 8 kap. 13 §, som handlar om att ett 

barn under vissa omständigheter har rätt att bli mottaget i en förskola i en 

annan kommun än hemkommunen, och i 10 kap. 25 §, som reglerar rätten 

för en elev att under vissa omständigheter bli mottagen i en grundskola 

som anordnas av en annan kommun än den som ska svara för elevens 

utbildning. Motsvarande bestämmelser finns också för mottagande i för-

skoleklassen i 9 kap. 13 § och anpassade grundskolan i 11 kap. 25 §. 

Bestämmelser om möjligheter att delta i kommunal vuxenutbildning på 

grundläggande och gymnasial nivå i en annan kommun än hemkommunen 

finns i 14 respektive 22 §. 

I paragrafen anges att den som har rätt att delta i sfi har rätt att delta i 

sådan utbildning även i en annan kommun än hemkommunen, om perso-

nen med hänsyn till sina personliga förhållanden har särskilda skäl att få 

delta i utbildning i den andra kommunen. Personen måste uppfylla de vill-

kor för rätt till sfi som anges i 31 § för att få delta i sfi, antingen i hem-

kommunen eller en annan kommun. Den tidsfrist som följer av 31 a § får 

inte heller ha löpt ut. Tidsfristen börjar löpa när personen för första gången 

tas emot till sfi, genom ett beslut antingen av hemkommunen eller en 

annan kommun. Om det är en annan kommun än hemkommunen som tar 

emot personen till sfi måste kommunen enligt 33 § andra stycket informera 

hemkommunen om mottagandet. Med en persons hemkommun avses i 

lagen som huvudregel den kommun som personen är folkbokförd i 

(29 kap. 6 § första stycket). Av 29 kap. 6 § andra stycket framgår att för 

den som är bosatt i landet utan att vara folkbokförd här avses med hem-

kommun den kommun som han eller hon stadigvarande vistas i eller, om 

han eller hon saknar stadigvarande vistelseort, den kommun som han eller 

hon för tillfället uppehåller sig i. Detsamma gäller den som har skyddad 

folkbokföring enligt 16 § folkbokföringslagen (1991:481). Av 8 a § fram-

går att hemkommunen ansvarar för att det upprättas en individuell studie-

plan för varje elev som tagits emot till sfi och att planen ska innehålla upp-

gift om den tidpunkt då eleven för första gången tagits emot till utbild-
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ningen. Av 3 kap. 12 j § tredje stycket följer att planen ska följa med ele-

ven om eleven byter till sfi med en annan huvudman. 

Särskilda skäl för att få delta i en annan kommuns sfi kan t.ex. vara att 

personen arbetar, genomför praktik eller läser en yrkesutbildning i den 

andra kommunen. 

Kommunens beslut i fråga om mottagande till sfi får överklagas till 

Skolväsendets överklagandenämnd (28 kap. 12 § första stycket 9). 

Övervägandena finns i avsnitt 6.5. 

Mottagande 

33 § Huvudmannen beslutar om en person ska tas emot till utbildning i svenska för invand-

rare. 
Om huvudmannen är en annan kommun än hemkommunen och tar emot personen till 

utbildning i svenska för invandrare ska huvudmannen informera hemkommunen om detta. 

I paragrafen anges att huvudmannen beslutar om en person ska tas emot 

till kommunal vuxenutbildning i svenska för invandrare (sfi). 

Andra stycket är nytt. Bestämmelsen i stycket innebär att om huvud-

mannen är en annan kommun än hemkommunen och beslutar att personen 

ska tas emot till sfi, så ska huvudmannen informera personens hemkom-

mun om mottagandet. Med en persons hemkommun avses i lagen som 

huvudregel den kommun som personen är folkbokförd i (se 29 kap. 6 § 

första stycket, se dock även andra stycket). Av 8 a § framgår att hemkom-

munen ansvarar för att det upprättas en individuell studieplan för varje elev 

som tagits emot till sfi och att planen ska innehålla uppgift om den tidpunkt 

då eleven för första gången tagits emot till utbildningen. Av 3 kap. 12 j § 

tredje stycket följer att planen ska följa med eleven om eleven byter till sfi 

med en annan huvudman. 

Övervägandena finns i avsnitt 6.5. 

Bedömning av en elevs kunskaper 

33 a § När en elev tas emot till utbildning i svenska för invandrare ska elevens kunskaper 
bedömas, om en sådan bedömning inte är uppenbart onödig. Bedömningen ska göras 

skyndsamt. Resultatet av bedömningen ska ligga till grund för den individuella studieplanen. 

Regeringen eller den myndighet som regeringen bestämmer får meddela föreskrifter om 
underlag för sådana bedömningar. 

Paragrafen är ny och innehåller bestämmelser om bedömning av en elevs 

kunskaper när eleven tas emot till kommunal vuxenutbildning i svenska 

för invandrare (sfi). 

Paragrafen har viss motsvarighet i 17 kap. 14 a §, som handlar om be-

dömning av en nyanländ elevs kunskaper när eleven tas emot till intro-

duktionsprogrammet språkintroduktion i gymnasieskolan. Den har också 

viss motsvarighet i 3 kap. 12 c och 12 d §§, som reglerar bedömning av en 

nyanländ elevs kunskaper i grundskolan och motsvarande skolformer. 

I första stycket finns bestämmelser om obligatorisk bedömning av en 

elevs kunskaper när eleven tas emot till sfi. Det blir fråga om en be-

dömning av elevens förmåga att läsa och skriva och om att synliggöra 

elevens erfarenheter och kunskaper. Bedömningen ska göras skyndsamt. 

Någon bedömning behöver dock inte göras om en sådan framstår som 

uppenbart onödig. Elevens kunskaper kan t.ex. nyligen ha bedömts i sfi 

hos en annan huvudman eller i någon annan skolform eller så kan det 
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finnas faktorer i elevens bakgrund som medför att någon bedömning inte 

behöver göras (jfr prop. 2014/15:45 s. 59). Resultatet av bedömningen ska 

ligga till grund för den individuella studieplanen som ska upprättas enligt 

8 a §. 

I likhet med vad som gäller för gymnasieskolan men till skillnad från 

vad som gäller för grundskolan och motsvarande skolformer enligt 3 kap. 

12 c §, där det anges att rektorn ansvarar för bedömningen av en nyanländ 

elevs kunskaper, vilar ansvaret för att bedömningen görs i sfi på huvud-

mannen. Detta följer av 2 kap. 8 §. Av 31 b § framgår att huvudmannen 

för sfi kan vara elevens hemkommun eller en annan kommun. 

I andra stycket finns ett bemyndigande för regeringen eller den myndig-

het som regeringen bestämmer att meddela föreskrifter om underlag för 

sådana bedömningar som avses i första stycket. Motsvarande bemyndi-

gande för grundskolan, anpassade grundskolan, specialskolan, sameskolan 

och gymnasieskolan finns i 3 kap. 12 c § fjärde stycket respektive 17 kap. 

14 a § andra stycket. 

Övervägandena finns i avsnitt 6.2. 

Interkommunal ersättning 

33 b § En kommun, som i sin utbildning i svenska för invandrare har tagit emot en elev som 

kommer från en annan kommun, ska få ersättning för sina kostnader för den elevens 

utbildning från elevens hemkommun. Detta gäller endast om mottagandet grundar sig på 
31 b §. 

I paragrafen, som är ny, finns bestämmelser om interkommunal ersättning 

vid mottagande till kommunal vuxenutbildning i svenska för invandrare 

(sfi). 

Paragrafen har viss motsvarighet i 15 §, som reglerar den interkommu-

nala ersättningen vid mottagande till kommunal vuxenutbildning på 

grundläggande nivå och kommunal vuxenutbildning som anpassad utbild-

ning på grundläggande nivå. Bestämmelser om interkommunal ersättning 

finns även för flertalet andra skolformer, t.ex. för förskolan i 8 kap. 17 §, 

för förskoleklassen i 9 kap. 16 §, för grundskolan i 10 kap. 34 § och för 

anpassade grundskolan i 11 kap. 33 §. 

Av paragrafen framgår att en kommun som har tagit emot en elev som 

kommer från en annan kommun till sin sfi ska få ersättning för sina kostna-

der för elevens utbildning från elevens hemkommun. Det är dock en förut-

sättning för att den mottagande kommunen ska få ersättning att eleven har 

rätt att delta i sfi och med hänsyn till sina personliga förhållanden har sär-

skilda skäl att få delta i utbildning i den mottagande kommunen, se kom-

mentaren till 31 b §. Personen måste alltså uppfylla de villkor för rätt till 

sfi som anges i 31 § för att få delta i sfi och den tidsfrist som följer av 

31 a § får inte heller ha löpt ut. Med en persons hemkommun avses i lagen 

som huvudregel den kommun som personen är folkbokförd i (se 29 kap. 

6 § första stycket, se dock även andra stycket). 

Övervägandena finns i avsnitt 6.5. 
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Ikraftträdande- och övergångsbestämmelser 

1. Denna lag träder i kraft den 1 januari 2025. 

2. Bestämmelserna i 3 kap. 12 j och 20 kap. 8 a, 9, 28 och 33 §§ i den nya lydelsen och 

bestämmelserna i de nya 20 kap. 31 a, 31 b, 33 a och 33 b §§ tillämpas första gången i fråga 
om den som tas emot till kommunal vuxenutbildning i svenska för invandrare för första 

gången efter den 31 december 2024. 

3. För den som har tagits emot till kommunal vuxenutbildning i svenska för invandrare före 
ikraftträdandet gäller rätten att delta i utbildningen till och med den 31 december 2027. 

Huvudmannen ska besluta om att förlänga den tid som personen har rätt att delta i utbild-

ningen, om tidsperioden inte har löpt ut och personen med hänsyn till sina personliga för-
hållanden har särskilda skäl. Ett sådant beslut får fattas för högst sex månader åt gången. Den 

totala tiden för förlängning får inte överstiga tre år. 

4. Huvudmannen får när som helst besluta att utbildningen för en elev som avses i 3 ska 
upphöra, om eleven saknar förutsättningar att tillgodogöra sig utbildningen eller av annan 

anledning inte gör tillfredsställande framsteg. 

5. Den vars kommunala vuxenutbildning i svenska för invandrare har upphört enligt 4 eller 
som frivilligt avbrutit utbildningen ska på nytt beredas sådan utbildning, om det finns särskil-

da skäl för det och det kan ske inom ramen för de tidsfrister som anges i 3. 

I första punkten anges att lagen träder i kraft den 1 januari 2025. 

Av andra punkten framgår det att vissa bestämmelser i lagen ska tilläm-

pas första gången i fråga om den som tas emot till kommunal vuxenutbild-

ning i svenska för invandrare (sfi) för första gången efter den 31 december 

2024. Det gäller bestämmelserna i 3 kap. 12 j § om överlämning av den 

individuella studieplanen vid övergång till en annan huvudman, 20 kap. 

8 a § om innehållet i studieplanen, 20 kap. 9 och 31 a §§ om tidsgränserna 

för utbildningen, 20 kap. 28, 31 b, 33 och 33 b §§ om rätten att delta i 

utbildningen i en annan kommun än hemkommunen och interkommunal 

ersättning samt 20 kap. 33 a § om bedömning av en elevs kunskaper. Det 

innebär att dessa nya bestämmelser inte omfattar personer som har tagits 

emot till sfi före den 1 januari 2025. 

Personer som har tagits emot till sfi före den 1 januari 2025 har i stället 

enligt tredje punkten rätt att delta i utbildningen till och med den 

31 december 2027, dvs. i tre år från och med lagens ikraftträdande den 

1 januari 2025. I punkten finns också en bestämmelse om att huvud-

mannen under vissa förutsättningar ska besluta om att förlänga den tid som 

personen har rätt att delta i sfi. En första förutsättning för att huvudmannen 

ska fatta ett sådant beslut är att tidsperioden inte har löpt ut. Den tidsperiod 

som avses kan vara antingen den ursprungliga tiden fram till och med den 

31 december 2027, eller en förlängning av denna tid. Det är alltså i båda 

fallen en förutsättning för att tidsfristen ska kunna förlängas att den fort-

farande löper. En andra förutsättning för förlängning är att personen med 

hänsyn till sina personliga förhållanden har särskilda skäl. När det gäller 

bedömningen av vad som är särskilda skäl hänvisas till kommentaren till 

20 kap. 31 a §. Av punkten framgår vidare att ett beslut om att förlänga 

tidsfristen får fattas för högst sex månader åt gången. Huvudmannen måste 

alltså regelbundet ta förnyad ställning till frågan om tidsfristen ska för-

längas, dvs. till om de särskilda skälen för en förlängning kvarstår. Den 

totala förlängningstiden får inte överstiga tre år. Det innebär att personen 

har rätt att delta i sfi i som längst sex år, först i tre år enligt huvudregeln 

och sedan, om huvudmannen beslutar om att förlänga treårsfristen, i upp 

till tre år till. 

Av fjärde punkten framgår att huvudmannen oavsett om de tidsfrister 

som anges i tredje punkten har löpt ut eller inte får besluta att en elev som 65 
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avses i den punkten inte längre ska få gå kvar i sfi, om eleven saknar förut-

sättningar att tillgodogöra sig utbildningen eller av annan anledning inte 

gör tillfredsställande framsteg. Eleven ska i så fall enligt femte punkten 

bara beredas sådan utbildning på nytt om det finns särskilda skäl för det 

och det kan ske inom ramen för de tidsfrister som anges i tredje punkten. 

Detsamma gäller om eleven frivilligt avbrutit utbildningen. 

Övervägandena finns i avsnitt 8. 
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Bilaga 1Sammanfattning av betänkandet Samverkande 

krafter – för stärkt kvalitet och likvärdighet inom 

komvux för elever med svenska som andraspråk 

(SOU 2020:66) i relevanta delar 

KLIVA-utredningen lämnar i betänkandet Samverkande krafter – för 

stärkt kvalitet och likvärdighet inom komvux för elever med svenska som 

andraspråk (SOU 2020:66) förslag om styrning och ansvarsfördelning som 

syftar till stärkt kvalitet i sfi, ett kommunalt språkansvar (KSA) som bl.a. 

innefattar skärpta krav på uppsökande verksamhet, en tidsbegränsning av 

sfi, insatser för att eleven ska nå målen under avsatt tid, rätt att studera i 

en annan kommun än hemkommunen och krav på att kommunen ska 

inrätta en KSA-funktion. Utredningen lämnar också förslag om studie-

planering och vägledning, verksamhetspoäng, digitala studieformer samt 

kompetensutveckling för undervisning inom sfi och sfi i kombination med 

annan utbildning. Nedan redogörs för relevanta delar av betänkandet. 

En handlingsplan för uppsökande verksamhet 

Varje kommun ska i dag aktivt verka för att nå dem i kommunen som har 

rätt till sfi och motivera dem som saknar grundläggande kunskaper i 

svenska och omfattas av rätten till sfi att delta i utbildningen. Utredningen 

föreslår skärpta krav på kommunerna avseende sådan uppsökande verk-

samhet. Detta genom att kommunen i en handlingsplan beskriver sitt 

arbete med den uppsökande verksamheten, samverkan med andra aktörer, 

ändamålsenliga rutiner samt uppföljning och utvärdering för att nå alla de 

invånare som har behov av sfi. 

Tidsbegränsning av sfi 

Utredningen föreslår att rätten till sfi ska begränsas till fyra år från den 

tidpunkt eleven för första gången tagits emot i sfi, vilket ska dokumenteras 

i den individuella studieplanen som ska följa eleven vid byte av skolenhet 

inom skolformen. Under de fyra åren ska nogsamt väljas de insatser som 

tydligt gynnar elevens möjligheter att nå målen i sfi-kurs D. Tids-

begränsningen syftar bl.a. till att harmonisera sfi med övriga delar av 

skolväsendet där varje utbildning har en given tidsram och där insatser ska 

göras för att eleven ska nå målen under avsatt tid. Dagens förfarande då 

elevens tid kontinuerligt förlängs utan tydligt beräknad sluttid försvårar 

såväl elevens som huvudmannens möjligheter att planera. Rätten till sfi 

kan dock förlängas ett år i taget om det finns särskilda skäl. 

Rätt att delta i sfi i en annan kommun än hemkommunen 

Utredningen föreslår att det ska införas en rätt för individer att delta i sfi 

som erbjuds av en annan kommun än hemkommunen om eleven med 

hänsyn till sina personliga förhållanden har särskilda skäl att få delta i sfi 
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Bilaga 1 hos den andra kommunen. Detta kan exempelvis vara aktuellt för elever 

som arbetar på annan ort än hemorten och där sfi-studier underlättas om 

sfi-utbildningen ligger i anslutning till arbetsplatsen. Utredningen föreslår 

vidare att den individuella studieplan som ska upprättas för varje elev ska 

överlämnas till den mottagande skolenheten. 

Obligatorisk kartläggning 

Utredningen föreslår att en obligatorisk kartläggning införs med syfte att 

gynna genomströmningen i sfi. Genom användning av Statens skolverks 

material för litteracitetskartläggning kan likvärdigheten öka. En noggrann 

kartläggning av elevers litteracitet är en förutsättning för att elevernas 

erfarenheter och kunskaper ska synliggöras och kunna tillvaratas. Kart-

läggning är också en förutsättning för en korrekt nivåplacering i sfi. 

Utredningen ställer sig bakom Valideringsdelegationens förslag om att 

den som vill få kunskaper och kompetenser kartlagda inför utbildning eller 

prövning inom komvux ska erbjudas en inledande kartläggning. Dessa två 

kartläggningar syftar till att synliggöra och tillvarata nyanlända elevers 

resurser och att lägga grunden till en individanpassad utbildning. 

Lämpliga individuella insatser 

Utredningen föreslår att hemkommunen ska erbjuda lämpliga individuella 

insatser och även i övrigt aktivt verka för att de vuxna som omfattas av 

KSA och har behov av att fullfölja utbildningen, ska fullfölja utbildningen 

i enlighet med den individuella studieplan som upprättats. Det föreslås 

också att kommunen ska dokumentera sina insatser på lämpligt sätt. 
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Bilaga 2Betänkandets lagförslag i relevanta delar 

Förslag till lag om ändring i skollagen (2010:800) 

Härigenom föreskrivs i fråga om skollagen (2010:800) 

dels att 3 kap. 12 j §, 20 kap. 1 §, 8 §, 9 §, 28 §, 29 § och 31 §/…/ ska ha 

följande lydelse, 

dels det i lagen ska införas /…/ nya paragrafer, 20 kap. 33 a–b §§ /…/ 

samt att det närmast före 20 kap. 29 §, 33 a §, 20 kap. 33 b § /…/ ska 

införas /…/ nya rubriker av följande lydelse. 

Nuvarande lydelse Föreslagen lydelse 

3 kap. 

12 j §1 

När en elev i förskoleklassen, grundskolan, grundsärskolan, special-

skolan, sameskolan, gymnasieskolan eller gymnasiesärskolan övergår 

från skolformen till en annan av de angivna skolformerna ska den skolen-

het som eleven lämnar, utöver vad som följer av 4 b §, till den mottagan-

de skolenheten överlämna sådana uppgifter om eleven som behövs för 

att underlätta övergången för eleven. Detsamma gäller om eleven byter 

skolenhet inom skolformen. 

När en elev byter skolform från grundskolan eller grundsärskolan till 

gymnasieskolan eller gymnasiesärskolan, ska den mottagande skolenhe-

ten skyndsamt informera den överlämnande skolenheten om att skolen-

heten har tagit emot eleven, om det inte är obehövligt. 

När en elev i utbildning i svenska 

för invandrare efter avbrott, under 

den tidsperiod som avses i 31 § 

fjärde stycket, påbörjar utbildning 

hos ny huvudman ska den indivi-

duella studieplan som upprättats 

enligt 20 kap. 8 § överlämnas från 

den skolenhet som eleven tidigare 

tillhörde till den mottagande skol-

enheten. 

20 kap. 

1 §2 

I detta kapitel finns 

– allmänna bestämmelser (2–9 §§), 

– bestämmelser om kommunal vuxenutbildning på grundläggande 

nivå och kommunal vuxenutbildning som särskild utbildning på grund-

läggande nivå (10–15 §§), 

– bestämmelser om kommunal vuxenutbildning på gymnasial nivå och 

kommunal vuxenutbildning som särskild utbildning på gymnasial nivå 

(16–23 §§), 

1 Senaste lydelse 2018:1098. 
2 Senaste lydelse 2020:446. 69 
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Bilaga 2 – bestämmelser om kommunal – bestämmelser om kommunal 

vuxenutbildning i svenska för vuxenutbildning i svenska för 

invandrare (24–33 §§), invandrare (24–33 b §§), 

– bestämmelser om betyg (34–41 §§), 

– bestämmelser om validering (42 och 43 §§), och 

– bestämmelser om intyg (44 och 45 §§). 

8 §3 

Hemkommunen ansvarar för att Hemkommunen ansvarar för att 

det upprättas en individuell studie- det upprättas en individuell studie-

plan för varje elev. Planen ska inne- plan för varje elev. Planen ska inne-

hålla uppgifter om den enskildes hålla uppgifter om den enskildes 

utbildningsmål och planerad utbildningsmål, planerad omfatt-

omfattning av studierna. ning av studierna samt avseende 

utbildning i svenska för invandrare 

det datum då eleven första gången 

tagits emot till utbildningen enligt 

31 § fjärde stycket. 

Regeringen eller den myndighet som regeringen bestämmer meddelar 

föreskrifter om den individuella studieplanen. 

9 §4 

Den som har antagits till en kurs har rätt att fullfölja kursen. Huvud-

mannen får dock besluta att utbildningen på kursen ska upphöra, om ele-

ven saknar förutsättningar att tillgodogöra sig utbildningen eller annars 

inte gör tillfredsställande framsteg. 

Den vars utbildning på grundläggande nivå eller särskilda utbildning 

på grundläggande nivå har upphört enligt andra stycket ska på nytt bere-

das sådan utbildning, om det finns särskilda skäl för det. Den vars utbild-

ning på gymnasial nivå eller särskilda utbildning på gymnasial nivå har 

upphört enligt andra stycket får på nytt beredas sådan utbildning, om det 

finns särskilda skäl för det. 

Den vars utbildning i svenska för Den vars utbildning i svenska för 

invandrare har upphört enligt andra invandrare har upphört enligt andra 

stycket eller som frivilligt avbrutit stycket, eller som frivilligt avbrutit 

sådan utbildning ska på nytt bere- utbildningen och inte omfattas av 

das sådan utbildning, om det finns rätten till utbildningen enligt 31 § 

särskilda skäl för det. fjärde stycket, ska på nytt beredas 

sådan utbildning, om det finns 

särskilda skäl för det. Den som fri-

villigt avbrutit utbildningen och 

omfattas av rätten till utbildning 

enligt 31 § fjärde stycket ska efter 

önskemål på nytt beredas sådan 

utbildning. 

Utbildningen får avbrytas även enligt bestämmelserna i 5 kap. 17– 
20 §§. 

3 Senaste lydelse 2015:482. 
4 Senaste lydelse 2020:446. 70 
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28 §5 Bilaga 2 
Hemkommunen är skyldig att se till att utbildning i svenska för 

invandrare erbjuds dem som enligt 31 § första stycket har rätt att delta i 

utbildningen. 

När det gäller den som enligt 31 § andra stycket har rätt att delta i 

utbildning i svenska för invandrare är det den kommun där han eller hon 

stadigvarande arbetar som är skyldig att se till att utbildningen erbjuds 

honom eller henne. 

Av 31 § tredje stycket följer att en 

elev i vissa fall har rätt att delta i 

utbildning i svenska för invandrare 

i en annan kommun än hemkommu-

nen. 

29 §6 

Ett kommunalt språkansvar 

Varje kommun ska aktivt verka för att nå dem i kommunen som har rätt 

till utbildningen och för att motivera dem att delta i utbildningen. 

Utbildningen ska finnas tillgänglig så snart som möjligt efter det att en 

rätt till utbildning i svenska för invandrare inträtt. Om det inte finns 

särskilda skäl ska utbildningen kunna påbörjas inom tre månader. 

Varje kommun ska aktivt verka för att en nyanländ som omfattas av 

lagen (2017:584) om ansvar för etableringsinsatser för vissa nyanlända 

invandrare kan påbörja utbildningen inom en månad från det att den 

nyanlände anmält sig till utbildning i svenska för invandrare hos kommu-

nen. 

Hemkommunen ska erbjuda 

lämpliga individuella insatser till 

de som har rätt till utbildning enligt 

31 § fjärde stycket i syfte att de som 

är inskrivna i utbildningen och har 

behov av att fullfölja utbildningen 

ska fullfölja sin utbildning i enlig-

het med den individuella studieplan 

som ska upprättas enligt 8 §. Kom-

munen ska dokumentera sina insat-

ser på lämpligt sätt. 

Regeringen eller den myndighet 

som regeringen bestämmer får 

meddela föreskrifter om kommu-

nens skyldigheter enligt första och 

fjärde stycket och den behandling 

av personuppgifter som är nödvän-

dig för att kommunen ska kunna 

5 Senaste lydelse 2015:482. 
6 Senaste lydelse 2017:595. 71 
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Bilaga 2 fullgöra sina skyldigheter enligt 

fjärde stycket. 

31 §7 

En person har rätt att delta i utbildning i svenska för invandrare från 

och med andra kalenderhalvåret det år han eller hon fyller 16 år, om han 

eller hon 

1. är bosatt i landet, och 

2. saknar sådana grundläggande kunskaper i svenska språket som 

utbildningen syftar till att ge. 

En finländsk medborgare som stadigvarande arbetar i en svensk 

kommun, men är bosatt i Finland nära gränsen till Sverige och saknar 

sådana grundläggande kunskaper i svenska språket som utbildningen 

syftar till att ge, har från och med andra kalenderhalvåret det år han eller 

hon fyller 16 år också rätt att delta i utbildning i svenska för invandrare. 

En elev har rätt att bli mottagen i 

utbildning i svenska som invandra-

re som anordnas av en annan 

kommun än den som annars ska 

svara för elevens utbildning, om 

eleven med hänsyn till sina person-

liga förhållanden har särskilda 

skäl att få delta i utbildning i den 

kommunen. 

Rätten till utbildning i svenska 

för invandrare gäller fyra år från 

det datum eleven för första gången 

tagits emot till sådan utbildning. 

Föreligger särskilda skäl med hän-

syn till elevens personliga för-

hållanden ska huvudmannen beslu-

ta att förlänga utbildningen upp till 

ett år i taget. Rätten till utbildning 

innebär ingen inskränkning i 

huvudmannens möjlighet att enligt 

9 § andra stycket besluta att utbild-

ningen ska upphöra. 

Bedömning av en elevs kunskaper 

33 a § 

När en nyanländ tas emot till 

utbildning i svenska för invandrare 

ska elevens kunskaper bedömas, 

om en sådan bedömning inte är 

uppenbart onödig. Bedömningen 

ska göras skyndsamt. Resultatet av 

bedömningen ska ligga till grund 

7 Senaste lydelse 2015:482. 72 
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för den individuella studieplanen. Bilaga 2 
Vad som avses med nyanländ fram-

går av 3 kap. 12 a §. 

Regeringen eller den myndighet 

som regeringen bestämmer får 

meddela föreskrifter om underlag 

för sådana bedömningar. 

Interkommunal ersättning 

33 b § 

Om en elev tas emot i utbildning 

i svenska för invandrare med stöd 

av 31 § tredje stycket har den mot-

tagande kommunen rätt till ersätt-

ning för sina kostnader för elevens 

utbildning från elevens hem-

kommun. 

– – – – – – – – – – – – – – – – – – – – – – – – – – – – – – – – – – – – – – – 

1. Denna lag träder i kraft den 1 januari 2022 och ska tillämpas på utbild-

ning från och med den 1 juli 2022. 

2. Bestämmelserna i 3 kap. 12 j §, 20 kap. 8 §, 29 §, 31 § och 33 a § ska 

tillämpas för de elever som första gången tas emot i utbildning i svenska 

för invandrare från den 1 juli 2028. 
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Bilaga 3 Förteckning över remissinstanserna 

Efter remiss har yttranden kommit in från AcadeMedia AB, Arbetsförmed-

lingen, Botkyrka kommun, Centrala studiestödsnämnden, Delegationen 

för unga och nyanlända till arbete (Dua), Delegationen mot segregation, 

Diskrimineringsombudsmannen, Dorotea kommun, Falköpings kommun, 

Folkbildningsrådet, Forskningsrådet för hälsa, arbetsliv och välfärd, För-

säkringskassan, Gävle kommun, Göteborgs kommun, Göteborgs universi-

tet, Helsingborgs kommun, Högskolan Dalarna, Högskolan Väst, Inspek-

tionen för arbetslöshetsförsäkringen, Institutet för arbetsmarknads- och 

utbildningspolitisk utvärdering, Integritetsskyddsmyndigheten (tidigare 

Datainspektionen), Kriminalvården, Kungsbacka kommun, Landsorgani-

sationen i Sverige (LO), Lycksele kommun, Länsstyrelsen i Jönköpings 

län, Länsstyrelsen i Norrbottens län, Länsstyrelsen i Stockholms län, Läns-

styrelsen i Värmlands län, Lärarförbundet, Lärarnas Riksförbund, Malmö 

kommun, Migrationsverket, Mora kommun, Myndigheten för delaktighet, 

Myndigheten för yrkeshögskolan, Nacka kommun, Norrtälje kommun, 

Nynäshamns kommun, Regelrådet, Region Skåne, Region Uppsala, 

Region Västerbotten, Riksförbundet Vuxenutbildning i Samverkan (VIS), 

Skolforskningsinstitutet, Skolväsendets överklagandenämnd, Socialsty-

relsen, Specialpedagogiska skolmyndigheten, Statens institutionsstyrelse, 

Statens skolinspektion, Statens skolverk, Statistiska centralbyrån, Stats-

kontoret, Stockholms kommun, Stockholms universitet, Svenskt Närings-

liv, Sveriges Dövas Riksförbund (SDR), Sveriges Kommuner och Regio-

ner, Sveriges Skolledarförbund, Sveriges Vägledarförening, Södertälje 

kommun, Tjänstemännens Centralorganisation (TCO), Täby kommun, 

Umeå kommun, Umeå universitet, Universitets- och högskolerådet, 

Vetenskapsrådet, Ystads kommun, Årjängs kommun och Östhammars 

kommun. 

Därutöver har yttranden inkommit från Göteborgsregionens kommunal-

förbund, Malmö universitet, Folkuniversitetet, Institutet för språk och 

folkminnen, Rörelsefolkhögskolornas intresseorganisation (RIO) och Stu-

dieförbunden. 

Följande remissinstanser har inte svarat eller angett att de avstår från att 

lämna några synpunkter: Almega Aktiebolag, Bjuvs kommun, Ekonomi-

styrningsverket, Funktionsrätt Sverige, Förbundet Sveriges Dövblinda, 

Hallsbergs kommun, Hallstahammars kommun, Haparanda kommun, 

Herrljunga kommun, Härnösands kommun, Höganäs kommun, Hörselska-

dades Riksförbund (HRF), Jämställdhetsmyndigheten, Lernia AB, Linkö-

pings universitet, Marks kommun, Mälardalens universitet (tidigare 

Mälardalens högskola), Region Kronoberg, Region Västernorrland, Riks-

dagens ombudsmän (JO), Riksrevisionen, Sveriges akademikers central-

organisation (Saco), Sorsele kommun, Sveriges unga akademi, Tomelilla 

kommun och Åtvidabergs kommun. 
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Umeå kommun Protokollsutdrag 
Gymnasie- och vuxenutbildningsnämndens arbetsutskott 2024-04-10 

 

 
Justerares sign:  Utdraget bestyrks: 

§ 28 

Diarienr: SK-2024/00137 

Yttrande över remiss från Utbildnings-

departementet - Utkast till Lagrådsremiss: Skärpta 

krav i sfi 

Arbetsutskottets beslut 

Gymnasie- och vuxenutbildningsnämnden föreslås besluta att avge 

yttrande till Utbildningsdepartementet enligt nedanstående förslag. 

 

Förslag till beslut 

Gymnasie- och vuxenutbildningsnämnden beslutar att avge yttrande till 

Utbildningsdepartementet enligt nedanstående förslag. 

 

Ärendebeskrivning 

Umeå kommun, i sin roll som remissinstans, har fått möjlighet att 
framföra synpunkter på "Utkast till lagrådsremiss: Skärpta krav i sfi." 
Lagrådsremissen innehåller förslag till ändringar i skollagen (2010:800), 
vilka syftar till att stärka den kommunala vuxenutbildningen i svenska för 
invandrare (sfi). Förslagen sammanfattas nedan: 

 

 Rätten att delta i sfi ska som huvudregel gälla i tre år från den 
tidpunkt då personen för första gången togs emot till 
utbildningen.  

 Kommunen ska upprätta en handlingsplan för sina insatser för att 
nå de personer i kommunen som har rätt till sfi och för att 
motivera dem att delta i utbildningen. Handlingsplanen ska 
kontinuerligt följas upp och vid behov revideras.  

 Den som har rätt till sfi ska ha rätt att delta i utbildningen även i en 
annan kommun än hemkommunen om det finns särskilda skäl. En 
kommun som tar emot en elev från hemkommunen i sfi ska få er-
sättning för sina kostnader för elevens utbildning från elevens 
hemkommun.  

 När en elev tas emot till sfi ska elevens kunskaper bedömas, om 
en sådan bedömning inte är uppenbart onödig. Resultatet av 
bedömningen ska ligga till grund för den individuella studieplanen.  
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Umeå kommun Protokollsutdrag 
Gymnasie- och vuxenutbildningsnämndens arbetsutskott 2024-04-10 

 

 
Justerares sign:  Utdraget bestyrks: 

 Den individuella studieplanen för en elev i sfi ska innehålla en 
uppgift om den tidpunkt då eleven för första gången togs emot till 
utbildningen. Om eleven övergår till sfi hos en annan huvudman 
ska den huvudman som eleven lämnar överlämna elevens 
individuella studieplan till den mottagande huvudmannen.  

Andra remissinstanser har sedan tidigare framfört sina synpunkter på 

förslagen, och delar av dessa finns tillgängliga i "Utkast till lagrådsremiss: 

Skärpta krav i sfi." 

Regeringen har i denna remissrunda specifikt bett om synpunkter på 

avsnitt 6.4, som föreslår en tidsbegränsning på tre år för rätten till sfi med 

möjlighet till förlängning om det finns särskilda skäl, med högst sex 

månader i taget. Den totala tiden för förlängning ska dock inte få 

överstiga tre år. Regeringen vill även ha synpunkter på delar i avsnitt 8, 

som rör rätten för de som har tagits emot till sfi före ikraftträdandet och 

föreslår att rätten att delta i utbildningen ska gälla fram till 31 december 

2027 med samma möjligheter till förlängning som för de som har tagits 

emot till sfi efter ikraftträdandet. 

 

 

Yttrande 

Umeå kommun betonar inledningsvis vikten av kontinuerlig utveckling 

inom utbildningsväsendet och noterar vissa förstärkningar i 

lagrådsremissen som förväntas gynna både huvudmännen och 

individerna på lång sikt. Det är emellertid av stor betydelse att 

uppmärksamma den stora variationen inom sfi-elevgruppen, som sträcker 

sig över olika utbildningsbakgrunder, förmågor och möjligheter. Utöver 

detta har kommunerna varierande förutsättningar, från små till stora 

kommuner, med olika hinder. De komplexa skillnaderna utgör utmaningar 

när man försöker etablera generella regler för hela elevgruppen, vilket 

även framkommer i tidigare remissvar. 

 

Umeå kommuns synpunkter på förslagen: 
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Umeå kommun Protokollsutdrag 
Gymnasie- och vuxenutbildningsnämndens arbetsutskott 2024-04-10 

 

 
Justerares sign:  Utdraget bestyrks: 

 Kap.6.4 Rätten till sfi ska gälla i tre år  

Positiva aspekter: Det konstateras att införandet av en tidsbegränsning är 
positivt för att skapa tydlighet både för elever och huvudmän. Detta 
anses gynnsamt för uppföljningen av utbildningen. 

Utmaningar och saknade aspekter: Umeå kommun framhåller 

problematisering av skillnaderna mellan heltidsstuderande och de som 

kombinerar sfi med andra aktiviteter, är föräldralediga eller gör avbrott. 

Tre år upplevs som otillräckligt för vissa elevgrupper och behovet av 

tydliga förhållningsregler till dispenser kommer att krävas. 

Tidsbegränsningen kräver att sfi måste få högre status i individens 

planering även hos andra myndigheter. Integrering av sfi i andra 

aktiviteter såsom arbetslivsinsatser, praktik, tillfälliga arbeten eller andra 

utbildningar kan påverka elevernas möjligheter att nå kursmålen. Umeå 

kommun anser att regeringens förslag inte tillräcklig tar hänsyn till detta 

vid en tidsbegränsning på tre år för sfi. Förslaget om tidsbegränsningen på 

fyra år, som utredningen framhåller, anses vara mer rimligt och ger 

därmed större utrymme för individanpassning. Utredningen förslår även 

att möjligheten till förlängning kan ges ett år i taget vilket Umeå kommun 

anser skulle kunna innebära mindre administration och längre 

planeringshorisonter.  

Mycket ansvar läggs på varje enskild huvudman att bedöma eventuell 

förlängning av sfi-tiden. Detta kan skapa betydande tolkningsskillnader 

mellan kommuner, vilket problematiseras som olikvärdighet i systemet. 

 Kap.8 Ikraftträdande-och övergångsbestämmelser  

Umeå kommun stöder förslaget om att de som började sfi före den 1 

januari 2025 ska ha rätt att delta i utbildningen fram till den 31 december 

2027. Det förenklar administrationen att dessa individer inte behöver 

specificerade startdatum i studieplanen utan får samma tidsram som 

övriga. Dock finns en risk att bedömningen av förutsättningar för studier, 

inklusive förlängningstider, kan variera mellan olika huvudmän i landet. 

Det blir viktigt att de som påbörjade sina sfi-studier före ikraftträdandet 

ges möjlighet att avsluta sfi och inte planeras över till andra aktiviteter av 

andra myndigheter. 
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Umeå kommun Protokollsutdrag 
Gymnasie- och vuxenutbildningsnämndens arbetsutskott 2024-04-10 

 

 
Justerares sign:  Utdraget bestyrks: 

 Umeå kommuns övriga sammanfattande synpunkter: 

Umeå kommun påpekar att vissa förslag ökar administrationen och 

därmed kostnaderna, vilket bedöms vara mer än de beräkningar som 

presenteras under konsekvenser i utkastet (s.53). Konsekvensutredningen 

antyder även att förslagen kan leda till ökad elevkapacitet och fler 

undervisningstimmar per vecka inom sfi, vilket förväntas belasta 

utbildningsverksamheten ytterligare. 

Umeå kommun understryker behovet av ett harmoniserat systemstöd för 

överlämningar av studieplaner mellan huvudmän, något som också 

Helsingborg har påtalat. För närvarande saknas ett sådant stöd, vilket 

innebär att det inte finns någon möjlighet att söka upp andra huvudmän 

för överlämning utan att den nya huvudmannen aktivt begär dessa 

uppgifter. Utan systemstöd kan en sfi-elev påbörja en ny treårsperiod hos 

en annan huvudman utan att den tidigare huvudmannen är medveten om 

det. 

Slutligen uppmanar Umeå kommun regeringen att fortsätta arbeta med 

att förbättra lärare och rektorers förutsättningar för att erbjuda 

högkvalitativ undervisning inom sfi. Kommunen betonar att de mest 

relevanta förslagen redan har presenterats i KLIVA-utredningen, såsom 

högre krav på lärarbehörighet (där endast 30 hp svenska som andraspråk 

krävs idag) och ökat fokus på systematiskt kvalitetsarbete inom sfi. I en 

regelstyrd miljö med olika aktörer är det svårt för huvudmännen att ha 

kontroll och följa upp kvaliteten på sfi-undervisningen, vilket kräver mer 

stöd från exempelvis Skolverket och Skolinspektionen. En översyn av hur 

statistik för sfi samlas in behövs också, då nuvarande statistik är trubbig 

och används på olika sätt runtom i landet. 

Beslutsunderlag 

Bilaga: Utkast till Lagrådsremiss Skärpta krav i sfi 

 

Beredningsansvariga 

Åza Hortell, områdeschef 

Anna Persson, utbildningsstrateg 
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Umeå kommun Protokollsutdrag 
Gymnasie- och vuxenutbildningsnämndens arbetsutskott 2024-04-10 

 

 
Justerares sign:  Utdraget bestyrks: 

Beslutet ska skickas till 
KS diarium 

Märk ämnesraden med diarienummer: KS-2024/00266 
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Tjänsteskrivelse 
2024-04-11 

Gymnasie- och 
vuxenutbildningsnämnden 

 
 
Diarienr: SK-2024/00203 

Yttrande över remiss från 

Arbetsmarknadsdepartementet - Förslag till direktiv 

om stärkta arbetsvillkor för praktikanter samt ett 

förslag till rådets rekommendation om 

kvalitetsramverk för praktik 

Förslag till beslut 
Gymnasie- och utbildningsförvaltningen, Umeå kommun, beslutar att ställa 
sig bakom yttrande enligt nedanstående.  

Ärendebeskrivning 
Från Arbetsmarknadsdepartementet har remiss från EU inkommit till Umeå 
kommun, som gymnasie- och vuxenutbildningsnämnden har beretts 
möjlighet att besvara: ”Förslag till direktiv om stärkta arbetsvillkor för 
praktikanter samt ett förslag till rådets rekommendation om 
kvalitetsramverk för praktik”. Remissen innefattar EU-kommissionen 
förslag till direktiv och europeiska rådets rekommendation att förbättra 
arbetsvillkor för praktikanter samt motverka anställningar som är 
kamouflerade som praktik. Förslaget innehåller även rekommendationer 
för ett kvalitetsramverk för praktikplatser. 
 
Ungdomsarbetslösheten (15–29 år) inom EU är dubbelt så hög som den 
generella arbetslösheten. En utmaning är de ungdomar som varken 
studerar eller arbetar. I dag finns det cirka 3,1 miljoner praktikanter inom 
EU och den siffran förväntas öka.  1, 5 miljoner av dessa praktikanter får 
inte betalt att göra praktik. En väg för unga att få praktisk erfarenhet, 
förbättra sina kunskaper och få en väg in i arbetsmarknaden kan vara en 
praktikplats. 
 
En utmaning, enligt förslaget, är att praktikplatser ibland är maskerade som 
ordinarie arbeten, de regleras inte av lagar, den ekonomiska ersättningen 
är låg eller obefintlig och socialt skydd saknas. Det är också svårt för utsatta 
grupper att få praktikplatser och det är svårt att genomföra praktik i andra 
länder. Det här kan påverka ungdomars övergång till arbetsmarknaden 
negativt och ökar risken för social utsatthet och fattigdom.  
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 Tjänsteskrivelse 
 Dnr: SK-2024/00203 
 
 
I dag är det främst de med högre utbildning som har möjlighet till betald 
praktik hos företag, där traineeplatser med lön och möjlighet till anställning 
erbjuds. Främst sker det i städer och majoriteten är män. Förslagets 
huvudmål är att uppdatera 2014 års rekommenderade kvalitetsramverk för 
praktikplatser genom att integrera dessa med nationell lagstiftning med 
syfte att minska arbetslösheten främst för unga som inte arbetar, studerar, 
eller praktiserar genom att förbättra praktikmöjligheter och på sikt stärka 
Europas ekonomi. 
 
Med kvalitetssäkrad praktik menas en begränsad tidsperiod (sex månader) 
där goda arbetsförhållanden råder, att ett lärande sker och att 
praktikplatsen ska bidra till att förbättra ungas anställningsbarhet och 
karriärutveckling. Samt att en utökad möjlighet till gränsöverskridande 
praktikplatser på sikt kan öka den rörliga arbetskraften inom EU. 
 
Fyra olika typer av praktikplatser har identifierats i förslaget: 

 Praktik utan avtal mellan praktikant och företag. 

 Arbetsmarknadspolitiska praktikplatser.  

 Praktik som ingår i läroplaner och sker inom utbildning. 

 Obligatorisk yrkesrelaterad praktik som krävs för specifika yrken. 

Förslaget gäller alla praktikanter, oavsett anställningsstatus och innefattar 
även praktikplatser som ingår i utbildningar samt de som är obligatoriska 
för att bli behörig i ett yrke.  
 
Fackföreningar, ungdomsorganisationer och konferensen Future of Europe 
är alla positivt inställda till de förbättringsförslag på den tidigare 
förordningen från 2014 som föreligger här. Arbetsgivare håller med till viss 
del men är emot att praktikplatser ska lagstiftas om. 
 
EU kommer inte tillskjuta någon finansiering för genomförandet. Den 
kostnad som kan uppkomma för företag genom förslaget är att man inte 
har tillräckligt hög kvalité på sina praktikplatser och vid kontroll uppmanas 
följa regelverket, lönekostnader tillkommer. Arbetsgivare bör, enligt 
förslaget, ges stöd genom vägledning och eventuellt finansiellt stöd för att 
upprätthålla de rekommendationer som föreligger. Av vikt är att 
praktikanter har möjlighet att rapportera in missförhållanden.  
Inspektioner att regelverket följs kommer att genomföras regelbundet och 
en första uppföljning kommer ske efter fem år. 

Yttrande 
Gymnasie- och vuxenutbildningsnämnden vill understryka att svarstiden för 
remissen var kort och med mer tid hade ett mer fördjupat svar på remissen 
varit möjlig. Yttrandet rör endast nämndens område. 
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Gymnasie- och vuxenutbildningsnämnden stödjer EU förslagets intention 
att förbättra villkor för praktik för att få fler ungdomar i arbete och att 
praktikplatser ska ha god kvalité. Det är av yttersta vikt att unga kommer ut 
på arbetsmarknaden och praktik kan vara en väg in i arbetslivet. Ungdomar 
ska inte utnyttjas utan ges möjlighet att få erfarenhet och kunskaper för att 
kunna bidra till en framtida arbetsmarknad. Nämnden är också positiv till 
att förenkla arbetspraktik i andra länder. 
 
Gymnasie- och vuxenutbildningsnämnden vill betona att i Umeåregionen 
finns en god samverkan via Ungdomstorget och olika myndigheter via 
Samordningsförbundet (Försäkringskassan, Arbetsförmedling, Socialtjänst, 
Kriminalvård, Region Västerbotten, Utbildning och 
Arbetsmarknadsenheten) för att stödja ungas väg in i arbete eller studier. I 
dag är det möjligt att erhålla ersättning utifrån arbetsmarknadspolitiska 
åtgärder för praktik. I vissa fall delfinansierar arbetsgivare del av 
lönekostnaden. Via arbetsmarknadspolitiska åtgärder ges unga redan idag 
möjlighet att prova på ett arbete med en handledare som introducerar 
praktikanten i arbetet och där försäkringar och arbetsskyddslagar gäller.  
 
Gällande praktik under utbildning så är det några områden som främst rör 
gymnasie- och vuxenutbildningsnämndens sektor. Ett är yrkesprogram 
inom gymnasie- och vuxenutbildning som har arbetsplatsförlagt lärande 
(APL), som enligt Skollagen ska utgöra minst 15 veckor av utbildningen och 
genomföras på en arbetsplats. Eleverna på gymnasiet får ingen lön utan 
har sitt studiebidrag och kan få extra ersättning för resor och lunch. För 
gymnasiala lärlingsutbildningar där 50% av tiden utgörs av APL får elever 
ett extra studiebidrag och här finns även möjlighet för företag att erbjuda 
eleven en lärlingsanställning med viss lön. Nämnden ställer sig frågande till 
att företag eller kommun ska betala lön, om än på miniminivå, för APL-
tiden som räknas som utbildning och där eleverna har studiebidrag. Risken 
finns att företag väljer att inte ta emot APL- praktikanter.  
 
Ett annat område inom nämndens sektor är utbildningspraktik 
(läroplansreglerad) för förskollärare och lärare som läser på universitet. 
Lärarutbildning innefattar upp till 20 veckor VFU (verksamhetsförlagd 
utbildning) på en skola eller förskola under studietiden. Ingen lön betalas ut 
eftersom utbildningen är studiemedelsberättigad. Om beslut tas att denna 
grupp ska få lön under praktikperioden innebär det stora kostnader för 
kommuner och/ eller universitetet.  
 
Ett tredje område som berörs av förslaget är Yrkeshögskolan som har LIA 
praktik (lärande i arbete) på företag. Den utbildningsformen är också 
studiemedelsberättigad. Vill företag betala lön eller annan ersättning så har 
de möjlighet till det. 
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Ett område inom gymnasie- och vuxenutbildningsnämndens sektor där 
förslaget kan komma att förbättra praktik för unga, är den grupp 15–19 år 
som ingår i KAA (kommunala aktivitetsansvaret). Gruppen går inte i skola 
och om de gör praktik kan ersättning motsvarande studiebidrag betalas ut. 
Företagen betalar ingenting. Ungdomarna utför ett arbete, som ibland 
kanske kan vara ett dolt riktigt arbete. För dessa unga som gör praktik är 
det kommunen som betalar ut ersättningen inte arbetsgivare. En reglering 
utifrån förslaget kan bidra till att praktikplatserna har handledare och att 
praktiken leder till inlärning. En högre ersättning än studiemedel kan vara 
motiverande för den gruppen unga att välja praktik i stället för att stanna 
hemma.   
 
Gymnasie- och vuxenutbildningsnämnden instämmer med förslaget att det 
är av vikt att kvalitetssäkra praktikplatser och att praktikanter har bra 
arbetsvillkor, försäkringsskydd och ges möjlighet till ett lärande. Samt att 
praktik är en väg för unga in i arbetslivet och fler unga i arbete behövs för 
att klara den framtida kompetensförsörjningsbristen. Speciellt för den 
grupp som inte går i skolan. 
 
När det gäller ersättning i form av lön för utbildningspraktik delar inte 
nämnden direktivets förslag. I Sverige har vi fungerande system för 
ersättning till studerande och att delar av utbildningars innehåll ska bli 
praktikanställningar med lön är inte rimligt i dagsläget. 
 
Om förslaget genomförs i sin helhet ser gymnasie- och utbildningsnämnden 
svårigheter i och fördyrande kostnader för kommunen att alla som gör 
utbildningspraktik i kommunens verksamheter (lärare, förskollärare, 
kuratorer med flera) ska erhålla lön. Kostnaden för praktikplatser för 
kommunen kommer att öka och kan leda till att färre praktikplatser 
erbjuds. Det på sikt påverkar kompetensförsörjningen. APL-kostnader för 
företag kan också medföra färre platser tillgängliga för elever. Gymnasie- 
och utbildningsnämnden samtycker till delar av EU:s förslag till direktiv att 
förbättra villkor för praktikanter men med önskemål att de statliga regler 
kring utbildningspraktik som gäller i Sverige idag fortsättningsvis kan 
kvarstå. 

Beslutsunderlag 
Bilaga 1: Council Recommendation Traineeships 2024- 
Bilaga 2: Impact assessment traineeships  
Bilaga 3: Impact assessment traineeships part 2 
Bilaga 4: Impact assessment traineeships summary 
Bilaga 5: Traineeships Directive 2024 
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EXPLANATORY MEMORANDUM 

1. CONTEXT OF THE PROPOSAL 

• Reasons for and objectives of the proposal 

In her Political Guidelines (1), President von der Leyen stressed the need to strengthen 

Europe’s social market economy and to foster “growth which creates quality jobs, especially 

for young people”.  

Youth unemployment remains a persistent challenge in the EU, with the youth unemployment 

rate being more than twice as high as the overall unemployment rate (2). A particular 

challenge lies in activating more young people who are not in employment, education or 

training (NEETs) and who face specific obstacles that hinder their participation in the labour 

market. Therefore, the European Pillar of Social Rights Action Plan (3) sets out the target of 

decreasing the rate of young people aged 15-29 who are NEETs from 12.6% (2019) to 9% by 

2030 by improving their employment prospects. 

Traineeships can provide an opportunity for young people to gain practical and professional 

experience, improve their skills and thereby facilitate their access to the labour market. They 

offer an opportunity for employers to attract, train and retain their staff. However, the value of 

a traineeship depends on its quality. A quality traineeship requires fair and transparent 

working conditions and adequate learning content. Moreover, inclusive traineeships can help 

provide opportunities for everyone to access the labour market, including young people in 

vulnerable situations. 

According to estimations based on the European Labour Force Survey (EU-LFS) data, there 

are 3.1 million trainees in the EU (2019 data) out of which 1.6 million are paid trainees and 

1.5 million are unpaid. An increasing number of trainees in the EU participate in cross-border 

traineeships (21% of trainees in 2023 compared to 9% in 2013) (4), demonstrating the 

potential of traineeships to contribute to fair labour mobility in the EU. Estimates also indicate 

that in 2019 around 370 000 paid trainees (5) did a traineeship of a long duration (more than 6 

months), including consecutive/repeated ones with the same employer. Out of these, around 

100 000 trainees did a traineeship of a long duration with poor learning content (6). 

The 2014 Council Recommendation on a Quality Framework for Traineeships (QFT) is an 

important reference point for determining what constitutes a quality traineeship. It sets out 

guidelines for traineeships outside education curricula and mandatory professional training. 

 
1 Political Guidelines for the Next European Commission 2019-2024. ‘A Union that Strives for More.        

My Agenda for Europe.’ Available online. 
2 Youth unemployment (15-25 years) was 14.9% in January 2024, compared to a general unemployment 

rate (20-64 years) of 6.0% (Eurostat). 
3 COM(2021) 102 final. 
4 Flash Eurobarometer 523 (2964 / FL523). 
5 This does not include traineeships which are mandatory to access a profession. 
6 These numbers should be interpreted with caution as they are based on the combination of the results of 

Flash Eurobarometer 523 (share of trainees who did traineeships with a total duration longer than 6 

months who also stated that they did not learn professionally useful things) and EU-LFS data on the 

number of paid trainees.  
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In its 2023 evaluation of this Council Recommendation (7), the Commission found indications 

that the QFT had a positive impact on the quality of traineeships in the EU. It also confirmed 

that traineeships continue to be an important pathway for young people to enter the labour 

market. In addition, quality traineeships can be useful upskilling and/or reskilling 

opportunities for people of any age to acquire practical skills on the job to set their career in a 

new direction. 

However, the evaluation also highlighted areas that could be further strengthened and 

improved. For instance, it recommended better integrating quality principles in national 

legislation, in particular for open-market traineeships (OMTs), stronger monitoring and 

enforcement to ensure the application of the quality principles on the ground and increasing 

awareness amongst various key stakeholders. The need for stronger support to employers, for 

example, through financial support and practical guidance, was also highlighted. Furthermore, 

the evaluation stressed that efforts to provide more concrete and practical information to 

young people on cross-border traineeships should be stepped up. It also identified additional 

quality criteria, such as fair pay and social protection, rules on remote/hybrid traineeships, 

better addressing the needs of groups in vulnerable situations, and strengthened support to 

trainees during and after the traineeship. Moreover, the evaluation noted the possibility of 

extending the scope of QFT from OMTs and traineeships that are part of active labour market 

policies (ALMP) to also cover other traineeships, such as those that are part of formal 

education and training curricula. 

Various stakeholders called on the Commission to improve the quality of traineeships: 

• The report on the final outcome of the Conference on the Future of Europe (8) includes 

the call to ensure that young people’s traineeships and jobs comply with quality 

standards, including on pay, and that unpaid internships on the labour market and 

outside formal education are banned through a legal instrument. 

• In its Opinion “The Equal Treatment of Young People in the Labour Market” of 15 

June 2023 (9), the European Economic and Social Committee (EESC) noted that 

traineeships should offer good quality learning content and adequate working 

conditions, and should not be a substitute for regular jobs or a precondition for a job 

placement. 

• In its Opinion “Youth Employment Support: a Bridge to Jobs for the Next Generation 

Reinforcing the Youth Guarantee” of 5 February 2021 (10), the Committee of the 

Regions considered that traineeships and apprenticeships should primarily provide a 

learning experience for young people, which can help them to decide on their future 

career and to develop their skills in order to access permanent employment. 

In particular, the European Parliament adopted on 14 June 2023 a resolution based on Article 

225 TFEU (11) calling on the Commission to update and strengthen the 2014 Council 

Recommendation and to turn it into a stronger legislative instrument. It also called on the 

Commission to ensure minimum quality standards for traineeships, including pay. 

 
7 Available online.  
8 Conference on the Future of Europe. Report on the final outcome. May 2022. 
9 Available online.  
10 Available online. 
11 Available online. 
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In this context, the Commission announced an update of the Quality Framework for 

Traineeships in its 2023 Commission Work Programme (12), to address issues including fair 

pay and access to social protection, as part of its engagement to implement the European 

Pillar of Social Rights Action Plan and to reach the EU’s 2030 targets in the areas of 

employment, skills, and poverty reduction. 

The proposed recommendation aims to improve the quality of traineeships, in particular as 

regards learning and training content and working conditions, with the aim of easing the 

transition from education, unemployment or inactivity to work. It applies to all trainees, 

regardless of their employment status. It applies to trainees who are workers only insofar and 

to the extent that equivalent or more favourable provisions are not laid down in EU law. 

As for types of traineeships, the proposed recommendation extends the scope of the 2014 

Recommendation (covering open-market traineeships and traineeships that are part of active 

labour market policies) to cover also traineeships that are part of curricula of formal education 

and training and those of which their completion is mandatory to access a specific profession 

(e.g., medicine, architecture, etc.). 

This proposal is based on the findings of the evaluation of the 2014 Council 

Recommendation, the European Parliament’s resolution, the views gathered through the 

consultation of social partners at EU level in line with Article 154 of the Treaty on the 

Functioning of the European Union (TFEU), the views raised by other stakeholders, evidence 

collected through the study supporting the initiative on quality traineeships (13) and the 

Eurobarometer survey mentioned above. 

Alongside the proposed updated recommendation, the Commission also proposes a directive 

(COM(2024) 132) focused on supporting Member States in improving and enforcing the 

working conditions of trainees who are workers and in combating regular employment 

relationships disguised as traineeships. The proposed directive applies to trainees in the EU 

who have an employment contract or employment relationship as set out in the law, collective 

agreements or practices in force in the Member States, and that are in line with consideration 

to the case-law of the Court of Justice of the European Union. 

• Consistency with existing policy provisions in the policy area 

As part of the European Year of Skills, the EU has set out to promote a mindset where 

upskilling and reskilling are the norm. Closing skills gaps and addressing skills mismatches 

across the EU will boost competitiveness, in particular of micro, small and medium-sized 

enterprises by better matching employers’ needs with peoples’ skills and aspirations. Equal 

access to skills development and work-based learning will help reduce inequalities, notably by 

empowering people to fully participate in the economy and society. The European Year of 

Skills follows the European Year of Youth, which emphasised the need to provide further 

impetus to the creation of quality employment opportunities for young people in line with the 

eleven youth goals of the 2019-2027 EU Youth Strategy (14). In its Communication on the 

European Year of Youth 2022, the Commission committed to updating its quality framework 

 
12 COM(2022) 548 final. 
13 ‘Study exploring the context, challenges and possible solution in relation to the quality of traineeships             

in the EU’ by a consortium of Ernst & Young (EY), Centre of European Policy Studies (CEPS) and 

Open Evidence (forthcoming). 
14 OJ C 456, 18.12.2018, p. 16. 
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for traineeships in 2024 to address issues including fair pay and access to social protection 

(15). 

The Commission’s Youth Employment Support package (16) of July 2020 proposed 

Recommendations on a Bridge to jobs - reinforcing the Youth Guarantee (17) and a 

modernised European framework for vocational education and training, both of which the 

Council adopted (18). The former specifically recommends that traineeship offers comply with 

the minimum standards laid out in the QFT. The latter sets out key principles for ensuring that 

vocational education and training adapts swiftly to labour market needs and provides quality 

learning opportunities for young people and adults. It places a strong emphasis on better 

opportunities for work-based learning and improved quality assurance. 

In a similar way to traineeships, apprenticeships are an important pathway to facilitate 

transitions to the labour market. The Youth Employment Support package gave a renewed 

impetus to apprenticeships, including through the European Alliance for Apprenticeships (19). 

These initiatives aimed to improve the quality and effectiveness of the EU’s measures to 

promote youth employment and are supported by EU funding. They implement amongst 

others the first and the fourth principle of the European Pillar of Social Rights. These 

principles lay down the right to ‘quality and inclusive education, training and life-long 

learning’ and the right of young people to ‘continued education, apprenticeship, traineeship or 

a job offer of good standing within four months of becoming unemployed or leaving 

education’. 

The proposed recommendation is consistent with relevant existing instruments notably: 

• Directive (EU) 2019/1152 on transparent and predictable working conditions by 

aiming to improve the transparency of information provided (in writing) to trainees.  

• The Occupational Health and Safety (OSH) Framework Directive (20) that lays down 

the main principles for encouraging improvements in the health and safety at work. It 

guarantees minimum safety and health requirements throughout the EU. The 

Framework Directive confirms that, as regards a secure workplace, the same rules 

apply to workers and trainees and is accompanied by further directives focusing on 

specific aspects of safety and health at work.  

• The Council Recommendation on access to social protection for workers and the 

self-employed (21) recommends Member States to ensure that both workers 

(including trainees who are workers) and the self-employed have access to effective 

and adequate social protection. This Recommendation covers unemployment, 

sickness and health care, maternity and paternity, invalidity, old-age and survivors’ 

benefits and benefits in respect of accidents at work and occupational diseases. While 

making reference to this Recommendation, the proposed recommendation will 

 
15 COM (2024) 1 final.  
16 COM (2020) 276 final. 
17 OJ C 372, 4.11.2020, p. 1–9. 
18 OJ C 417, 2.12.2020, p. 1–16. 
19 https://ec.europa.eu/social/main.jsp?catId=1147.  
20 OJ L 183, 29.6.1989, p. 1–8. 
21 OJ C 387, 15.11.2019, p. 1–8. 
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encourage ensuring access to adequate social protection for all trainees, in line with 

national legislation.   

• The Council Directive establishing a general framework for equal treatment in 

employment and occupation (22) lays down a general framework for combating 

discrimination on the grounds of religion or belief, disability, age or sexual 

orientation as regards employment and occupation, with a view to putting into effect 

in the Member States the principle of equal treatment.  

The objectives of the proposed recommendation on equal opportunities and the inclusion of 

groups in vulnerable situations, including persons with disabilities, are in line with the EU 

Charter of Fundamental Rights, with principles 3 and 17 of the European Pillar of Social 

Rights, and the 2021-2030 Strategy for the Rights of Persons with disabilities. 

The proposed recommendation can also help contribute to address the employment objective 

of the EU Roma strategic framework 2020-2030 (23) to ensure that by 2030, the gap in Roma 

NEET rate is cut by at least half. It is consistent with the Council Recommendation on Roma 

equality, inclusion and participation (24), in particular under its chapter 8 on access to quality 

and sustainable employment for Roma. 

The proposed measures facilitating cross-border mobility are in line with the objectives of the 

Erasmus+ programme, which offers transnational and international learning mobility 

opportunities, including for trainees. 

Moreover, the proposed recommendation is consistent with the Council Recommendation of 

15 March 2018 on a European Framework for Quality and Effective Apprenticeships (25), 

which sets out 14 key criteria to define quality and effective apprenticeships, ensuring both 

the development of job-related skills and the personal development of apprentices. According 

to this Recommendation, apprenticeships are formal VET schemes that combine learning in 

education or training institutions with substantial work-based learning in companies and other 

workplaces. They lead to nationally recognised qualifications, are based on an agreement 

defining the rights and obligations of the apprentice, the employer and, where appropriate, the 

vocational education and training institution, and with the apprentice being paid or otherwise 

compensated for the work-based component. Apprenticeships refer to full programmes 

leading to a qualification, where apprentices ideally spend at least half of the apprenticeship at 

the workplace. By contrast, traineeships that are part of formal education and training 

curricula refer to a limited work-based learning experience embedded in an education and 

training programme. Hence, apprenticeships tend to be longer than traineeships. As 

traineeships and apprenticeships vary significantly across Member States, Member States are 

encouraged to assess which of the two quality frameworks applies to VET work-based 

learning experiences, depending on their national and regional specific features. To ensure 

that all learners in work-based learning receive the highest level of protection, Member States 

are encouraged to apply the framework conditions which are more protective among the two 

frameworks, in line with national circumstances.  

Furthermore, the proposed recommendation addresses the views of the European Court of 

Auditors. The Court noted in its review, ‘EU actions addressing traineeships for young 

 
22 OJ L 303, 2.12.2000, p. 16–22. 
23 COM(2020) 620 final. Available online. 
24 OJ C 93, 19.3.2021, p. 1–14. 
25

 OJ C 153, 2.5.2018, p. 1–6. 
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people’ (26), that EU guidance on quality traineeships is not applied consistently by Member 

States and that there may be unequal opportunities for traineeships and the access to them. 

• Consistency with other Union policies 

The proposal is consistent with recent EU policies that aim at empowering people through 

education, training and skills. The European Skills Agenda (27) seeks to strengthen the EU’s 

sustainable competitiveness, ensure social fairness and support young people’s resilience.  

The proposal is also consistent with the proposal for a Council Recommendation ‘Europe on 

the Move’ – learning mobility opportunities for everyone of 15 November 2023 (28). This 

aims at making learning opportunities across the EU more accessible for all young people, 

including young people with fewer opportunities, such as persons with disabilities. It also 

promotes the attractiveness of the EU as a learning destination for talents from outside the 

EU. 

Financial investments in upskilling and reskilling are at the heart of the European Social Fund 

Plus (ESF+), the Recovery and Resilience Facility (RRF), the Just Transition Fund and 

Erasmus+ and the Digital Europe Programme. Skills development is also supported by the 

European Regional Development Fund (ERDF) investments in education and training 

infrastructure and equipment. The proposed recommendation reflects the objectives of the 

ESF+ that support Member States and regions in their endeavours to ensure equal access to 

training and skills development opportunities and increase the employability of the European 

workforce, in particular young people. It supports the objectives of the RRF, in particular its 

pillars on policies for the next generation. The proposed recommendation is also in line with 

the aim of the Just Transition Fund to support a fair transition towards a climate-neutral 

economy, focusing on the most affected regions. 

Furthermore, its objectives are consistent with those of the ALMA (Aim, Learn, Master, 

Achieve) initiative, which is funded by the ESF+ and aims to help disadvantaged young 

people not in employment, education or training (NEETs) integrate into society by easing their 

way back into education, training or employment. The Technical Support Instrument offers 

Member States, upon request, tailor-made expertise to reform and improve learning mobility, 

particularly through Flagship initiatives focusing on attracting talent, youth education and 

skills. Finding skilled staff is a challenge for an increasing number of small and medium 

enterprises (SMEs), which is also highlighted in the SME Strategy for a sustainable and digital 

Europe (29). The Strategy stresses that the EU can further help address these challenges, 

facilitating access to training and helping match SMEs’ demand for talents with labour market 

supply. The proposal will complement this approach. The proposal also is consistent with the 

Net-Zero Industry Act, in particular the proposed setting up of European skills academies, by 

contributing to a skilled workforce through quality traineeships that can help address skills 

shortages and mismatches. This should alleviate the net-zero technology industries’ need for 

skills. 

 
26 Available online. 
27

 COM(2020) 274 final. 
28 COM(2023) 719 final. 2023/0405(NLE). 
29 Communication from the Commission “An SME Strategy for a sustainable and digital Europe”, 

COM/2020/103 final. 
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This initiative is also one of the actions set out in the Commission’s action plan on skills and 

labour shortages in the EU (30). 

2. LEGAL BASIS, SUBSIDIARITY AND PROPORTIONALITY 

• Legal basis 

The proposal is based on Articles 153(1)(b), 165(4), 166(4) and 292 TFEU. 

Under Article 153(1)(b) TFEU, the EU must support and complement Member States’ 

activities in the field of working conditions. 

Under Article 165 TFEU, the EU must contribute to the development of quality education by 

encouraging cooperation between Member States and, if necessary, by supporting and 

supplementing their action, while fully respecting the responsibility of the Member States for 

the content of teaching and the organisation of education systems and their cultural and 

linguistic diversity. Under paragraph 4 of Article 165 TFEU, harmonisation of the laws and 

regulations of the Member States is excluded, while the Council, on a proposal from the 

Commission, can adopt recommendations. 

Under Article 166 TFEU, the EU must implement a vocational training policy that supports 

and supplements the action of the Member States, while fully respecting the responsibility of 

the Member States for the content and organisation of vocational training. Under paragraph 4 

of Article 166 TFEU, harmonisation of the laws and regulations of the Member States is 

excluded, while the Council, on a proposal from the Commission, can adopt 

recommendations. 

Under Article 292 TFEU, the Council can adopt recommendations on the basis of a 

Commission proposal in areas under EU competence. 

• Subsidiarity (for non-exclusive competence) 

In its work towards the development of quality education and training and the implementation 

of a vocational training policy, the EU is responsible for encouraging cooperation between 

Member States, supporting and supplementing their action where necessary. In this context, 

setting out a common understanding of what constitutes quality traineeships across the EU is 

a task that can only be addressed at EU level. 

A reinforced Quality Framework for Traineeships will support and supplement national action 

in this area in line with Articles 165, 166 and 153 TFEU. This initiative applies the 

subsidiarity principle by fully taking into account that education and training systems are a 

national competence, while the EU may support and complement national policies on working 

conditions. The initiative fully respects the diversity of national traineeship systems and 

proposes a set of common criteria to underpin those different schemes, ensuring benefits for 

both the trainee (regardless of their employment status) and traineeship providers. 

The initiative will improve the transparency and mutual understanding of traineeship systems, 

in particular, the quality of traineeships, across the EU. This may also have a positive impact 

on cross-border mobility of trainees as a coordinated approach at EU level would ensure 

synergies and cooperation, maximising positive spillovers. 

 
30 COM(2024)131. 
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Moreover, providing guidelines at EU level contributes to creating a shared understanding of 

how the quality of traineeships can be improved. This may also help Member States in their 

use of the European Structural and Investment Funds, in particular the European Social Fund+ 

and the Recovery and Resilience Facility, addressing youth unemployment and inactivity. 

• Proportionality 

The actions proposed in the proposed recommendation are proportionate to the objectives 

being pursued. The proposal will support the reform processes launched by individual 

countries on traineeships and will complement Member States’ efforts in this area as part of 

the European Semester framework of economic Governance. The proposal respects Member 

States’ practices and the diversity of their systems. It allows for a differentiated approach 

reflecting Member States’ different economic, financial and social situations and the diverse 

labour market conditions. Using existing monitoring mechanisms under the European 

Semester will ensure that no additional administrative burden is created. 

• Choice of the instrument 

The proposed instrument is a Council Recommendation. This respects the principles of 

subsidiarity and proportionality. It builds on the existing body of EU law and is in line with 

the type of instruments available for EU action in the areas of education and training and 

employment. As a legal instrument, it signals the commitment of Member States to the 

measures laid down in this recommendation and provides a strong political basis for 

cooperation at EU level in this area. It also fully respects Member States’ competence in the 

field of education and training and social policies. 

3. RESULTS OF EX-POST EVALUATIONS, STAKEHOLDER 

CONSULTATIONS AND IMPACT ASSESSMENTS 

• Ex-post evaluations/fitness checks of existing legislation 

An evaluation (31) of the 2014 Council Recommendation on a Quality Framework for 

Traineeships was carried out in 2022-2023. It found that traineeships continue to be an 

important pathway for young people to enter the labour market. Quality traineeships, which 

are those that reflect the principles of the QFT, contribute to increasing employability and 

help employers attract, train and retain staff. 

In terms of effectiveness, the QFT principles that were most likely to have a positive impact 

on labour market integration of young people were the setting out of learning and educational 

objectives and the written agreement. However, actual progress in the take-up of its quality 

principles in national legislation was moderate. Since 2014, 14 Member States introduced 

changes (either to OMTs or ALMP traineeships or both), integrating the quality principles of 

the QFT in their legislative or policy frameworks. Such changes were more prevalent in 

national legislation governing ALMP traineeships (identified in 12 Member States) than 

OMTs (identified in five Member States). Furthermore, while the prevalence of specific legal 

provisions as well as their conformity with the principles of the QFT were found to be high 

for ALMP traineeships, they were more limited for OMTs. Overall, a slight improvement in 

terms of conformity was observed for OMTs with four Member States fully/mostly aligned in 

2016 compared to seven Member States in 2021. A larger improvement was observed for 

ALMP traineeships, with 18 Member States fully/mostly in conformity in 2021 versus 15 in 

 
31 Available online. 
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2016. Room for improvement was identified in the actual application of the QFT on the 

ground and its monitoring and enforcement. As for the QFT facilitating cross-border mobility 

of trainees in the EU, there were indications that the number of cross-border traineeships had 

increased, but young people still faced difficulties participating in them due to a lack of 

financial means and the unavailability of practical information. The use of the European 

Employment Services (EURES) as a source of information was found to be limited. 

The QFT provided added value as a reference point at EU level for Member States’ regulatory 

action on the quality of traineeships. This was particularly the case for Member States with 

less developed traineeship systems, where the QFT helped foster policy and legislative 

changes at national level. 

As for efficiency, though the evaluation lacked quantitative evidence on costs and benefits, 

stakeholders generally perceived the cost related to implementing the QFT as proportionate to 

the benefits. Benefits for employers included a better understanding of traineeship quality, 

reputational advantages, increased attractiveness to young talent, and a more sustainable way 

to invest in potential future workers. However, the implementation of the QFT could have 

been less cost effective for small and micro enterprises than for larger firms as costs for those 

businesses (due to limited human and financial resources) may have been higher relative to 

the benefits. Benefits of the QFT for trainees included improved working conditions and 

better training and learning content, which increased their chances of getting regular jobs. 

The QFT was found to be coherent with other EU level initiatives, strategies, programmes and 

funding instruments. At national and regional level, a higher level of coherence was found 

with measures on ALMP traineeships than with those on OMTs. Despite the many similarities 

in quality principles, the European framework for quality and effective apprenticeships 

(EFQEA)(32) was perceived as leading to a greater involvement of stakeholders (e.g. through 

dedicated networks). The EFQEA was also viewed as having higher and more specific quality 

objectives and more benefits because stronger language was used in the EFQEA 

recommendation and apprenticeships are often more regulated on a tripartite basis in Member 

States. 

Some respondents (particularly employers) considered that the QFT should remain ‘as is’ as 

they deem it sufficiently relevant in addressing trainees’ needs. However, various 

stakeholders considered that the relevance of the QFT could be further strengthened, in 

particular, when it comes to pay and social protection for trainees and outreach to as well as 

access for groups in vulnerable situations. In addition, some stakeholders considered there 

was a need for the QFT to address the challenges of remote working and guidance and 

mentorship in that context. Furthermore, some stakeholders suggested adding traineeships that 

are part of formal education and training to the scope of the QFT. Some stakeholders also 

considered that to ease the transition of a young trainee to a stable job, the QFT could place 

more emphasis on post-placement support. As for the non-binding nature of the QFT, views 

diverged on whether this is appropriate for fully reaching the QFT objectives. On the one 

hand, some (notably youth organisations and trade unions) argued for a binding instrument to 

increase the effectiveness of the QFT. On the other hand, others (especially employers and 

national authorities) argued that, given the differences in national circumstances and legal 

limitations at EU level, the QFT’s non-binding nature gave an adequate and flexible reference 

framework for national regulations. 

 
32 Available online. 
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• Stakeholder consultations 

Specific consultation activities took place in 2022 as part of the Commission’s 2023 

evaluation of the QFT (33), in particular through a public consultation survey. The evaluation 

also included targeted consultations of national and regional authorities responsible for 

education, training and employment policies, social partners, education and training 

providers, academic experts working on labour market issues, organisations representing 

young people, young (former, current and potential future) trainees and other stakeholders at 

EU, national and regional level. To reach all these stakeholders, different consultation 

activities and methods were used, such as interviews, targeted consultation meetings, a 

targeted trainees survey and case studies. 

A two-stage consultation of the EU social partners under Article 154 TFEU was carried out 

for this proposal. During the first stage, which took place between 11 July and 15 September 

2023, social partners were consulted on the need and possible direction of EU action (34). 

During the second stage, between 28 September and 9 November 2023, the Commission 

consulted social partners on the objectives and potential legal avenues for EU action (35). 

Trade unions welcomed the Commission’s intention to update the QFT. They considered that, 

although the principles of the QFT remained relevant, trainees needed binding protection (in 

the form of a directive) to ensure fair compensation, working conditions and social protection. 

This directive should ensure access to all rights enjoyed by regular workers under existing EU 

legislation. Trade unions stressed that the main objective of EU action must be to set binding 

minimum standards for traineeships in the EU and to create a level playing field that 

discourages abuse. Employers considered that the principles of the 2014 QFT remain relevant. 

In their opinion, a stronger focus should be placed on its implementation and monitoring, but 

in their view a revised Council Recommendation would strike the right balance between 

promoting minimum standards and preserving flexibility. The objectives to address the 

problematic use of, improve the quality of and foster access to traineeships were supported by 

employers. Employers also highlighted the lack of data, in particular on open-market 

traineeships, and the link between pay and the quality of traineeships. There was no 

agreement among social partners to enter into negotiations to conclude an agreement at Union 

level in accordance with Article 155 TFEU.  

Furthermore, as part of the study exploring the context, challenges and possible solutions in 

relation to the quality of traineeships in the EU, an online survey was conducted with national 

stakeholders. This aimed to gather information on the current practices of businesses 

regarding traineeships and identify good practices implemented in Member States and their 

impact on the quality of traineeships. The survey ran from 15 June to 8 September 2023 and 

was targeted at national public authorities, national business/employer associations, individual 

businesses, national trade unions, national youth organisations, civil society organisations and 

educational institutions. Targeted interviews with EU-level stakeholders were also carried out. 

A dedicated ‘SME Panel’ survey was conducted by the Directorate General  for Employment, 

Social Affairs and Inclusion (DG EMPL), the Directorate General for Internal Market, 

Industry, Entrepreneurship and SMEs (DG GROW), the European Innovation Council and the 

SMEs Executive Agency (EISMEA) and with the support of the Enterprise Europe Network 

between 12 October and 9 November 2023. 

 
33 Available online.  
34 Available online.  
35 Available online.  
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The Flash Eurobarometer survey (523) (36) looked into young people’s perceptions of their 

integration into the labour market, with a particular focus on traineeships. Between 15 and 24 

March 2023, 26 334 people aged between 18 and 35 from all Member States were surveyed 

online. 

• Collection and use of expertise 

The proposed recommendation draws on several studies carried out to underpin the analysis 

of the initiative:   

• a study commissioned from external experts, of which the preliminary results were 

used: "Study exploring the context, challenges and possible solution in relation to the 

quality of traineeships in the EU" by a consortium of Ernst & Young (EY), the 

Centre of European Policy Studies (CEPS) and Open Evidence (forthcoming) 

• an external study supporting the evaluation of the Quality Framework for 

Traineeships, Final Report, January 2023 (37) 

• the Flash Eurobarometer survey on the perception of young people regarding their 

integration into the labour market, with a particular focus on traineeships (38) 

The European Parliament’s 2023 legislative own-initiative resolution on quality traineeships 

in the EU was also taken into account, in conjunction with the relevant European added value 

Assessment of Parliament’s research service (39). 

• Impact assessment 

In line with its Better Regulation policy, the Commission carried out an impact assessment 

(40). This gave a structured analysis of the policy problems, corresponding policy objectives 

and policy options and assessed their impact. It considered the subsidiarity, effectiveness, 

efficiency, coherence and proportionality of the identified options and how to monitor and 

evaluate the initiative in the future. This work was supported by a structured consultation in 

the Commission via an inter-service steering group (41) and the forthcoming “Study exploring 

the context, challenges and possible solution in relation to the quality of traineeships in the 

EU” referred to above. 

The impact assessment identified three problems: (1) the problematic use of traineeships by 

traineeship providers, (2) the poor quality of traineeships and (3) unequal access to 

traineeships. The impact assessment examined three policy options, which combined both 

legislative and non-legislative measures addressing the objectives of the initiative in terms of 

enforcing applicable rights of trainees, preventing the problematic use of traineeships, 

ensuring fair working conditions, improving the learning content, and improving the access to 

and the inclusiveness of traineeships. The assessment of the impact of the options also took 

 
36 Available online. 
37 Available online.   
38 Available online.  
39 Available online. 
40 Commission Staff Working Document, Impact Assessment Report (2024), Accompanying the proposal 

for a Directive of the European Parliament and of the Council on improving and enforcing working 

conditions of trainees and combating employment relationships disguised as traineeships and the 

proposal for a Council Recommendation on a reinforced Quality Framework for Traineeships, 

forthcoming. 
41 Including the Legal Service, SG, DG CNECT, DG EAC, JRC, DG COMM, DG GROW, DG JUST, 

DG REGIO and DG AGRI. 
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into consideration the potential unintended consequences of the different policy options, 

including on the offer of traineeships. 

The preferred policy option identified in the impact assessment is a package made up of a 

directive applying to trainees who are workers under EU law and an updated Council 

recommendation covering all trainees. This package is expected to bring social benefits to 

trainees by reducing problematic and poor-quality traineeships through equal treatment, fairer 

pay and adequate social protection, and by improving access to traineeships, in particular for 

persons in vulnerable situations, including persons with disabilities, those residing in rural, 

remote and outermost regions, those with a disadvantaged socio-economic and/or migrant 

background, those from the Roma community, and those with lower educational attainment. 

The preferred option is expected to result in economic benefits for traineeship providers, such 

as fairer market competition, productivity and competitiveness gains due to a more skilled and 

diverse workforce and lower search, matching and recruitment costs. As for costs associated 

with the preferred option, these relate to a possible increase in labour costs, adjustment costs 

and potential costs resulting from administrative or judicial procedures. National budgets and 

administrations are expected to benefit from increased tax and social security receipts and 

reduced social protection and activation spending. 

The impact assessment was first discussed with the Commission’s Regulatory Scrutiny Board 

on 13 December 2023. On 1 February 2024, a revised impact assessment Report was 

submitted to the Board. On 22 February 2024, the Board issued a positive opinion with 

reservations (42). The remaining comments were subsequently addressed, by specifying 

further the limitations of the used data, strengthening the discussions on level playing field 

and competition issues and providing additional targeted clarifications on the description and 

assessment of the policy options. 

• Fundamental rights 

The Charter of Fundamental Rights of the European Union protects a broad range of 

employment rights. The objectives of this proposal are in line with the Charter. The proposed 

recommendation is expected to contribute to ensuring the right to equality before the law 

(Article 20 of the Charter), the right to fair working conditions (Article 31), the protection of 

young people at work (Article 32), access to adequate social protection (Article 34) and 

healthcare (Article 35). 

4. BUDGETARY IMPLICATIONS 

The proposed recommendation does not require additional EU budget or staff resources. 

5. OTHER ELEMENTS 

• Implementation plans and monitoring, evaluation and reporting arrangements 

The recommendation proposes that Member States take appropriate measures to apply the 

reinforced QFT as soon as possible and submit an implementation plan setting out the 

corresponding measures to be taken at national level by [date of adoption + [18 months]. 

 
42 Regulatory Scrutiny Board, 2nd Opinion ‘Positive with reservations’ on the impact assessment Quality 

Framework for traineeships of 28 February 2024 (to be published). 
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• Explanatory documents (for directives) 

Not applicable. 

• Detailed explanation of the specific provisions of the proposal 

The proposed recommendation offers a set of criteria for quality traineeships, while allowing 

flexibility in implementation by Member States. This enables them to take into account the 

specific nature and different needs of their national traineeship schemes.  

Objective and scope 

Point 1 sets out the objective of the reinforced framework to improve the quality of 

traineeships, in particular learning and training content and working conditions. 

Point 2 explains the scope of the reinforced framework, which applies to all trainees, 

regardless of their employment status. It clarifies that, for those trainees who are workers, the 

framework only applies if there are no equivalent or more favourable provisions laid down in 

EU law. 

Written agreement 

Points 3 and 4 recommend that traineeships are based on a written agreement and update the 

contents of the written agreement by recommending additional information on the learning 

component, tasks, mentorship arrangements and social protection. 

Learning and working conditions 

Points 5 to 15 set out the learning and working conditions, including the learning and training 

objectives, fair pay, applicable rights and working conditions under applicable EU and 

national law, the assignment of a supervisor and a mentor, conditions for remote/hybrid 

traineeships, a reasonable duration (including for repeated/consecutive traineeships), renewal 

and termination of traineeships and channels for trainees to report malpractice and poor 

conditions. They also set out that traineeship providers cannot require candidates to have 

previous work experience. 

Social protection 

Point 16 recommends access to adequate social protection in line with national practices and 

taking into consideration Council Recommendation on access to social protection for workers 

and the self-employed. 

Recognition of traineeships 

Point 17 updates the proper recognition of traineeships by adding that such recognition, where 

appropriate and if possible, should be produced in a digital format. 

Transparency requirements 

Points 18 to 20 set out transparency requirements and adds that vacancy notices and 

advertisements should also provide information on the level of pay, working conditions, 

social protection coverage and the expected tasks. 

Inclusive traineeships 

Points 21 to 24 recommend measures on inclusive traineeships (including by ensuring equal 

treatment and non-discrimination and by improving access and outreach to those in vulnerable 

situations), neutral language in vacancy notices / advertisements, raising awareness and 

changes, where relevant, to ensure accessibility, including for those in vulnerable situations, 

in particular (candidate) trainees with disabilities. 
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Cross-border traineeships 

Points 25 to 29 update the measures aimed at facilitating cross-border traineeships, calling for 

practical guidance and information on cross-border traineeships through EURES and by 

encouraging the application of the principles of the reinforced framework, where applicable, 

in traineeship mobility agreements with hosting organisations outside the EU. 

Additional traineeship support 

Point 30 recommends additional traineeship support, in particular by providing career 

guidance and network opportunities. 

Framework conditions 

Points 31 to 33 set out the elements regarding the framework conditions, including on the 

involvement of social partners, employment services, education and training institutions and 

other stakeholders. It is also recommended to ensure that workers’ representatives may defend 

the rights of trainees. 

Applying the reinforced quality framework 

Points 34 to 35 provide recommendations on applying the reinforced QFT, including for 

Member States to submit an implementation plan, and by envisaging financial and non-

financial support to traineeship providers, in particular SMEs. 

Support to increase trainees’ employability 

Points 36 to 37 set out support measures to increase trainees’ employability and recommend 

giving incentives to traineeship providers to propose a job after a traineeship and use EU 

funds for traineeships that are in line with the principles of the reinforced Framework. 

Follow-up 

Point 38 recommends Member States and the Commission work jointly on the collection of 

data. 
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2024/0069 (NLE) 

Proposal for a 

COUNCIL RECOMMENDATION 

on a reinforced Quality Framework for Traineeships 

THE COUNCIL OF THE EUROPEAN UNION, 

Having regard to the Treaty on the Functioning of the European Union, and in particular 

Article 292, in conjunction with Articles 153(1)(b), 165(4) and 166(4) thereof, 

Having regard to the proposal from the European Commission, 

Whereas: 

(1) In March 2014, the Council adopted the Recommendation on a Quality Framework for 

Traineeships (43) (‘2014 Recommendation) to provide Union-wide quality standards 

for traineeships. It recommended 21 principles for traineeships to improve the quality 

of traineeships, in particular to ensure high quality learning and training content and 

adequate working conditions to support education-to-work transition and increase the 

employability of trainees. The 2014 Recommendation covers all traineeships except 

for those that are part of curricula of formal education and training and those regulated 

under national law and the completion of which is a mandatory requirement to access 

a specific profession. 

(2) The Council Recommendation on a European Framework for Quality and Effective 

Apprenticeships (44) contains 14 criteria for quality and effective apprenticeships 

aiming to ensure that apprenticeship schemes are responsive to labour market needs 

and provide benefits to both learners and employers. These include criteria for learning 

and working conditions and criteria for framework conditions. 

(3) The reinforced Youth Guarantee (45) aims at ensuring that young people under the age 

of 30 receive a good quality offer of employment, continued education, apprenticeship 

or traineeship within a period of four months of becoming unemployed or leaving 

education. The 2014 Recommendation has served as an important reference point to 

measure the quality of traineeships offers under the reinforced Youth Guarantee. 

(4) Facilitating the transition to quality employment is necessary for achieving the Union 

headline target of a 78% employment rate of the population aged 20-64 by 2030 (46). 

(5) Traineeships can help young people gain practical and professional experience, 

improve their employability, and facilitate their transition into stable employment. As 

such, traineeships constitute an important pathway to the labour market. For 

employers, traineeships provide opportunities to attract, train and retain young people. 

 
43 OJ C 88, 27.3.2014, p. 1. Available online. 
44 OJ C 417, 2.12.2020, p. 1–16. 
45 OJ C 372, 4.11.2020, p. 1–9. 
46 One of the three EU-level social targets included in the European Pillar of Social Rights Action Plan  

To be achieved by 2030.  
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They can reduce the cost of searching for and recruiting skilled staff, when trainees are 

offered a regular position after their traineeship. 

(6) Labour shortages exist in many occupations and at all skills levels. They are expected 

to increase with the projected decline in the working age population and increasing 

demand for several occupations relevant for the green and digital transition. Increasing 

the labour market participation and up-and/or reskilling of young people could 

contribute to alleviating these shortages. Quality traineeships can be a useful up- 

and/or reskilling pathway for persons of any age to acquire practical skills on the job 

to enter the labour market or to take their career in a new direction. 

(7) The Conference on the Future of Europe put forward a proposal on ensuring that 

young people’s internships and jobs adhere to quality standards, including on pay and 

banning unpaid internships on the labour market and outside formal education (47). 

(8) The European Parliament adopted a resolution pursuant to Article 225 TFEU with 

recommendations to the Commission on quality traineeships in June 2023 (48).  In its 

resolution, it called on the Commission “to update and strengthen the 2014 

Recommendation and to turn it into a stronger legislative instrument”. It further called 

on the Commission to include additional principles in an updated quality framework 

for traineeships. Specifically, the European Parliament called for the Commission to 

“propose a directive on open labour market traineeships, traineeships in the context of 

active labour market policies and traineeships that are a mandatory part of professional 

training, in order to ensure minimum quality standards, including rules on the duration 

of the traineeships, access to social protection in accordance with national law and 

practice as well as pay that ensures a decent standard of living in order to avoid 

exploitative practices”. 

(9) The Commission carried out a two-stage consultation of social partners at Union level 

under Article 154 TFEU on the need, objectives and legal avenues for a potential 

action further improving the quality of traineeships. There was no agreement among 

the social partners to enter into negotiations with regard to those matters. It is, 

however, important to take action at Union level in this area by adapting the current 

framework on traineeships while taking into account the outcomes of the consultation 

of social partners. 

(10) The Commission has extensively consulted with stakeholders, including trainees and 

youth organisations, traineeship providers, national public authorities, educational 

institutions, and experts from academia. 

(11) Furthermore, in 2023, the Commission evaluated the 2014 Recommendation (49) and 

found that quality traineeships, which reflect the principles of that Recommendation, 

contribute to increasing young people’s employability. While the quality principles of 

the 2014 Recommendation were considered still relevant and of added value, the 

evaluation also concluded that the application of those principles and their monitoring 

and enforcement needed to be improved. It also found room for strengthening the 

framework, including on aspects related to pay and access to social protection. 

Furthermore, to ease the transition to a regular employment relationship, more 

emphasis on post-placement support could be provided by traineeship providers. It 

 
47 Conference on the Future of Europe, Report on the final outcome – May 2022. Availabe online.  
48 European Parliament resolution of 14 June 2023 with recommendations to the Commission on quality 

traineeships in the Union (2020/2005(INL)). Available online. 
49 Available online.  
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also found that employers could be better assisted through practical guidance and 

financial support as well as by linking such support to the application of the quality 

principles. 

(12) The evaluation also identified the need to ensure inclusiveness and improve access to 

traineeships for people in vulnerable situations. In particular, minorities, persons with 

disabilities, those residing in rural, remote and outermost regions, those with a 

disadvantaged socio-economic and/or migrant background, the Roma community, and 

those with lower educational attainment, face obstacles in accessing traineeship 

opportunities. Among other obstacles, a barrier for persons with disabilities to access 

traineeships is the lack of traineeship programmes adapted to their needs, for example 

catering for specific accessibility requirements. 

(13) The 2023 Eurobarometer survey (FL523) (50) found that 55% of respondents having 

done a traineeship were paid or financially compensated, which is an increase from 

40% in the 2013 Eurobarometer survey (FL378) (51). Furthermore, in 2023 33% of 

respondents answered that they had full (and 28% of respondents partial) access to 

social protection (52). 

(14) This Recommendation addresses the need to reinforce the quality framework for 

traineeships as identified by the evaluation and by various stakeholders mentioned 

above. It aims to improve the quality of traineeships, in particular as regards learning 

and training content and working conditions, with the aim of easing the transition from 

education, unemployment or inactivity to work. 

(15) For the purposes of this Recommendation, traineeships should be understood as a 

limited period of work practice, which includes a significant learning and training 

component, undertaken in order to gain practical and professional experience with a 

view to improving employability and facilitating transition to a regular employment 

relationship or accessing a profession. Without prejudice to other types of traineeships 

that may exist, the following four types of traineeships have been identified: open 

market traineeships, traineeships that are part of active labour market policies, 

traineeships that are part of curricula of formal education and training, and traineeships 

that are a mandatory requirement to access a certain profession. 

(16) Open market traineeships are based on non-mandatory, bilateral agreements between a 

trainee and a traineeship provider (public/private/non-profit) without the involvement 

of a third party and without a formal connection to education or training. 

(17) Traineeships as part of active labour market policies (ALMP) are offered to the 

inactive or unemployed or those at risk of becoming unemployed, with usually a 

public institution (often an employment service) acting as an intermediary between the 

traineeship provider and the trainee. 

(18) Traineeships can also be work-based learning placements that are part of curricula of 

formal education and training (school, vocational or higher education and training). 

(19) National law can also regulate certain traineeships and make their completion 

mandatory to access a specific profession (e.g., medicine, architecture, etc.). 

 
50 Available online. 
51 Available online. 
52 The 2013 Eurobarometer survey asked about health insurance coverage (73% of respondents stated they 

were covered), but not about social protection coverage.  
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(20) This Recommendation applies to all traineeships referred to in recitals (16) to (19). 

(21) As traineeships and work-based learning programmes in vocational education and 

training as set out in Council Recommendation on a European Framework for Quality 

and Effective Apprenticeships (53) vary significantly across Member States, Member 

States are encouraged to assess which of the two quality frameworks applies to 

vocational education and training (VET) work-based learning experiences, depending 

on their national and regional specific features. When doing so, to ensure that all 

learners in work-based learning receive the highest level of protection, Member States 

are encouraged to apply the framework conditions which are more protective among 

the two frameworks, in line with national circumstances. 

(22) The lack of fair pay and access to adequate social protection present barriers to equal 

access to traineeship opportunities. In the absence of an alternative source of income, 

groups in vulnerable situations tend to refrain from engaging in traineeships, in 

particular when pay is absent or low, or when additional costs are incurred, for 

example doing a traineeship in a different region or country. 

(23) Gaps in access to social protection can put the welfare and (mental) health of trainees 

at risk, contribute to their economic uncertainty, precariousness and risk of poverty. 

This risk is especially high for trainees from socio-economically disadvantaged groups 

and/or in other vulnerable situations. Trainees may face barriers in accessing social 

rights and benefits notably due to their short contributory history. Furthermore, most 

social protection schemes (with the exception of healthcare benefits) require an 

employment status, which excludes trainees who are not considered workers. 

(24) A prolonged duration or accumulation of multiple traineeships can delay the access to 

regular employment relationships for the individual trainees concerned. They can also 

be indicative of traineeships being used to replace regular employment relationships. 

(25) A prolonged duration of a traineeship could be warranted if justified by the nature and 

purpose of the specific type of traineeship. Examples of exceptions could be 

traineeships whose completion is a mandatory requirement to access a specific 

profession, where the trajectory to acquire the necessary knowledge, competences and 

experience warrants a longer traineeship experience. Certain traineeships that are part 

of active labour market policies aimed at the integration of persons in a vulnerable 

situation could also benefit from a longer duration. Some traineeships that are part of 

curricula of formal education and training may have a longer duration for reasons 

linked to the curricula. 

(26) Repeated traineeships, and practices aimed at replacing jobs with employment 

relationships disguised as traineeships, could be induced by traineeship providers 

requesting previous experience in the same or similar field of activity in vacancy 

notices. The overall duration of traineeships is sometimes also prolonged through 

repeated, including consecutive, traineeships with the same employer. Such practices 

may be another indication of an employment relationship disguised as traineeship. 

However, there may be objective grounds based on which traineeship providers may 

require previous work experience from (candidate) trainees. Such instances could 

entail an equivalent period of previous work experiences being an alternative to having 

a degree in a certain field of activity or expertise. A trajectory to access a specific 

 
53 OJ C 417, 2.12.2020, p. 1–16. 
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profession may also warrant having previous work experience before embarking in a 

more specialised traineeship. 

(27) The evaluation highlighted the need to strengthen the support to trainees during the 

traineeship through appropriate mentorship. Therefore, the role of the supervisor 

should be complemented with a mentor, whose role would encompass advising, 

coaching and supporting the trainee with a view on personal development as well as 

integration into the work environment, wherever possible considering the 

organisational needs and size of the traineeship provider. 

(28) Since the COVID-19 pandemic, the prevalence of remote and hybrid working 

arrangements has increased. To ensure the quality and accessibility of remote and 

hybrid traineeships, adaptations to the increased practice of telework are needed in 

terms of appropriate working environment (including equipment) and work 

organisation. The latter comprises guidance, mentorship, and tasks suited for a remote 

and hybrid way of working. 

(29) To increase the transparency of information on a traineeship opportunity, traineeship 

providers should be encouraged to include information on the terms and conditions of 

the traineeship, in particular on the level of pay, working conditions, the coverage of 

social protection, including health and accident insurance, the expected tasks and 

learning and training component in the vacancy notices and advertisements for 

traineeships possibly by including a link to a website containing this information 

therein. 

(30) Traineeship providers should be encouraged to provide information on recruitment 

policies, in particular on the share of trainees recruited. This is calculated by dividing 

the number of trainees that were hired (following the completion of the traineeship) to 

fill a regular employment position by the total number of trainees at the same 

establishment in the same year. 

(31) Employment services and other providers of career guidance should be encouraged to 

apply the same transparency requirements as traineeship providers when providing 

information on traineeship opportunities. It is however acknowledged that 

employment services and other providers of career guidance may not be aware of all 

the information elements listed under the transparency requirements and may be 

dependent on the traineeship providers’ willingness to share such information. 

(32) To ensure equal access for groups in vulnerable situations, strengthened outreach to 

such groups is needed, such as through targeted communication and awareness-raising 

strategies. To ensure the effectiveness of such outreach strategies, it is key to involve 

relevant stakeholders such as employment services and education and training 

institutions and to tailor the communication and information tools used to reach the 

widest range of people possible, including those with certain disabilities (e.g. adapted 

and easy to read websites). 

(33) To ensure the application of the Recommendation, support to employers needs to be 

strengthened through practical guidance and financial support, the latter of which 

could depend on the condition that the traineeships offered adhere to the quality 

principles of this Recommendation. 

(34) Cross-border traineeships can be particularly valuable as trainees may learn another 

language, are exposed to a new environment or culture and can thus acquire relevant 



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 1: Council Recommendation Traineeships 2024-

 

EN 20  EN 

transversal skills. There are indications that cross-border mobility of trainees has 

increased (54), yet young people still face difficulties in accessing cross-border 

traineeships due to a lack of financial means and the unavailability of relevant (and 

sufficient) information. More concrete and practical information on cross-border 

traineeships, such as on EURES, is needed to improve accessibility. 

(35) Channels to report malpractice and poor working conditions can support trainees in 

enforcing their labour rights. In addition, allowing trainees to have their rights 

defended by workers’ representations would strengthen their position. 

(36) Member States' programmes promoting and offering quality traineeships can be 

financially supported by the European Funds. The European Social Fund Plus (ESF+) 

established by Regulation (EU) 2021/1057 (55), the Recovery and Resilience Facility 

(RRF) established by Regulation (EU) 2021/241 (56) for eligible reforms and 

investments foreseen in Member States’ recovery and resilience plans for delivery 

during the Facility’s lifetime until the end of 2026, the Just Transition Fund 

established by Regulation (EU) 2021/1056 (57) and the Technical Support Instrument 

(TSI) established by Regulation (EU) 2021/240 (58), could support Member States’ 

implementation of the Recommendation. 

(37) To ensure consistent approaches among Member States, the Commission has proposed 

a directive (COM(2024) 132) which lays down a common framework of principles 

and measures to improve and enforce the working conditions of trainees and to combat 

regular employment relationships disguised as traineeships. 

(38) As far as information to be provided to trainees in the written traineeship agreement is 

concerned, trainees who are workers are entitled to the minimum requirements on 

information duties as set out in Directive (EU) 2019/1152 of the European Parliament 

and of the Council (59). Insofar not covered by this directive, the elements in this 

recommendation should be taken into account in addition to those minimum 

requirements for trainees who are workers. 

(39) The implementation of this Recommendation should not constitute valid grounds for 

reducing the general level of protection afforded to trainees covered by this 

Recommendation. 

(40) This Recommendation should avoid imposing administrative, financial or legal 

constraints in a way which would hold back the creation or development of small and 

medium-sized enterprises (SMEs). Member States are therefore invited to assess the 

impact of their policies or reforms on SMEs in order to make sure that SMEs are not 

disproportionately affected, with specific attention be paid to micro-enterprises and the 

administrative burden, and to publish the results of such assessments. 

 
54 As shown by the prevalence of cross-border traineeships: an increase from 9% in 2014 to 19% in 2022 

according to the evaluation of the 2014 Council Recommendation, supported by the results of the 2023 

Eurobarometer survey (FL523) with 21% of respondents having done at least one traineeship in another 

EU country. 
55 OJ L 231, 30.6.2021, p. 21–59. 
56 OJ L 57, 18.2.2021, p. 17–75. 
57 OJ L 231, 30.6.2021, p. 1–20. 
58 OJ L 57, 18.2.2021, p. 1–16. 
59 OJ L 186, 11.7.2019, p. 105–121. 
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(41) This Recommendation supersedes Council Recommendation of 10 March 2014 on a 

Quality Framework for Traineeships which therefore should no longer be applied 

anymore by Member States. 

ACKNOWLEDGES THE COMMISSION’S INTENTION TO 

(42) foster close cooperation with Member States, social partners and other stakeholders 

with a view to swiftly applying this Recommendation. 

(43) work with Member States, social partners, employment services, youth and trainee 

organisations, education and training institutions and other stakeholders to promote 

this Recommendation, including through awareness-raising on the quality principles 

and benefits of traineeships for young people and traineeship providers. 

(44) encourage and support the implementation of this Recommendation, including through 

facilitating the exchange of best practices among Member States and among 

stakeholders through existing networks, including skills partnerships under the Pact 

for Skills. 

(45) support the implementation of this Recommendation through relevant Union funding, 

in accordance with the relevant legal frameworks, to increase the number of quality 

traineeships. 

(46) work jointly with Member States on the collection of a limited set of data on 

traineeships, with a particular view to monitoring the progress in applying this 

Recommendation while being mindful of unnecessary reporting burden. 

(47) continue monitoring in cooperation with the Member States and with the support of 

the Employment Committee, the progress in applying the reinforced Quality 

Framework for Traineeships, building on the existing monitoring instruments used in 

the framework of the European Semester. 

(48) report to the Council on the progress in applying this Recommendation based on 

information provided by Member States within [three years] from the date of its 

adoption. 

HAS ADOPTED THIS RECOMMENDATION 

Objective and scope 

1. This Recommendation aims to improve the quality of traineeships, in particular as 

regards learning and training content and working conditions, with the aim of easing the 

transition from education, unemployment or inactivity to work. 

2. This Recommendation should cover all trainees, regardless of their employment status, 

including trainees who are workers only insofar and to the extent that equivalent or more 

favourable provisions are not laid down in Union law. 

Quality principles 

HEREBY RECOMMENDS THAT MEMBER STATES: 

Written agreement 

3. ensure that traineeships are based on a written agreement concluded at the beginning of 

the traineeship between the trainee and the traineeship provider. 
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4. ensure that traineeship agreements set out the information elements listed in Article 4 of 

Directive (EU) 2019/1152, the learning and training component, including its objectives, 

the working conditions, the tasks to be carried out, the arrangements for mentorship, 

supervision and evaluation, details on social protection coverage, including with regards 

to coverage for sickness and healthcare as well as for accidents at work and occupational 

diseases, the rights and obligations of the parties under applicable Union and national 

law, collective agreements and practice, and, where relevant, the traineeship provider's 

policies on confidentiality and the ownership of intellectual property rights. 

Learning and working conditions 

5. ensure that trainees are consulted when setting the specific learning and training 

objectives of the traineeship in order to help trainees acquire practical experience and 

relevant skills. The tasks assigned to the trainee should enable these objectives to be 

attained. 

6. ensure that trainees are fairly paid, taking into account elements such as the trainee’s 

tasks and responsibilities, the intensity of the trainee’s work, and the weight of the 

learning and training component. 

7. ensure that the rights and working conditions of trainees under applicable Union and 

national law, including health and safety legislation, limits to maximum weekly working 

time, minimum daily and weekly rest periods and, where applicable, minimum holiday 

entitlements, are respected through effective monitoring and enforcement. 

8. ensure that traineeship providers designate a supervisor for guiding the trainee through 

the assigned tasks, overseeing the activities carried out by the trainee and monitoring and 

assessing their progress. 

9. ensure that traineeship providers designate a mentor acting as an advisor to the trainee, 

and providing coaching and support, wherever possible considering the organisational 

needs and size of the traineeship provider. 

10. ensure that traineeship providers provide an appropriate, safe and healthy working 

environment, including equipment and work organisation in the case of remote and 

hybrid traineeships. 

11. ensure a reasonable duration of traineeships that does not exceed six months, except in 

cases where a longer duration is justified by objective grounds and taking into account 

national practices. In the event of repeated, including consecutive, traineeships with the 
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same employer, ensure that the overall duration of those traineeships does not exceed six 

months, except in cases where a longer duration is justified by objective grounds. 

12. clarify the circumstances and conditions under which a traineeship may be extended or 

renewed after the end of the initial traineeship. 

13. ensure that employers do not require candidates for traineeships to have previous work 

experience in the field of activity, except in cases where such requirement is justified by 

objective grounds. 

14. ensure the practice of specifying in the traineeship agreement that either the trainee or 

the traineeship provider may terminate it by written communication, providing advance 

notice of an appropriate duration in view of the length of the traineeship and relevant 

national practice. 

15. ensure, in cooperation with competent authorities, channels for trainees to report 

malpractice and poor working conditions and provide information on those channels. 

Social protection 

16. ensure that trainees have access to adequate social protection, including necessary 

coverage in line with national legislation, and taking into account, where applicable, the 

Council Recommendation 8 November 2019 (60). 

Proper recognition of traineeships 

17. promote the recognition and validation of the knowledge, skills and competences 

acquired during traineeships and encourage traineeship providers to attest them, on the 

basis of an assessment, through a certificate, where appropriate, and if possible in a 

digital format. 

Transparency requirements 

18. ensure that traineeship providers include in their vacancy notices and advertisements 

information on the terms and conditions of the traineeship, in particular on the level of 

pay, working conditions, the coverage of social protection, including health and accident 

insurance, the expected tasks and learning and training component. 

19. encourage traineeship providers to give information on recruitment policies, including 

the share of trainees recruited in recent years. 

 
60 Council Recommendation of 8 November 2019 on access to social protection for workers and the self-

employed (OJ C 387, 15.11.2019, p. 1). 
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20. encourage employment services and other providers of career guidance, when providing 

information on traineeships, to apply the transparency requirements as listed in point 18. 

Inclusive traineeships 

21. improve outreach to potential trainees belonging to groups in vulnerable situations, 

including by raising awareness of the benefits of quality traineeships in terms of 

increased employability. 

22. ensure equal treatment and non-discrimination in traineeships, including in selection 

criteria and recruitment policies, and improve access to traineeship opportunities for all 

potential applicants, in particular those from groups in vulnerable situations. 

23. ensure that traineeship providers use gender neutral and inclusive language in their 

vacancy notices and advertisements. 

24. ensure that traineeship programmes, including workplaces, trainings, digital tools, office 

and work equipment, are adapted to the individual needs of trainees where relevant, in 

particular for trainees with disabilities, also through the provision of appropriate 

reasonable accommodation in line with Article 5 of Council Directive 2000/78/EC. 

Cross-border traineeships 

25. facilitate the cross-border mobility of trainees in the Union inter alia, by clarifying the 

national legal framework applicable to traineeships and establishing clear rules on 

hosting trainees from and the sending of trainees to other Member States and by reducing 

administrative formalities. 

26. make use of the EURES network to support cross-border mobility of trainees and 

exchange information on paid traineeships through the EURES portal, in accordance 

with the corresponding provisions of Regulation (EU) 2016/589 of the European 

Parliament and of the Council (61). 

27. further develop practical guidance material and information for (potential) trainees on 

cross-border traineeships through EURES, including in formats that are accessible to 

persons with different types of disabilities. 

 
61 Regulation (EU) 2016/589 of the European Parliament and of the Council of 13 April 2016 on a 

European network of employment services (EURES), workers' access to mobility services and the 

further integration of labour markets, and amending Regulations (EU) No 492/2011 and (EU) No 

1296/2013 (OJ L 107, 22.4.2016, p. 1.). Available online. 
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28. support traineeship providers and education and training institutions in facilitating cross-

border traineeships, making the best use of European initiatives, in particular the 

Erasmus+ programme established by Regulation (EU) 2021/817 of the European 

Parliament and the Council (62). 

29. encourage applying the principles of this Recommendation, where applicable, in 

traineeship mobility agreements between sending organisations in the European Union 

and hosting organisations outside the Union. 

Additional traineeship support 

30. encourage traineeship providers as well as intermediary organisations, such as 

employment services and education and training institutions, to provide career guidance 

support during the traineeship, such as career counselling and networking opportunities, 

to facilitate the transition to a regular employment relationship after the traineeship. 

Framework conditions 

31. ensure the active involvement of social partners in applying this Recommendation. 

32. promote the active involvement of employment services, education and training 

institutions, training providers and other relevant stakeholders in applying this 

Recommendation. 

33. ensure that representatives of workers may engage in any relevant judicial or 

administrative procedure to enforce any of the rights and obligations arising from 

applicable national law. They may act on behalf or in support of one or several trainees 

in the case of an infringement of any right or obligation arising from applicable national 

law, with that trainee’s or those trainees’ approval. 

Implementation at national level 

Applying the reinforced Quality Framework for Traineeships 

34. take appropriate measures to apply this Recommendation as soon as possible and submit 

an implementation plan setting out the corresponding measures to be taken at national 

level by [date of adoption + 18 months]. 

 
62 Regulation (EU) 2021/817 of the European Parliament and of the Council of 20 May 2021 establishing 

Erasmus+: the Union Programme for education and training, youth and sport and repealing Regulation 

(EU) No 1288/2013 (OJ L 189, 28.5.2021, p. 1). Available online. 
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35. envisage financial and/or non-financial support such as practical guidance to traineeship 

providers particularly for reaching out to vulnerable groups and for micro-, small and 

medium-sized companies, in applying this Recommendation. 

Support to increase trainees’ employability 

36. offer incentives to traineeship providers for offering trainees a regular employment 

relationship after the successful completion of a traineeship. 

37. make use of the relevant Union funds and instruments for increasing the number of 

quality traineeships which follow the guidance outlined in this Recommendation. 

Follow-up 

38. jointly with the Commission, work on the collection of data on traineeships, with a 

particular view to informing policy making on quality traineeships. 

Done at Brussels, 

 For the Council 

 The President 
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Glossary 

Term or acronym Meaning or definition 

2014 QFT Recommendation 
Council Recommendation on a Quality Framework for 

Traineeships adopted in 2014 

ALMP traineeships 

Traineeships which are offered to (young) unemployed or 

those at risk of becoming unemployed, and there is 

usually a public institution (most often a PES) acting as 

an intermediary between the training provider and the 

trainee. 

CBA Collective bargaining agreements 

Education Curricula 

traineeships (ECT)  

Traineeships which refer to work-based learning 

placements that are part of curricula of formal education 

and training (school, vocational or higher education and 

training). 

EPSR European Pillar of Social Rights 

EYF European Youth Forum  

NEETs 
Young people neither in employment nor in education and 

training 

Open-market traineeships 

(OMT) 

Non-mandatory, bilateral agreements agreed between a 

trainee and a traineeship provider (public/private/non-

profit) without the involvement of a third party and 

without a formal connection to education or training. 

PES Public employment services 

2014 QFT 

The Quality Framework for Traineeships, consisting of 

21 quality elements to be applied to open market and 

ALMP traineeships in the EU (set in the 2014 QFT 

Recommendation, see above) 

Reinforced Youth Guarantee 

(RYG) 

Council Recommendation of 30 October 2020 on A 

Bridge to Jobs – Reinforcing the Youth Guarantee and 

replacing the Council Recommendation of 22 April 2013 

on establishing a Youth Guarantee  
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Remuneration  

In line with CJEU case law, pay or compensation, but may 

also include benefits in kind (e.g., food vouchers), 

reimbursement of travel or accommodation costs or 

special allowances (e.g., for overtime or daily allowance).   

SMEs Small and medium enterprises 

Traineeships that are a 

mandatory requirement to 

access specific professions 

(MPT) 

Traineeships which are regulated under national law and 

whose completion is a mandatory requirement to access a 

specific profession (e.g., medicine, architecture, etc.). 

TPWC Directive  
Transparent and Predictable Working Conditions 

Directive (2019/1152) 

Youth Guarantee (YG) 
(Council Recommendation on establishing the) Youth 

Guarantee of 22 April 2013  
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1 INTRODUCTION 

1.1 Political and legal context  

Pursuant to Article 9 of the Treaty on the Functioning of the European Union (TFEU), the 

Union, in defining and implementing its policies and activities, is to take into account 

requirements linked to the promotion of a high level of employment, the guarantee of adequate 

social protection, the fight against social exclusion, and a high level of education, training and 

protection of human health.  

In line with principle 4 (“Active support to employment”) of the European Pillar of Social 

Rights, the 2014 Council Recommendation on a Quality Framework for Traineeships aims to 

help young people to transition from education, unemployment or inactivity into the labour 

market, through quality traineeships that enhance their skills and allow them to gain work 

experience. As announced in the European Pillar of Social Rights Action Plan, in 2023 the 

Commission carried out an evaluation1 (thereafter the “evaluation) of the 2014 QFT, which 

found that there is scope for improvement, notably as regards working conditions. 

On 14 June 2023, the European Parliament (EP) adopted a resolution on quality 

traineeships in the EU, in accordance with Article 225 TFEU (thereafter “EP resolution”). It 

‘calls on the Commission to update and strengthen the 2014 Council Recommendation and to 

turn it into a stronger legislative instrument’. The Commission welcomed the EP resolution 

and highlighted its strong commitment to continuing its actions to combat youth unemployment 

in the EU. Also in view of the political commitment expressed in the President’s Political 

Guidelines to respond to the resolutions based on Article 225 TFEU, the Commission 

confirmed its intention to follow up with a legislative  proposal as part of the initiative on a 

reinforced QFT that was announced in its 2023 Work Programme, in full respect of the Treaty 

limitations, the principles of proportionality, subsidiarity and better law-making.  

The initiative on Quality Traineeships is part of the Commission’s follow-up to the 

Conference on the Future of Europe and will contribute to the implementation of the 

European Pillar of Social Rights Action Plan and the objectives of the European Year of 

Youth and the European Year of Skills. It is also expected to contribute to the United 

Nations (UN) Sustainable Development Goals (SDGs) on poverty (SDG 1), quality 

education (SDG 4), Decent work and economic growth (SDG 8) and reduced inequalities (SDG 

10) and to their respective targets. In the context of the green and digital transition and the 

shrinking working-age population, there is a need to activate all available talent, in particular 

young people, and to step up investments in skills across all generations. Traineeships are an 

important instrument to facilitate access to the labour market and job-to-job transitions and can 

thereby contribute to alleviating labour and skills shortages.   

In line with Article 154 TFEU, the Commission has carried out a two-phase social partners’ 

consultation which took place between 11 July 2023 and 15 September 2023 (first phase) and 

between 28 September and 9 November (second phase). The social partners decided not to 

launch the negotiations foreseen in Article 155 TFEU. Their views are reflected throughout 

this report and a synopsis of the replies has been included in Annex A2.1. 

 
1 European Commission (2023) Evaluation of the Council Recommendation on a Quality Framework for Traineeships 

(SWD(2023) 9 final). 
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1.2 The EU quality framework for traineeships  

In March 2014, the Council adopted the Recommendation on a Quality Framework for 

Traineeships (QFT). The 2014 QFT aimed to set EU-wide quality standards for traineeships 

and to discourage the offer of traineeships with poor learning content or working conditions. It 

comprises a list of 21 principles in 10 main areas (see Annex 6 for details on the principles). 

The 2014 QFT Recommendation defined traineeships as “a limited period of work practice, 

whether paid or not, which includes a learning and training component, undertaken in order 

to gain practical and professional experience with a view to improving employability and 

facilitating transition to regular employment”. 

Four main types can be identified: Open-market traineeships (OMT), Active Labour Market 

Policy (ALMP) traineeships, Education Curricula traineeships (ECT) and Traineeships that 

are a mandatory requirement to access specific professions (MPT) (see glossary for 

definitions). The 2014 QFT applies to OMT and ALMP traineeships and covers all 

trainees (i.e. with and without worker status). It does not apply to ECT and MPT. 

2 PROBLEM DEFINITION 

Findings of the evaluation: The evaluation of the 2014 QFT found that quality traineeships, 

i.e. traineeships that reflect the principles of the QFT, contribute to increasing young 

people’s employability and help employers to attract, train and retain young talent. However, 

in terms of effectiveness, it found that the progress toward the objective of the 2014 QFT to 

ensure more coherent regulatory approaches across Member States had been moderate. 

Concretely, since 2014, 14 Member States introduced changes to integrate QFT principles in 

their national legislation or policy frameworks. As for conformity to the QFT principles (i.e. 

the extent to which national legislation/frameworks integrate all principles fully), seven 

Member States were found to be in full conformity as regards OMT (an increase from four in 

2016), while for ALMP traineeships, 18 Member States were found to be in full conformity 

with the QFT principles (an increase from 15 in 2016).  

The evaluation also found that strengthened monitoring and enforcement was needed to 

improve the practical application of the quality principles on the ground, which is lagging 

behind in most Member States.  

As for the non-binding nature of the QFT, the evaluation highlighted that though its 

effectiveness to fully achieve the QFT objectives could be improved, it allowed at the same 

time flexibility in national approaches to adapt to the diversity of national situations. 

Furthermore, the evaluation found that, though the 2014 QFT principles remain relevant, there 

is a need to strengthen the framework by adding principles on remuneration and access to social 

protection for trainees, as well as principles on inclusion of vulnerable groups, remote/hybrid 

traineeships, and mentorship.  

The evaluation identified that quality issues were more prevalent for OMT compared to ALMP 

traineeships, as the latter are known to be highly regulated in most Member States and, as 

illustrated above, were found to be highly conform to the 2014 QFT principles. Nevertheless, 

the additional quality principles identified by the evaluation as needed to strengthen the 2014 
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QFT are of importance for the quality of both OMT and ALMP traineeships. The evaluation 

also highlighted the need to reflect on extending the scope of the QFT to include traineeships 

that are part of formal education and training to improve coherence across the different types 

of traineeships. 

 

Regulatory approaches to traineeships at national level: Trainees in the EU have different 

legal statuses in national law, depending on Member States’ regulatory approaches and 

the type of traineeship. According to the results of the legal analysis under the supporting 

study, broadly three types of regulatory approaches can be distinguished: specific regulation, 

coverage by (statutory) labour law, no regulation (status depending on content of bilateral 

agreement). Annex A9.1 includes a detailed analysis per traineeship type and by Member State. 

These approaches mostly co-exist in Member States, and usually vary according to the type of 

traineeship.  

Importantly, in many Member States (e.g. 23 Member States in the case of OMT) unpaid 

traineeships are legally possible. This is usually the case where unpaid traineeship contracts 

or “voluntary” traineeship schemes exist or when there is no regulation for traineeships.  

 

Definition of an EU worker at EU level and limits of EU action: The concept of “worker” 

under EU law has been developed in the case law of the Court of Justice of the European 

Union, often synthesised in the Lawrie-Blum and Levin “formula”2, i.e. that a person can be 

considered as worker given that “the person (1) pursues activities that are real and genuine 

which are performed (2) under the supervision of another person (3) in return for 

remuneration”. Following the latter, unpaid trainees cannot be considered “workers” 

within the meaning of EU law.  

 

2.1 What are the problems? 

The identified problems are (1) the problematic use of traineeships by traineeship providers, 

(2) the poor quality of traineeships and (3) the unequal access to traineeships. The findings 

of these challenges are based on evidence gathered through the evaluation, consultation of 

social partners (Annex A2.1) and the study carried out to support the development of this 

initiative (thereafter “the supporting study”)3. Problems have been identified both for paid and 

unpaid traineeships, and in all types of traineeships (OMT, ALMP, ECT and MPT) although 

to varying degree in the different traineeship types (see Annex 10). These problems are relevant 

to all trainees: those considered as workers (proxied by paid trainees) and those who are not 

(mainly unpaid trainees, see definition of workers in section 1.2), however to different extents 

as described below. The section below provides definitions of the terms used in this report in 

view of distinguishing between “non-problematic traineeships” and “quality” traineeships as 

follows: 

Regarding Problem 1: 

• A non-problematic traineeship is a lawful traineeship. It is used for its intended purpose 

(i.e. a genuine traineeship providing the trainee with a learning experience on the job) and 

 
2 O'Brien et al. 2016. 
3 Study exploring the context, challenges and possible solutions in relation to the quality of traineeships in the EU, forthcoming 

(VT/2022/047). 
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the rights of trainees comply with the applicable EU and/or national legislation. A non-

problematic traineeship may not be conform with the principles of the 2014 QFT where 

these principles have not been integrated into binding law. A non-problematic traineeship 

is therefore not necessarily a quality traineeship (see below under problem 2). 

• The problematic use of traineeships relates to unlawful practices by traineeship 

providers which deprive individuals from rights they are entitled to under EU/national law:   

o Where traineeships are used for their intended purpose, they may not comply with 

the applicable EU or national legislation (non-compliant traineeships). This 

problem may occur for all trainees (considered as workers or not). Trainees who are 

workers enjoy the protection of the entire EU labour acquis. Non-workers are 

covered by the EU occupational health and safety legislation and at national level 

by rules on e.g. working time or leave entitlements (where they exist). 

o Where traineeships are not used for their intended purpose, but replace regular 

(entry-level) employee positions they are work relationships disguised as 

traineeships. In these cases, traineeship providers may circumvent the EU or 

national law and collective agreements which apply to regular workers. This 

problem has mainly been identified for trainees who are workers in OMT, ECT and 

ALMP, and to a lesser extent MPT. 

 

Regarding Problem 2: 

• A quality traineeship is a non-problematic (lawful) traineeship, that also fulfils the non-

binding principles of 2014 QFT. As mentioned above, the evaluation highlighted that some 

important (relevant) quality principles were missing from the 2014 QFT and would deserve 

to be taken into account, in particular principles on remuneration and access to social 

protection.  

• Poor quality traineeships refer to traineeships that do not fulfil (some of) the existing 

principles of the 2014 QFT and/or the additional quality elements identified by the 

evaluation (remuneration, social protection and strengthened learning component). They 

may be non-problematic (lawful) traineeships, especially where the 2014 QFT 

implementation in national law is weak. Or they may be non-compliant traineeships, 

especially where the 2014 QFT is well reflected in national law. They may however never 

be work relationships disguised as traineeships, as the latter are not traineeships.  

 

The problem related to the quality of traineeships is relevant to all trainees (considered as 

workers or not) and all types of traineeships (see Annex 10), with some differences in 

scale. Issues linked to remuneration and access to social protection are more problematic 

for trainees who are not paid (i.e. not considered as workers), whereas poor learning content 

may be an issue for all trainees. Most quality issues are found amongst OMT. The principle 

on maximum duration is less relevant for MPT and some types of ECT (see Annex 10). For 

the purpose of this Impact Assessment, poor quality traineeships are not included under 

problematic (i.e. unlawful) uses of traineeships.  

 

The diversity of national regulatory approaches to traineeships results in considerable 

differences in trainees’ access to labour rights and social protection. These differences exist 

between the same types of traineeships in different Member States and between different types 

of traineeships in the same Member State. Moreover, considerably different treatment within 

the same category of trainees is possible in most Member States, depending on whether the 
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trainee is a (paid) worker or not. For example, 23 Member States allow for both paid and unpaid 

OMT. This situation puts unpaid trainees (vis-à-vis paid trainees) and providers of paid 

traineeships (vis-à-vis their competitors providing unpaid traineeships) at an unfair 

disadvantage.  

 

The identified ‘internal’ drivers are described in sections 2.3.2 to 2.3.4. Partially, these 

problems are also influenced by the ‘external’ drivers that are out of the scope the initiative 

(see section 2.3.1 and Annex A9.11). Problems, drivers and consequences are summarised in 

the problem tree (see Annex 11).  

Prevalence of trainees: According to the EU-LFS there are 3.1 million trainees in the EU 

(2019 data) out of which 1.6 million are paid trainees (proxy for trainees with legal status of 

employees4) and 1.5 million are unpaid. Paid traineeships are composed by: ALMP 

traineeships (36%), ECT (31%), OMT (24%) and MPT (9%). It should be noted that the 

methodology to estimate the number of trainees in the EU suffers from certain limitations (see 

Annex 4)5. The vast majority (85%) of unpaid traineeships are ECT, while 10% are OMT and 

5% ALMP traineeship. In 15 Member States6 financial support is provided to traineeship 

providers to encourage or enable traineeships. In one Member State (BG), financial support is 

provided to improve traineeship quality and in four Member States (BG, SK, IE, ES) to enable 

hiring trainees following their traineeship7.  

In terms of sectoral and geographical distribution (see Annex A7.4), five Member States 

represent almost 90% of the total number of paid trainees (ca. 1.4 million, 2019 data) in the EU 

(DE, ES, FR, IT, PL), which are also the Member States with the highest population in the EU. 

Moreover, five sectors make up the largest share of trainees: manufacturing, retail, health, 

education and real estate and professional counted more than 1 million (paid) trainees, or close 

to two-thirds of the total (2019 data). Not all types of traineeships are distributed evenly across 

sectors. ALMP are concentred (40%) in two main sectors: mining, quarrying and 

manufacturing; wholesale and retail trade. Italy and Poland account for about two thirds of total 

ALMP in the EU. Out of all MPT trainees 85% is concentrated in the sectors of education, 

health and real estate and professional sectors. ECT and OMT are quite spread across sectors. 

The number of ECT trainees increased strongly in all the service sectors and in particular in 

transport, storage and communication. Paid ECT traineeships are concentrated (60%) in two 

countries: Germany and France.  

Data limitations of supporting evidence: Significant efforts have been made to collect data 

to provide an estimate of the size of the problems. However, it should be noted that these 

estimates are subject to several limitations (see Annex 4 for a detailed analysis of the 

robustness of the data). First, the total number of trainees is likely to be underestimated, this is 

particularly relevant for unpaid trainees, while  data on paid trainees is more accurate. Second, 

many of the findings are based on surveys, such as the 2023 Eurobarometer and the trainee 

 
4 Paid trainees are estimated on the basis of the LFS variable ‘TEMPREAS’ which records the reasons for being temporary 

employees. The definition of ‘employee’ is in this case closely related to the definition of a worker under EU law (presence of 

a written or oral contract, receive a payment in cash or in-kind, work done under supervision).  
5 The EU-LFS is the primary source for labour market statistics in the EU and offers harmonised information across Member 

States. See Annex 4 for more details as well as a discussion on limitations and assumptions. For example, one of the 

assumptions is that all MPT are paid.   
6 BG, CY, DE, EL, ES, HR, IT, LU, LV, MT, SK, SI, EL, PL, RO. 
7 Study supporting the evaluation of the Quality Framework for Traineeships (VC/2021/0654), Ecorys (2023). 
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survey conducted under the evaluation. The relevant results have been interpreted with the full 

understanding that they represent the views of the respondents,  and that they are influenced by 

their profile, which are not in all cases fully statistically representative of the wider population. 

Third, quantification of the problem in terms of absolute number was obtained by combining 

data from two different sources: the 2023 Eurobarometer and EU-LFS data on the number of 

trainees. Finally, data on work relationships disguised as traineeships exist only for limited 

elements, namely long duration and poor learning content.   

Nevertheless, a compilation of information from literature, case law and surveys, 

complemented by stakeholder consultations and a two-stage consultation of EU social partners 

provided robust evidence for the existence of the problem and its magnitude (see Annex 

4 for all sources used). In particular, the in-depth legal analysis of national regulatory systems 

carried out under the supporting study identified gaps in these systems that allow for the 

problematic use of traineeships to arise for current and future trainees if left unaddressed. 

Regarding the problems of quality and access, the results of the evaluation and the dedicated 

analysis under the supporting study provide robust evidence to substantiate the problem.  

2.1.1 Problematic use of traineeships (P1) 

The problematic use of traineeships primarily concerns issues of fairness and justice between 

trainees. At the same time, it can also produce an uneven playing field between traineeship 

providers, which is a particularly acute problem in the case of businesses, including SMEs. 

Problematic traineeships constitute de facto a cost-reduction measure, which creates a situation 

of unfair competition that, in the medium- and long-term, can prove to be particularly damaging 

for aggregate business competitiveness. It can lead to businesses relying excessively on such 

cost-reduction measures rather than investing in innovation, which requires skilled workers. 

While it is true that the current population of trainees is small in comparison to the overall 

working population, a suboptimal use of traineeships could in principle cause disproportionally 

negative effects for business competitiveness, as it would deprive companies of an important 

source of young talent, which is important to foster growth and innovation8. Furthermore, as 

young people are at the start of their professional career engaging in situations of problematic 

use of traineeships can have a negative long-term effect on them but also the overall future 

workforce. As discussed more extensively in section 5.1, certain sectors show an increase in 

labour demand and a “race for talent,” which would arguably dampen the worst effects of the 

above-mentioned dynamic. However, this is not observable in all sectors, nor can be assumed 

to continue unabated in the mid- and long-term.  

Data on the actual number of work relationships disguised as traineeships and non-

compliant traineeships in the EU does not exist. In the majority of Member States dedicated 

controls and inspection are not carried out. Moreover, the identification of such cases requires 

a case-by-case assessment of the individual employment relationship and the information 

collected by labour inspectors is covered by strict confidentiality rules9. Therefore, it is not 

possible to assess whether geographical regions or specific sectors are more affected by the 

 
8
 The SME Panel survey conducted as part of this Impact Assessment (see Annex 2) suggests that SMEs benefit significantly 

from traineeships, including in terms of increased productivity of the company, the ability to develop supervisors’ and/or 

mentors’ managerial skills, reduction of labour costs, reduction of training costs (if/when trainees are later hired), as well as 

their better performance.  
9 See ILO guide on how the labour inspectorate should protect personal and business privacy. 
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problem. Some indications provided by a 2016 Eurofound study10 showed significant 

fraudulent use of traineeships and apprenticeships in 9 (EL, FR, IT, CY, NL, AT, PT, RO, SI) 

out of the (then) 28 Member States, mainly in the tourism and catering sectors. Further 

supporting evidence is presented below based on information from literature, case law and 

surveys.  

Non-compliant traineeships 

The 2013 Impact Assessment underpinning the 2014 QFT showed that, while in some Member 

States national legislative frameworks for traineeships existed, there were notable enforcement 

challenges which deprived trainees of their rights. Principle 6 of the 2014 QFT recommends 

that Member States ensure that the rights and working conditions of trainees under applicable 

EU and national law are respected; it also recommends taking appropriate measures to apply 

the QFT as soon as possible. However, the evaluation showed that monitoring and 

enforcement of the relevant national legislation governing traineeships is in many cases 

not fit for purpose, limiting the impact of binding regulations.  

While the case law on non-compliance of traineeships with national or EU law is limited11, 

there is further available evidence. In 2022, the European Youth Forum (EYF) reported12 on 

the occurrence of illegal OMT in FR and illegal unpaid traineeships in RO. Furthermore, the 

findings of the ECE legal analysis13 indicate issues in terms of non-compliance. On MPT, the 

legal analysis showed that there is a risk of disguised self-employment among lawyer and 

architect trainees in BE. Issues as regards working time of resident doctors were highlighted in 

for example EL, ES and HR.  

Work relationships disguised as traineeships 

The 2013 Impact Assessment underpinning the 2014 QFT showed that there were widespread 

enforcement challenges related to the use of trainees to replace (permanent) employees. In 

cases of work relationships disguised as traineeships, the individual performs the tasks of a 

regular employee but is wrongly treated as a trainee. As a result, the individual is deprived of 

a genuine learning experience, the full set of worker rights enshrined in labour law and do not 

enjoy the same working conditions as other employees in the company14. This creates an 

unjustified unfavourable treatment of individuals who are wrongly classified as trainees instead 

of as regular employees. The risk of work relationships being disguised as traineeships is higher 

for OMT, but cannot be excluded for the other three types of traineeships15.  

 
10 Eurofound (2016) Exploring the fraudulent contracting of work in the European Union, and Eurofound (2017.).) Fraudulent 

contracting of work: Abusing traineeship status (Austria, Finland, Spain and UK). 
11 See e.g. https://www.justice-en-ligne.be/IMG/pdf/trib._travail_liege_8_novembre_2019_rg_n_171218a.pdf 
12 European Youth Forum (2022) High Quality of Unpaid and Underregulated? Uncovering National Internship Policies in 

Europe. The report analysed non-compliance in several Member States.  
13 European Centre of Expertise in the field of labour law, employment and labour market policies (ECE), June 2023, Synthesis 

report on the review of national legislation and case law on trainees (EU27). 
14 Eurofound (2016) Exploring the fraudulent contracting of work in the European Union, and Eurofound (2017.).) Fraudulent 

contracting of work: Abusing traineeship status (Austria, Finland, Spain and UK). 
15  For the ALMP and ECT traineeships, the involvement of public employment services (PES) and educational institutions 

can reduce the risk especially in terms of learning content. For the MPT, the involvement of professional associations and the 

existence of specific national frameworks governing them lower the risk of misuse. 
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The attention to work relationships disguised as traineeships has been increasing over the 

last years. It has been raised by the International Labour Organization (ILO)16 but also by 

youth organisations17. Also, the problem gained policy and media attention following a 

complaint lodged in 2017 with the ECSR by the European Youth Forum (EYF) on the issues 

of unpaid traineeships and work relationships disguised as traineeships in BE, on which the 

ECSR ruled against BE18. In addition to the case of BE and evidence presented above, research 

and case law highlight the issue of work relationships disguised as traineeships in specific 

countries. Regarding OMT, in IT, stakeholders19 have highlighted the increasing use of 

traineeships to disguise precarious forms of employment20 and in DE, cases against employers 

using traineeships not for intended purpose have been successfully pursued in labour courts,21 

while in SI in at least two cases the Supreme Court requalified a traineeship as  an indefinite 

work contract due to the interplay between fixed-term contract rules (very limited and causal) 

and the conditions and duration of the traineeships22. Evidence also suggests that in some 

Member States employers use ALMP trainees to fill regular employment positions. In IE, the 

Department of Social Protection reported having investigated 200 companies for abuse on the 

JobBridge programme, in order to fill regular positions with trainees receiving unemployment 

benefits in view of gaining a competitive advantage23. In ES, stakeholders24 reported that some 

training companies provide OMT in their own company with PES subsidies while some 

traineeship providers require young people looking for traineeship to register as unemployed 

in order to receive a training benefit25. Under the same study focus groups with students also 

revealed that some companies in specific fields (such ICT), called informally “empresas 

cárnicas” (“meat companies”) are known for recruiting young students as trainees, while in 

reality they are actually responsible for key tasks in the business and replace regular workers. 

In FR, while open-market traineeships are prohibited, some employers have been reported to 

recruit beneficiaries of ALMP in a disguised form of regular employment, while certain 

fraudulent educational institutions have been reported to offer fictitious courses to be able to 

set up a tripartite traineeship contract with an employer (in the form of ECT)26. In CY, a 2015 

report of the Equality body highlighted that Union citizens which come to CY to undertake an 

ECT engage in private regular employment contracts with employers (outside industrial 

collective agreements). 

A number of elements can serve as indications to distinguish work relationships disguised as 

traineeships from genuine traineeships. The more elements present, the more likely it is a work 

relationship disguised as a traineeship. These elements were identified on the basis of the 1) 

 
16 ILO (2020) Promoting Employment and Decent Work in a Changing Landscape, A. Stewart, et. Al (2018), The regulation 

of internships: A comparative study. 
17 See for instance European Youth Forum on ‘Fair traineeships’ the focus is on traineeships being paid.  
18 The ECSR judgments have legal force and binding effect on the countries that have ratified the European Social Charter. 

(European Youth Forum (YFJ) v. Belgium (Complaint No. 150/2017). 
19 The main Italian trade union confederations (Cgil 2020) and other social actors such as the National Youth Council 

(Consiglio Nazionale Giovani) highlighted this issue, as reported in Jessoula, M., Pavolini, E., Natili, M. and Raitano, M. 

(2022) ESPN Thematic Report on Access to Social Protection for Young People – Italy. 
20 Jessoula, M., Pavolini, E., Natili, M. and Raitano, M. (2022) ESPN Thematic Report on Access to Social 

Protection for Young People – Italy. 
21  Waas (2021) Rights and obligations in the context of internships and traineeships: A German perspective, in: ILO (2021) 

Internships, Employability and the Search for Decent Work Experience. 
22 Judgment of the Supreme Courts: No VIII Ips 112/2003 (2004) and No VIII Ips 279/2005 (2006). 
23 Study supporting the evaluation of the Quality Framework for Traineeships (VC/2021/0654), Ecorys (2023). 
24 Labour Inspectorate, trade unions, student representatives and the Youth Council. 
25 Study supporting the evaluation of the Quality Framework for Traineeships (VC/2021/0654), Ecorys (2023). 
26 Results of the legal  analysis which took place for the preparation of this initiative.  
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2014 QFT definition of traineeship, 2) evidence in literature27, 3) evidence from case law, 

including the European Committee of Social Rights (ECSR) ruling in the case against BE (see 

above) and 4) stakeholder views, including interviews under the supporting study28 and the 

social partners’ consultation (see Annex A8.1 for details on how these elements were 

identified):   

• The excessive duration of traineeships and trainees’ previous experience in the field of 

activity, gained also by doing recurrent or consecutive traineeships with the same or 

different employer. The former, in principle, refers to traineeships lasting more than six 

months, with some possible exceptions. Evidence suggests that such traineeships are 

common in the EU.  

• The fact that the trainee is performing the same/similar tasks with the same intensity and 

having the same/similar responsibilities as regular (entry-level) employees combined 

with the absence of a significant learning/training component, which also constitutes an 

element of a poor-quality traineeship (see sections 2.1.2 and 2.3.3). 

• The high ratio of trainees within an organisation, pointing to the substitution of employees 

with trainees29.  

To demonstrate the magnitude of the problem across the EU some rough estimate can be 

obtained for some specific categories of trainees being at risk of doing work disguised as a 

traineeship (subject to the data limitations described above). These rough estimates show that 

in 2019 around 370,000 paid trainees30 did a traineeship with a long duration (more than 6 

months, as per the 2014 QFT), including consecutive/repeated ones with the same employer 

(see Annex A8.2 and A8.3). The shares are almost evenly distributed among traineeship types: 

ALMP traineeships (40%) and OMT (26%) and ECT (34%)31. Problems with duration are not 

relevant for MPT. Out of these, around 100,000 trainees did a long duration traineeship with a 

poor learning content (2019 data32, see Annex A8.6). Looking at the distribution by traineeship 

types, about 45% are ALMP traineeships, while OMT and ECT account for about 27% each33. 

Furthermore, roughly 500,000 paid trainees had done multiple traineeships with different 

employers at some point in their life (see Annex A8.4)34. Out of these 36% are ALMP 

traineeships, 30% are OMT and 34% are ECT35.   

2.1.2 Poor quality traineeships (P2) 

Poor quality traineeships are those which do not fulfil (some of) these existing QFT principles 

(baseline scenario) and/or those which carry at least one of the following dimensions identified 

 
27 Eurofound (2017) Fraudulent contracting of work: Abusing traineeship status (Austria, Finland, Spain and UK). 
28 Interviewed trade unions, employer associations and youth organisations.  
29 Data on the share of trainees in a company is not available. A cap on the maximum share of trainees in a company, in 

particular for OMT, is legally defined d in 8 Member States (BG, LT, LU, HU, AT, PL, PT, RO).   
30 This does not include MPT, see section 2.3.2. 
31Data by Member States is not provided as it is not reliable. 
32 Numbers should be interpreted with caution as they are based on the combination of the results of the Eurobarometer (share 

of trainees who did traineeships with a total duration longer than 6 months and who also stated that they did not learnt things 

that were useful professional) and LFS data on the number of paid trainees. Source: Supporting study. This does not include 

MPT, see section 2.3.2. 
33 Problems with duration do not relate to MPT, see section 2.3.2. Data by Member States is not provided as it is not reliable. 
34 Numbers should be interpreted with caution as they are based on the combination of the results of the Eurobarometer (14% 

of paid trainees did a traineeship more than 6 months; 1 in 2 trainees (paid and unpaid) did more than one traineeship, ca. 40% 

of which were with the same employer) and LFS data on the number of trainees, Source: Supporting study.  
35 Problems with duration do not relate to MPT, see section 2.3.2. Data by Member States is not provided as it is not reliable. 
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by the evaluation:1) poor working conditions including lack of or low remuneration; 2) lack of 

access to social protection; 3) poor learning component, which encompasses learning content 

(i.e. learning objectives and tasks), and the availability of a mentor.   

Data on sectoral differences between traineeships is available from the survey conducted by 

the study supporting the evaluation of the QFT. Evidence shows that some of the sectors with 

a high number of trainees (see data in the introduction to section 2.1 and Annex A7.4.2), and 

notably wholesale & retail trade, health and social work, and education, are the sectors 

which obtained the lower scores across (some of) the quality dimensions of the 2014 QFT 

(where data is available). In terms of overall attitude towards traineeships, there is some 

variation across the different sectors: for example, 23% of trainees reported a negative attitude 

in the wholesale & retail trade, transport, accommodation & food sectors while only 10% in 

the agriculture, forest and fishing, education and construction sectors. Other quality-related 

indicators point to a more nuanced picture. The study also asked about the implementation 

across sectors of three principles of the QFT: 1) provision of a written agreement, 2) the 

stipulation of learning objectives, and 3) the provision of a certificate at the end of the 

traineeship. Respondents attributed a 65% implementation rate for wholesale and retail trade, 

68% for education and 78% for financial & insurance activities. These rates show a certain 

level of correlation with the (self-reported) labour market outcomes of these traineeships. The 

study supporting the evaluations showed that 60% of trainees in finance and insurance stated 

that they found a job after the traineeship as compared to 43% in the wholesale & retail trade, 

31% in education, and 34% in health and social work36 (see Annex A7.4.2 for details).   

Working conditions, including remuneration 

The 2023 Eurobarometer included, as examples, references to working hours, workload, 

treatment and access to equipment. While the majority of respondents (70%) indicated that 

their working conditions (apart from pay) were comparable to that of regular workers, a 

considerable share (29%) stated that this is not the case, with no notable differences among 

types of traineeships (34% for OMT, 32% for ECT, 31% for ALMP traineeships and 27% for 

MPT). In 13 Member States (BE, CZ, DK, ES, IT, CY, LV, LT, MT, NL, PL, SI, SK) this 

share was higher than the EU average (28%) while respondents working in an unskilled 

position are more likely to state that the working conditions during their last traineeship were 

not equivalent to those of regular employees. 

The most prominent issue in the public debate on the quality of traineeships has been 

remuneration. Remuneration usually consists of pay or compensation, but may also include 

benefits in kind (e.g., food vouchers), reimbursement of travel or accommodation costs or 

special allowances (e.g., for overtime or daily allowance)37. This problem has two dimensions:  

1) Many trainees are not paid. In 2019, there were slightly above 1.5 million unpaid trainees 

in the EU38 (48% of total trainees). Across different traineeship types, ECT are estimated 

 
36 Thes estimates are subject to the limitations presented in the introduction to section 2.1. 
37 In line with CJEU case law remuneration encompass pay regardless of whether it is called “fee”, “compensation” or 

something else (e.g., allowance, benefits in kind or a scholarship) if these forms of remuneration are paid in exchange for the 

services performed by the trainee. The level or source of the remuneration is irrelevant. See also CJEU Trojani, C-456/02 and 

Risak/Dullinger, The concept of ‘worker’ in EU law, ETUI Report 140, 2018, p. 38. 

38 Source: Supporting study, estimates based on LFS see Annex A7.3. 
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to account for 85%, OMT for 9.8% and ALMP for 5.2%39 of unpaid trainees. The 2023 

Eurobarometer showed similar results, with 44% respondents stating they did not receive 

financial compensation. This overarching figure, however, masks considerable cross-

country variation: from 60% in BE to 20% in HR. Looking at types of traineeships, 52% 

of the respondents doing ECT replied they were not paid nor received financial 

compensation40. The share was 42% for OMT, 38% for ALMP traineeships and 35% for 

MPT41. These results are somewhat consistent with the trainee survey carried out during 

the evaluation42, showing that 39% of respondents did not receive a monthly financial 

allowance or compensation and 14% received it only occasionally43. The lack of 

remuneration for trainees also poses obstacles in terms of access to traineeships, for 

all trainees, and in particular those from vulnerable groups. Access to unpaid traineeships 

is only possible for trainees whose family or other income sources provide the means to 

cover their living expenses. For trainees who do not have this type of support access to 

unpaid traineeships is limited.  

 

2) Among remunerated trainees there may be very different levels of remuneration, 

which might not always be fair/proportionate and may indicate the existence of unjustified 

different treatment with (entry-level) workers44. In the trainee survey conducted under the 

evaluation, 22% of trainees (353,000 trainees) stated that their compensation was not 

sufficient at all to cover the basic living costs such as rent, food, etc. while 40% stated that 

it was not sufficient to some extent. In total this corresponds to around 11 million trainees45. 

In the same survey, 54% stated that their remuneration (allowance or compensation) was 

below the national minimum wage (around 870,000 trainees (proxy)), with the share of 

respondents being significantly higher among female (36%) than male trainees (17%). Such 

data is not available by traineeship type. In line with these findings, a recent analysis 

conducted by the European Youth Forum46 indicates that paid traineeships may not cover 

the costs of basic living expenditure in numerous EU countries. Assuming that a traineeship 

is paid at the annual net earnings of a single person without children earning 50% of the 

average earning, the study finds that in 12 countries paid traineeships would not 

compensate trainees enough to cover the costs of living. 

Social protection 

Regarding access to social protection, evidence shows that many trainees do not have access 

to (full) social protection. This does not only concern trainees who are unpaid/not considered 

workers, but also those who are paid/considered workers, although to a smaller extent. The 

2023 Eurobarometer showed that 27% respondents did not have access to social protection, 

28% had access to 'some elements', and only 33% had access like regular employees. Not 

having access to any social protection is most likely for respondents doing OMT (37% vs 18% 

 
39 Sources, supporting study, under which all MPT traineeships were assumed to be paid (see Annex 4). 
40 It should be noted that the Eurobarometer questionnaire did not ask whether trainees carrying out an ECT received support 

(e.g., a grant) for their studies. 
41 It is possible that respondents did not distinguish between ECT and MPT, which would lead to an overestimation of MPT. 
42 Sample of 1836 respondents doing a voluntary traineeship (excluding MPT). 
43 These estimates are subject to the limitations explained in the introduction to section 2.  
44 The Directive on adequate minimum wages allows for variations in the statutory minimum wage for specific groups of 

workers, if these respect the principles of non-discrimination and proportionality. 
45 The estimates of the absolute number of trainees obtained by combining the response rates from the trainee survey with 

2019 LFS data on the prevalence of paid trainees. They are  subject to the limitation described above. 
46 Discussion paper: the costs of unpaid internships. 2023. European Youth Forum. 
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for MPT). They are also the least likely to have access to social protection like regular 

employees (25% vs 39% for MPT). At Member State level, in more than a quarter of the 

Member States (7) around 1 in 3 respondents stated that they did not have access to social 

protection (BE: 36%, CY: 35%, FR: 33%, LV: 32%, and EE, LT and DK: 30%). Using the 

above Eurobarometer results in combination with EU-LFS data leads to the following estimates 

per traineeship type: 25% of paid and 58% of unpaid OMTs, 18% of paid ALMP and 32% of 

unpaid ALMP, 17% of paid ECT and 54% of unpaid ECT were not covered by social 

protection.  

Learning content  

Quality in terms of learning content is generally considered one of the key elements for 

traineeships to help transition to stable employment. The majority (77%) of respondents of the 

2023 Eurobarometer at least agree that they learnt things that are useful professionally during 

their traineeship. However, almost 1 in 4 respondents disagree, a share that more than doubled 

since 2013 (10%). Similar results were obtained by type of traineeships: OMT (26%), ALMP 

traineeships (25%), MPT (23%) and ECT (21%). The results of the trainee survey conducted 

for the evaluation were more positive, with 85% agreeing that they learnt things that are useful 

professionally during their traineeship. However, 13% of respondents did not believe so. Also, 

15% stated they did not acquire real-life work experience and 16% stated they did not acquire 

skills and competences47. When comparing paid with unpaid traineeships, the supporting 

study48, found no difference in terms of views regarding having learnt professionally useful 

things during the traineeship. However, a study by Eurofound49 found that paid trainees were 

more satisfied with development of skills50 as part of their traineeship than unpaid trainees, but 

slightly less satisfied with the learning support received (i.e. through a mentor)51. The legal 

analysis as regards appointing a supervisor and/or a mentor showed that for OMT 9 Member 

States do not have corresponding legal provisions in place, while this is the case in 3 Member 

States for ALMP, 4 Member States for ECT and 2 Member States as regards MPT.  

2.1.3 Unequal access to traineeships (P3) 

P3.1 Groups in vulnerable situations 

In the context of the evaluation, national authorities, public employment services (PES), youth 

organisations and organisations representing persons with disabilities reported that vulnerable 

young people (in particular from rural areas and in the outermost regions52, a lower socio-

economic and/or migrant background, the Roma community, and with lower educational 

attainment) were less able to benefit from traineeships.  

This is supported by estimates based on the EU-LFS data and the Eurobarometer results53. The 

prevalence of paid traineeships amongst young people from rural areas is lower compared to 

 
47 For example, communication, leadership or teamworking. 
48 Combining data from EU-LFS (2019) and the 2023 Eurobarometer. 
49 Forthcoming Eurofound (2024) report: Becoming adults - life and work for young people in a post-pandemic world. 
50 Satisfaction with development of skills (scale 1 – 10, with 10 indicating highest satisfaction): 6.9 paid vs 6.3 unpaid trainees. 
51 Satisfaction with learning support (i.e. mentor, scale 1 – 10, 10 indicating highest): 6.2 paid vs 6.4 unpaid trainees. 
52 Guadeloupe, French Guiana, Martinique, Mayotte, La Réunion, Saint-Martin, Azores & Madeira, Canary Islands. 
53 The methodology to estimate the number of trainees in the EU suffers from some limitations (see Annex 4). 

Eurobarometer results are influenced by the self-response bias of the replies provided by respondents as well as by the profile 

of the respondents to the survey, which was not based on stratified sampling. 
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those residing in cities (LFS 2019: 21.9% versus 44.8%), while unpaid traineeships are slightly 

more prevalent in cities (2023 Eurobarometer: 30.2% versus 27.4% in rural areas54). The 

chances for a person from another EU country or a third-country, resident in the country of 

traineeship, to do a paid traineeship, are 30% lower compared to those of a person who has the 

nationality of the EU country where the traineeship is taking place. Furthermore, a Eurofound 

study55 found that those identifying themselves as from an ethnic minority, a religious minority 

or with an immigrant background had less traineeship experience (around 39%) than those who 

did not identify themselves as belonging to those groups (around 53% had at least one 

traineeship experience). Based on EU-LFS data, the share of young people with a low degree 

of education undertaking a traineeship is lower than those having a medium or higher 

educational attainment and these figures remain low even after taking into account that many 

educational and mandatory traineeships require tertiary education attainment. The 2023 

Eurobarometer indicated that a large share of respondents disagrees or tends to disagree that 

young people coming from a disadvantaged socio-economic background (40%), with a migrant 

background (39%), or with disabilities (46%) have equal access to traineeship opportunities. 

In almost half of the EU countries56, 50% or more of the respondents believe that persons with 

disabilities have less access to traineeships. A Eurofound study57 found that people with 

disabilities were a lot less likely to be compensated58 and that they did more traineeships (4 on 

average) than those without disabilities (2 on average) before finding a regular job.  

The available information on unequal access of vulnerable groups to traineeships does not 

allow for a breakdown by type of traineeship. However, considering that the objective of 

ALMP traineeships is reintegration and activation of the unemployed and the inactive, 

including those harder to reach, it could be deduced that access for those belonging to 

vulnerable groups to ALMP traineeships should be better compared to the other types of 

traineeships. 

P3.2 Cross-border traineeships 

There are indications that the prevalence of cross-border traineeships has increased (from 

9% in the 2013 Eurobarometer to 21% in 2023), but some people still face difficulties 

accessing them, primarily due to a lack of financial means and the unavailability of relevant 

information. The costs of cross-border traineeships tend to affect people in socio-economically 

vulnerable situations more. Trainees have also cited the lack of information on cross-border 

traineeships as an obstacle in both the evaluation and the 2023 Eurobarometer. No data exists 

on the prevalence of the cross-border dimension per traineeship type.  

P3.3 Remote/hybrid traineeships 

The rise of remote/hybrid traineeships following the COVID-19 pandemic brought new 

traineeship opportunities for some, but posed difficulties for groups in vulnerable 

situations. Remote traineeships may help to overcome distance to the physical workplace and 

lower costs, for example for cross-border trainees or for trainees residing in rural and remote 

 
54 No LFS data available on unpaid traineeships. 
55 Forthcoming Eurofound (2024) report: Becoming adults - life and work for young people in a post-pandemic world. 
56 AT, BE, CY, DK, EE, EL, FI, IE, LU, LV, PT, SE. 
57 Forthcoming Eurofound (2024) report: Becoming adults - life and work for young people in a post-pandemic world. 
58 On whether the traineeship was compensated, 31% of those identifying themselves as a person with disabilities stated yes, 

versus 53% of those not identifying themselves as a person with disabilities. 
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areas. However, such opportunities need to fulfil certain enabling conditions, such as 

appropriate equipment, adequate training and learning opportunities, sufficient connectivity 

and network security, adequate work arrangements (including supervision, guidance, and 

mentoring), and a sufficient level of digital skills. Where enabling conditions imply financial 

costs for trainees (e.g. equipment, network coverage and security and other expenses related to 

working from home), the impact is likely to be greater on groups in vulnerable situations, 

including those from a disadvantaged socio-economic background. For employers (in 

particular some SMEs), limited resources preventing them to cater for a remote/hybrid work 

environment including adequate digital tools may mean that they attract fewer candidates59.  

Looking into the problem by type of traineeship, the legal analysis as regards formal telework 

arrangements indicates that these are lacking in 12 Member States for OMT, in 12 Member 

States for ALMP, 13 Member States for ECT, and 11 Member States for MPT. Hence, the 

problem exists in all types of traineeships.  

2.2 Who is affected by the problems? 

The identified problems have consequences for trainees, traineeship providers and society at 

large (for details see Annex A9.12). Trainees being in a weak position in the labour market are 

at greater risk of precariousness and insecurity. Specifically, consequences for trainees relate 

to more legal uncertainty and vulnerability, increased precariousness of their working 

conditions and reduced opportunities for career development/employability. The lack of 

effective enforcement aggravates the issue as it prevents individuals from enjoying their rights 

under EU and national labour law.  

The consequences for traineeship providers relate to a reduced potential pool to recruit from 

(which can also increase challenges to match trainees’ skills with organisational needs), an 

“uneven playing field” and unfair competition between providers with and without quality 

traineeships and those using and not using trainees to replace entry-level employment (within 

and across countries), and a burdensome process to offer quality traineeship opportunities, in 

particular for SMEs, due to the complexity of the current national rules. Even though the current 

population of trainees is small in comparison to the overall working population, this can prove 

to be damaging for business competitiveness, as companies might find it harder to find the 

talent they need to grow and compete, particularly in innovation-intensive sectors, where the 

contribution of young and diverse talent is particularly important.  

Regarding society at large, the identified problems lead to sub-optimal labour market 

outcomes, including increased unemployment rates. They also result in skills and competences 

not matching labour market needs, thus reduced productivity, and loss of competitiveness and 

finally loss of public revenue. Also, poor quality traineeships will not be able to help address 

the challenges hampering the transition to and achievement of a sustainable Europe by 2050 as 

identified in the 2023 Strategic Foresight report. Individuals engaged either in work disguised 

as traineeships or non-complaint traineeships or in poor quality traineeships are at a higher risk 

of precarious work. This can have a long-term impact in terms of wellbeing, social protection 

and pensions, placing trainees at a greater risk of poverty and social exclusion. 

 
59 Hybrid or remote working arrangements, are increasingly priced by workers and this is a factor that can affects workers 

choice to work in a certain place, see among others McKinsey (2023).  
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2.3 What are the problem drivers? 

2.3.1 External drivers  

The problems outlined above are influenced partially, and sometimes indirectly, by global 

megatrends affecting labour markets, such as globalisation, digitalisation and ongoing societal 

changes (including demographic change). These drivers, while having some impact on the 

problems the EU initiative aims at tackling, are “external” to its scope (see Annex A9.11 for 

details). 

2.3.2 Drivers related to the problematic use of traineeships 

D1.1 Absence, complexity and diversity of regulatory frameworks, and insufficient 

enforcement of applicable law  

The absence, complexity and diversity of regulatory frameworks for traineeships and/or 

trainees observed within and across Member States (see Annex A9.1 for details)60 is  an 

obstacle to detecting and combating the problematic use of traineeships, i.e. work 

relationships disguised as traineeships and non-compliant traineeships (see 2.1.1 for details). 

First, the absence of worker status for trainees has been identified as an enabling condition 

for work disguised as traineeships as it creates legal uncertainty about the applicable rules61. 

The legal analysis showed that in a number of Member States the legal status of trainees 

depends on whether their traineeship fulfils the conditions of an employment relationship. This 

is the case in 13 Member States (CZ, DK, EE, IE, EL, HR, LV, MT, NL, AT, SK, FI, SE) 

where no specific regulation exists for OMT and the working conditions are agreed bilaterally 

between the trainee and the employer/traineeship provider. This lack of regulation may enable 

work relationships disguised as traineeships. National labour law may only contain a vague 

definition of an “employment relationship”, making it difficult to determine whether a 

traineeship fulfils these conditions. The results of the legal analysis show that in several 

Member States, either such cases have been pursued in judicial procedures, or concern has been 

raised by stakeholders regarding the correct labour market classification of trainees in their 

countries.62 

Second, the complexity and diversity of regulatory approaches by Member States, including 

per type of traineeship, result in different legal classifications and corresponding rights of 

trainees across the EU. This raises uncertainty about the relevant rules and poses 

challenges to employers (especially SMEs) who might not always be aware of their 

obligations and the rights of trainees, or lack the administrative capacity to ensure compliance, 

giving rise not only to intended but also to “unintended” work relationships disguised as 

traineeships and non-compliant traineeships. These findings were supported by interviews with 

relevant stakeholders under the supporting study and the evaluation. This complexity and 

 
60 Source: Legal analysis conducted under the supporting study. 
61 Eurofound (2017) Fraudulent contracting of work: Abusing traineeship status (Austria, Finland, Spain and UK).  
62 The results of the legal analysis under the supporting study showed that in DE, cases against employers misusing traineeships 

have been successfully pursued in labour courts and BE has been found by the European Committee of Social Rights in breach 

of the European Social Charter as regards the issue of work relationships disguised as traineeships. In ES courts are often 

solicited in cases related to the misclassification of traineeships, with several important judgments favouring the conversion 

of trainees to employees. In IT, stakeholders have highlighted the increasing use of traineeships to disguise precarious forms 

of employment. 
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diversity may also lead to non-compliance of traineeships with the rights conferred to 

“workers” under EU law. National classifications of trainees may not always be in line with 

the qualification of ‘workers’ under EU law63 which may deprive trainees from some rights 

they are entitled to under EU law. 

It should also be noted that the diversity of national systems among Member States is 

associated with unequal access to traineeships for both trainees and traineeship providers. 

First, unequal access to trainees by traineeship providers situated in different Member States 

can result from differing requirements across countries. The same applies to uptake of 

traineeships. Prevalence rates in EU countries, including the variation in the different 

traineeship types, provide ample evidence of the effect of regulatory diversity. This 

heterogeneity is likely to constitute barriers to cross-border traineeships, which are a potential 

vehicle for a more efficient EU labour market via a better matching of skills and demand. This 

might also act as a drain on business competitiveness64.    

Third, as shown by the evaluation, quality monitoring and enforcement mechanisms are 

missing in many Member States. Furthermore, according to the legal analysis conducted 

under the supporting study, in most Member States there are no systems for inspections or 

guidance for labour inspectorates with specific reference to traineeships, for any of the 

four traineeship types65 (see Annex A9.4). These findings are confirmed by the survey carried 

out under the supporting study as 24% of respondents in public authorities indicated that there 

is no enforcement mechanism to ensure that quality principles are implemented in their 

countries. Among public authorities which stated that such mechanisms exist in their country, 

only 26% of respondents (from BE, BG, CZ, EE, IT, LT, MT, NL, AT, SK) noted that such 

mechanisms are based on inspections, 18% (from BE, DK, IT, LU, NL, SK) indicated they are 

based on complaints received, and 32% stated that they used ‘other’ enforcement mechanisms. 

It should be noted that the complexity and internal diversity of national systems exacerbate the 

challenges for competent authorities to enforce legal rules.   

The evaluation also found a limited capacity of labour inspectorates across the EU. 

According to ILO data66, between 2017 and 2022, the number of inspectors declined in most 

Member States67, notably in DE, ES, FR and PL. Similarly, trade unions interviewed for the 

supporting study highlighted that labour inspectorates often lack resources – in terms of 

personnel and finances – to satisfactorily carry out inspections. This is particularly worrying in 

light of the 2016 Eurofound study68, which explicitly notes that “costs and difficulties in 

detecting fraudulent use” are one of the main enabling factors for the ’fraudulent’ use of 

traineeships. This issue was also highlighted in the decision of the ECSR on the case brought 

 
63 See section 3.1 for more details on the concept of “worker” as developed in CJEU case law.  
64 European Commission (2013), Impact Assessment accompanying the proposal for a Council Recommendation on a Quality 

Framework for traineeships (SWD(2013)495). 
65 Four Member States have systems of inspections or guidance for all traineeships (LT, LU, HU, SK) (see Annex A9.4). 
66 See ILOSTAT data.  
67 In 2017, the average number of employed people per labour inspector was close to 16 000, which is considerably above the 

10 000 target set by the ILO (see (SWD(2018) 68)). However, there is considerable variation in the resources available across 

Member States (from 36 000 in IE to 6 100 in BE) (see Williams and Puts (2017) 2017 Platform Survey Report: organisational 

characteristics of enforcement bodies, measures adopted to tackle undeclared work, and the use of databases and digital tools). 
68 Eurofound (2016) Exploring the fraudulent contracting of work in the European Union. 
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by the EYF against BE, which concluded that the Labour Inspectorate was inefficient in 

detecting and preventing the abusive practice of replacing paid jobs with unpaid traineeships69. 

The evaluation also pointed out a lack of transparency in the vacancy notices, which is a 

driver of poor-quality traineeships as it prevents trainees from making well-informed decisions 

when applying for a traineeship. Namely, it identified that Principle 14, on transparency of 

vacancies is among the principles that are the least70 implemented in legislative frameworks of 

Member States, for both OMT and ALMP traineeships. Furthermore, a vacancy analysis71, 

conducted as part of the evaluation, examined almost 2,000 vacancies72 in the 27 Member 

States and showed that only around 40% for OMT and 50% for ALMP traineeships vacancies 

mentioned allowance or compensation and/or/ did not clarify the learning and training 

objectives; 63% of OMT and 40% of ALMP did not mention the duration and less than 10% 

mentioned information on social protection (see Annex A9.7).  

Available evidence also shows that procedures for registering complaints or reporting 

malpractice are lacking in a number of Member States and types of traineeships. The 

legal analysis of the supporting study (see Annex A9.4) indicates that only in four Member 

States (IE, LT, LU and SK) there are such procedures for all four types of traineeships.  

Finally, the different interpretations of the legal status of trainees also exacerbate the weak 

position of trainees in the labour market. This results from the complexity of the legal rules 

which results in an asymmetric power dynamic between the employer and the trainee; the 

relatively short duration of traineeship; the need to secure a more stable labour market position, 

and a real or perceived dependency or the fear of negative repercussions from taking legal 

action or filing a complaint (see Annex A9.9). Therefore, even when legal remedies against 

breaches of labour law exist in Member States, trainees are unlikely to go to court.  

D1.2 Inadequate and insufficient rules to prevent work relationships disguised as 

traineeships   

Inadequate and insufficient rules, in particular linked to duration, are an obstacle to 

preventing work relationships disguised as traineeships. As discussed in section 2.1.1, 

traineeships lasting longer than 6 months could be an indication of a work relationship 

disguised as a traineeship if they are not justified by the nature and purpose of the specific type 

of traineeship. The latter is notably the case for MPT which warrant a longer learning 

experience. The results of the legal analysis carried out under the supporting study show that a 

variety of legal requirements for the duration of traineeships exist in many Member States 

for all types of traineeships (see Annex A9.3). While the optimal duration might vary by type 

of traineeship, the 2014 QFT Recommendation stipulated that for OMT and ALMP 

traineeships, in principle, the maximum duration should be 6 months. The legal analysis by 

Member States by type of traineeship indicates that a corresponding legal obligation exists for 

some contracts in only seven Member States for OMT73, 14 for ALMP traineeships74 and in 

 
69European Youth Forum (YFJ) v. Belgium (Complaint No. 150/2017). 
70  Member States not having implemented at all the principle. 
71 Sources for vacancy analysis: OMT vacancies: portals for open market traineeships in Member States (e.g. Monster/Jobpilot, 

LinkedIn, Indeed, Jobat, StepStone)”; ALMP vacancies: PES vacancy databases and EURES.  
72 of which 1,272 were on OMT and 700 concerned ALMP traineeships. 
73 BE, BG, CZ, LT, LU, PL, RO. 
74 BE, BG, CZ, EE, EL DK, FR, IT, LT, LU, PT, PL, RO, SK. 
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four for ECT75, while MPT are generally not restricted to six months76. The overall duration of 

traineeships is sometimes also prolonged through repeated, including consecutive, 

traineeships with the same employer. However, the results of the legal analysis show that in 

most Member States there are no legal restrictions on consecutive traineeships for any 

type of traineeship (see Annex A9.3).  

Furthermore, a potential driver of the problematic use of traineeships could be the fact that 

traineeship providers request in vacancy notices previous experience in the field of 

activity77. This requires trainees to take up multiple traineeships in order to qualify as a 

candidate, leading to a cycle of repeated traineeships and pointing to a practice aimed at 

replacing entry-level jobs with work relationships disguised as traineeships. 

2.3.3 Drivers related to the poor quality of traineeships 

D2.1 Inadequate remuneration and lack of access to social protection 

Whether traineeships are remunerated hinges on their classification in national (labour) law 

and the different remuneration policies for the different types of traineeships in the Member 

States. Trainees who are workers under EU law are covered by a number of EU directives that 

may allow for differentiated treatment with other workers. Fixed-term78 and Part-time Work 

Directives provide that those trainees, if considered workers under EU law, shall not be 

treated less favourably in their employment conditions, including remuneration, than 

comparable permanent or full-time workers, unless the difference is justified on objective 

grounds. Such objective grounds can relate to the characteristics of the traineeship, such as 

different tasks, a significant learning component and lower responsibilities or intensity. 

However, if the different treatment is disproportionate to the grounds, it may result in poor 

quality traineeships with precarious working conditions. It is to be noted that the Fixed-term 

work Directive (FTWD) ensures the equal treatment of fixed-term workers and comparable 

permanent workers79. However, it may be difficult to identify a comparable permanent worker 

to a trainee. Where a comparable permanent worker cannot be identified, the protection under 

Clause 4 of the FTWD does not apply80. It may in practice be more effective to apply a 

comparison between a trainee and an entry-level worker of the same category in the same 

establishment, which may include other fixed-term workers. 

 
75 BG, HU, IT, LU. 
76 Only IT and SI require some traineeships to be less than six months and this not for all contracts.   
77 Evidence from the EURES vacancy analysis conducted under the supportive study provides some evidence in this regard, 

despite the limited scope of the analysis performed. For more information, see Annex 4 and Annex 9.7.   
78 The Fixed-Term Work Directive (clause 2) sets out that Member States, after consultation with the social partners and/or 

the social partners may provide that it does not apply to initial vocational training relationships and apprenticeship schemes or 

employment contracts and relationships which have been concluded within the framework of a specific public or publicly-

supported training, integration and vocational retraining programme. 
79 Clause 2 of the Fixed-Term Work Directive stipulates that Member States, after consultation with the social partners and/or 

the social partners may provide that the Directive does not apply to initial vocational training relationships and apprenticeship 

schemes or employment contracts and relationships which have been concluded within the framework of a specific public or 

publicly-supported training, integration and vocational retraining programme.  
80 The Fixed-Term Work Directive (Clause 4) requires that in respect of employment conditions, fixed-term workers (which 

in principle include trainees) shall not be treated in a less favourable manner than comparable permanent workers solely 

because they have a fixed-term contract or relation unless different treatment is justified on objective grounds. However, clause 

4 of the FTWD may be challenging to apply to trainees as clause 3 of the FTWD requires a comparable permanent worker in 

the same establishment to be engaged in the same or similar work/occupation, due regard being given to qualifications/skills. 
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Article 6 of the Directive on adequate minimum wages allows for variations in the statutory 

minimum wage for specific groups of workers, if these respect the principles of non-

discrimination and proportionality, the latter including the pursuit of a legitimate aim. 

However, recital 29 notes that it is important to avoid variations being used widely, as they risk 

having a negative impact on the adequacy of minimum wages. 

The supporting study shows that specific provisions on the remuneration of trainees are 

characterised by considerable complexity across and within Member States and across the 

four types of traineeships (see Annex A9.2). While several Member States guarantee at least 

the minimum wage for trainees for some types of traineeships, others set the minimum level 

of remuneration to a proportion of the minimum wage. Two Member States (ES and SI) 

have in place legal provisions for OMT to ensure proportionate remuneration of trainees, while 

in PL a recommendation on proportionate pay was adopted by the Social Dialogue Committee. 

At the same time, 23 Member States (BE, CZ, DE, DK, EE, EL, IE, ES, HR, IT, CY, LV, LT, 

LU, HU, MT, NL, AT, PL, PT, SK, SE, FI)81  also allow for types of OMT traineeships which 

are unpaid. The lack of financial resources is also a factor preventing trainees from doing 

cross-border traineeship due to the (sometimes even higher) costs involved (see Annex A9.10).  

Regarding access to social protection, the evaluation noted that the regulatory strategies 

regarding traineeships result in uncertain eligibility for social protection of trainees. 

Similarly, the impact assessment for the Recommendation on access to social protection82 

found that in certain EU Member States trainees are not officially included in specific or all 

branches of the social security system and therefore are in a disadvantaged position compared 

to regular (standard) employees. These findings are confirmed by the results of the legal 

analysis conducted under the supporting study (see Annex A9.2). Gaps in access to social 

protection could put trainees at risk in terms of their welfare and health and contribute to their 

economic uncertainty as well as to their risk of poverty. This is even more so the case for 

vulnerable groups. Unpaid trainees do not have access to certain social protection branches, 

due to the lack of employment status and/or for not fulfilling the minimum contribution period. 

The latter makes it particularly difficult for young unemployed people with very little or no 

work experience to gain access to contributory benefits, such as unemployment, sickness, 

maternity, paternity and parental leave benefits. But also paid trainees, who are in most cases 

new entrants to the labour market, may face barriers in accessing social benefits due to their 

short contributory history. The 2023 Eurobarometer shows a large discrepancy in access to 

social protection between paid trainees (73.6% at EU level) and unpaid trainees (25.4% at EU 

level). As for types of traineeships, it can generally be observed that coverage is higher in those 

traineeships where trainees are considered to be in an employment relationship. As a 

consequence, access to social protection is found to be lowest for ECT across all branches, as 

trainees are often attributed a student status rather than employment status.  

D2.2 Insufficient learning content of traineeships 

The evaluation indicated gaps in the legal frameworks to ensure that the tasks of the trainees 

are aligned with their learning and training objectives. In fact, the principle on alignment of 

tasks with learning objectives was among the QFT principles that were the least 

 
81All Member States except BG, SI, RO, and FR where OMT are banned. 
82 European Commission (2018), Impact Assessment accompanying the proposal for a Council Recommendation on the access 

to social protection for workers and the self-employed (SWD(2018) 70 final). 
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implemented in national legal frameworks in Member States (see Annex 9.5 ). Providing 

transparent information about learning objectives could help in this regard. In addition, a 

Eurofound study83 found that trainees with a written agreement tend to be more satisfied with 

the improvement of skills during the traineeship than those without84. In addition, the same 

study found that the written agreement is a strong predictor for being offered a job (49% with 

a written agreement vs 18% without). The Directive on transparent and predictable working 

conditions (TPWC Directive) does not foresee any requirement to inform about learning 

objectives of trainees. Evidence shows that the largest gaps in legal provisions in this area are 

found in the case of OMT. The other three types of traineeships tend to be more regulated (see 

Annex A9.5). No legal provisions were in place to ensure that tasks allow trainees to work 

towards their learning and training objectives in 11 Member States for OMT, 1 Member State 

for ALMP, 5 Member States for ECT and 3 Member States for MPT. The extent to which such 

provisions are translated into effective learning content seems to be, however, somewhat 

limited.  

The evaluation also identified having a supervisor or a mentor as part of the learning 

component of traineeships to be a critical quality element which would have a substantial 

positive impact on labour market integration. Compared to a supervisor, the concept of 

mentorship denotes providing help and advice and actively following up on the trainees’ 

progress in conducting their tasks, without necessarily having a subordinate relationship85.  

However, the results of the 2013 and the 2023 Eurobarometer showed that there was a 16 

percentage points drop in the share of respondents who stated they had access to mentors. The 

more recent results show that 23% of respondents believed they had no or insufficient access 

to guidance. The supporting study showed that while legal provisions on supervision or 

mentorship exist in several countries, gaps remain, in particular for OMT86 (Annex A9.6). 

For OMT 9 Member States do not have corresponding legal provisions in place, while this is 

the case in 3 Member States for ALMP, 4 Member States for ECT and 2 Member States as 

regards MPT.  

D2.3 Gaps in scope 

In the evaluation, various stakeholders highlighted that the relevance of the QFT could be 

enhanced by extending the scope of the QFT (currently covering OMT and ALMP 

traineeships). The supporting study investigated this issue in more depth and found evidence 

that the identified quality issues also exist in ECT and MPT, albeit to different degrees. It also 

needs to be highlighted that the quality issues identified mainly concern working conditions 

(P2.1) rather than learning content (P2.2). Based on the 2023 Eurobarometer, ECT are 

perceived to be of lower quality in terms of (the lack of) remuneration, compared to the other 

types of traineeships. As regards working conditions (compared to regular workers) and (the 

lack of) access to social protection, only OMT are perceived worse. MPT generally tend to be 

perceived as being of better quality compared to ECT, ALMP and OMT (see Annex 10). 

However, though no corroborating figures could be found in the EU-LFS, in the 2023 

Eurobarometer 35% of MPT respondents claimed to be unpaid and 26% disagreed that they 

 
83 Forthcoming Eurofound (2024) report: Becoming adults - life and work for young people in a post-pandemic world. 
84 6.7 (written agreement) vs 6.3 (no written agreement) on a scale from 1- 10, with 10 indicating highest satisfaction. 
85 It should be noted that the 2014 QFT includes a provision on supervision. Principle 5: “Encourage traineeship providers to 

designate a supervisor for trainees guiding the trainee through the assigned tasks, monitoring and assessing his/her progress”. 
86 In nine Member States (AT, DE, EL, IE, IT, LV, MT, PL, SK) such provisions do not exist. 



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 2: Impact assessment traineeships

 

EN 21  EN 

were subject to the same working conditions as (regular) workers. Moreover, traineeships 

exceeding 6 months were found to be most prevalent for MPT and OMT (both 13% in the 2023 

Eurobarometer), and slightly lower for ALMP and ECT (both 11% in the 2023 Eurobarometer).  

With regard to the legislative provisions at the national level, the analysis of the supporting 

study highlights that OMT and ECT legislations tend to allow for unpaid traineeships (85% 

and 100% respectively, in terms of share of Member States), while this is rare in the case of 

ALMP (16%) and MPT (4% for medical professions and 12% in the case of legal professions). 

Gaps in legislation to ensure that tasks are aligned with the learning and training objectives as 

well as on mentorship are more prevalent for OMT (48% and 37% respectively) and ECT (25% 

and 21% respectively) than for ALMP (4% and 12% respectively) and MPT (14% and 9% 

respectively). Finally, all types of traineeships tend to have gaps in legislation on procedures 

to report malpractice: OMT (70%), ECT (55%), MPT (50%) and ALMP (48%). 

In general, OMT are the most problematic in terms of quality issues, while quality issues were 

also found in ECT and MPT to varying degrees. Both types account for a non-insignificant 

share of total number of traineeships87.  

2.3.4 Drivers related to the unequal access  

D3 Barriers of access to traineeships for vulnerable groups, cross-border and 

hybrid/remote traineeships 

In addition to the issues discussed above (see sections 2.3.2 and 2.3.3), additional barriers exist 

to equal access to traineeships opportunities.  

First, the lack of outreach and awareness-raising as regards traineeship opportunities 

prevents vulnerable groups from taking up a traineeship. As shown by the evaluation, 

vulnerable groups often lack personal and professional networks, they are less likely to find 

traineeship opportunities through such networks, and are therefore more dependent on other 

sources of information. As for cross-border traineeships, the trainee survey of the evaluation 

showed that 478 out of 1,293 (37%) mentioned a lack of interest as their main reason for not 

looking for a cross-border traineeship. This might indicate insufficient outreach and awareness-

raising on the benefits of cross-border traineeships. Lacking information on the practical and 

regulatory side (linked to D2.1) of traineeships abroad is another negative driver for their 

access. In the 2023 Eurobarometer, 22% said they were not well informed about traineeships 

abroad (see Annex A9.10).  

Second, the lack of adapted traineeship programmes tailored to the specific individual 

needs, for example adjusted workspaces or addressing specific training needs or accessibility 

requirements for persons with disabilities, is another barrier. In the 2023 Eurobarometer, less 

than half of the respondents believed that persons with disabilities receive adapted offices or a 

reasonable adjustment to carry out tasks. Third, equal access to remote/hybrid traineeships is 

hampered by uneven individual situations in terms of equipment, infrastructure, skills and 

guidance needed. The lack of any of those (in particular those that incur financial costs) may 

impede access for vulnerable groups. In this case, the resources a traineeship provider has at 

its disposal is of crucial importance; SMEs may struggle especially to offer quality 

 
87 In terms of prevalence, the supporting study showed ECT accounted 31.1% and MPT 9.2% of paid traineeships (LFS, 2019 

data). Of unpaid traineeships, ECT are estimated (based on LFS data) to account for 85%. 
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remote/hybrid opportunities88. The 2023 Eurobarometer showed that around half of the 

respondents agree that they received adequate guidance and mentoring to carry out their tasks 

remotely (54%89) and that they were provided with all the necessary equipment to do so 

(50%90). Furthermore, the legal analysis of the supporting study showed that 10 Member States 

(DE, EE, EL, CY, LV, NL, AT, PT, RO, NL) have no formal teleworking arrangements for 

any type of traineeship (see Annex A9.8). Looking at the results by traineeship type formal 

telework arrangements indicate that these are lacking in 12 Member States for OMT, in 12 

Member States for ALMP, 13 Member States for ECT, and 11 Member States for MPT.  

2.3.5 Other factors hampering the use, quality of and access to traineeships  

The evaluation also revealed a number of cross-cutting issues that hamper the use, quality of 

and access to traineeships. These include the weak monitoring frameworks on traineeships, 

the insufficient involvement of social partners and other relevant stakeholders, the lack of 

awareness about the QFT quality principles and lack of practical guidance and the lack of 

sufficient financial and administrative resources, in particular for SMEs (see Annex A9.10).  

2.4 How likely is the problem to persist? 

According to the projections, the total number of traineeships is expected to grow in the future 

by 16% (linear growth scenario) or 17.1% (high growth scenario) (see section 5.2 and Annex 

A7.5). In the absence of EU action, the QFT continues to represent the essential framework for 

ensuring high-quality traineeships in the EU. After the adoption of the 2014 QFT there was a 

gradual improvement in the degree of conformity of national regulatory systems with the QFT 

principles, however, progress has slowed down over the years and there is no indication that 

Member States are planning reforms on quality traineeships. Some of the recent legal and 

policy initiatives at EU level could lead to some improvements in the quality of traineeships in 

the EU by stimulating policies promoting fair/proportionate remuneration, access to social 

protection, and higher transparency. Nevertheless, these initiatives do not address all the 

challenges identified (see section 5.1 and Annex A12.1). 

In terms of the quality and the problematic use of traineeships, an increase in labour demand 

could in principle create competition among traineeship providers, which could mitigate some 

of the challenges identified. However, the competitiveness pressure may continue to incentivise 

traineeship providers to hire trainees as a cheap source of labour and labour demand 

developments may affect occupations differently (section 5.2). According to the projections, 

the number of unpaid traineeships is still expected to increase. Even though the increase is 

expected to be small (5.3% in the linear growth scenario) this will continue to block access to 

traineeships for individuals who cannot rely on other sources of income to cover their living 

expenses, including people in vulnerable groups.  

Therefore, in the future, trainees will continue to face challenges resulting from the problems 

and their drivers described in section 2 regarding the use, quality of and access to traineeships. 

In highly competitive sectors, jobseekers, in particular young people due to their weak position 

in the labour market, could still be inclined to engage in work relationships disguised as 

 
88 Hybrid or remote working arrangements, are increasingly priced by workers and this is a factor that can affects workers 

choice to work in a certain place, see among other McKinsey (2023). 
89 15 Member States showing a higher percentage: BG, ES, FR, MT, BE, HR, NL, SK, PL, HU, SI, CZ, IE, PT, RO. 
90 12 Member States showed a higher percentage (from low to high): MT, BE, HR, NL, SK, PL, HU, SI, CZ, IE, PT, RO. 
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traineeships, non-compliant or poor-quality traineeships (including those without 

remuneration) in order to secure access to the labour market. Furthermore, in several sectors 

where traditionally working conditions were suboptimal, especially those characterised by 

more manual skills and lower literacy, despite persistent labour and skills shortages the quality 

of traineeships cannot be expected to improve, following the trend for the general workforce91. 

Finally, the adaptations related to improving access to traineeships (such as more targeted 

outreach to vulnerable groups, work organisation and tools in view of remote/hybrid 

traineeships, and those to facilitate the cross-border dimension) may not be prioritised in order 

to attract trainees. 

2.5 Stakeholders’ views on the problem definition  

Regarding the first identified problem (Problematic use of traineeships), the EP resolution, 

trade unions, employer associations and youth organisations agree on the importance of 

combatting work relationships disguised as traineeships. Also, according to a survey 

carried out under the supporting study, almost half of the representatives from Member States 

(17 out of 38 valid responses) stated that the replacement of regular employment by 

traineeships is common in their country. Regarding the second identified problem (Poor quality 

of traineeships), the EP resolution, trade unions and youth organisations consider that fair 

remuneration and access to social protection are essential quality features missing from the 

2014 QFT. The EP resolution condemns unpaid traineeships and states, alongside trade unions 

and youth organisations, that they are a form of exploitation of young workers. On the other 

hand, employer associations highlight potential negative consequences of remuneration such 

as additional costs for employers and a reduced number of traineeship offers. Regarding the 

learning aspect of traineeships, the EP resolution, trade unions, employer associations and 

youth organisations agree on the importance of learning objectives in traineeships. 

Regarding the third identified problem (unequal access to traineeships), the EP resolution states 

that young people from vulnerable backgrounds are unfairly excluded from accessing 

employment opportunities. Trade unions, employer associations and youth organisations agree 

that the 2014 QFT is less effective for vulnerable groups and that marginalised youth are 

less able to benefit from traineeships due to financial barriers.  

3 WHY SHOULD THE EU ACT?  

3.1 Legal basis 

According to Article 3 TEU, the Union aims at promoting the wellbeing of its people and 

works in particular for the sustainable development of Europe based on balanced economic 

growth and price stability, a highly competitive social market economy, aiming at full 

employment and social progress. 

Title X of the Treaty on the Functioning of the European Union (TFEU) contains the legal 

bases at the disposal of the Union for pursuing these objectives in the area of “Social Policy”, 

commensurate with the competences conferred upon it by the Treaties (Article 5(2) TEU). The 

use of these competences is governed by the principles of subsidiarity and proportionality 

(Article 5(3) and 5(4) TEU).   

 
91 European Commission (2023). Employment and Social Development in Europe (ESDE) 
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In this title, Article 153(1) TFEU has a wide personal and material scope, providing the legal 

basis for the EU “to support and complement the activities of the Member States” in a number 

of fields both inside and outside the labour market. Article 153(2)(b) TFEU empowers the 

European Parliament and the Council to adopt – in accordance with the ordinary legislative 

procedure – directives setting minimum requirements for gradual implementation, having 

regard to the conditions and technical rules in each of the Member States. 

This legal basis would enable the Union to set minimum standards regarding the working 

conditions of people doing traineeships. However, any EU action under Article 153 TFEU 

is subject to strict legal limitations. Under Article 153(1)(b) TFEU, the EU can only take 

measures on working conditions with regard to trainees, regardless of the type of traineeship, 

if they are “workers” within the meaning of EU law.  

Article 153(5) TFEU excludes an EU measure which would directly require that an 

activity such as a traineeship has to be performed for pay. Article 153(5) has been 

interpreted by the CJEU in such a way that the exclusion on ‘pay’ “must be construed as 

covering measures - such as the equivalence of all or some of the constituent parts of pay 

and/or the level of pay in the Member States, or the setting of a minimum guaranteed wage - 

that amount to direct interference by EU law in the determination of pay within the European 

Union”. “It cannot, however, be extended to any question involving any sort of link with pay; 

otherwise, some of the areas referred to in Article 153(1) TFEU would be deprived of much of 

their substance”92. 

As regards social protection, the EU’s legislative competence is limited by Article 153(4) 

TFEU, which states that the measures under Article 153 TFEU “shall not affect the right of 

Member States to define the fundamental principles of their social security systems and must 

not significantly affect the financial equilibrium thereof”. Moreover, the Council would have 

to act unanimously under Article 153(1)(c) TFEU, in accordance with a special legislative 

procedure (Article 153(2) TFEU).  

Article 166 TFEU requires the Union to implement a vocational training policy which 

supports and supplements the action of the Member States, while fully respecting the 

responsibility of the Member States for the content and organisation of vocational training. 

Article 165 TFEU requires the Union to contribute to the development of quality 

education by encouraging cooperation between Member States and, if necessary, by 

supporting and supplementing their action, while fully respecting the responsibility of the 

Member States for the content of teaching and the organisation of education systems and their 

cultural and linguistic diversity. Both Articles can be considered as legal bases for Union 

action, but for non-legislative measures, since both of them exclude any harmonisation of the 

laws and regulations of the Member States. 

3.2 Subsidiarity: Necessity of EU action 

Member States are confronted with common challenges such as digital, green and 

demographic transitions (including a shrinking working age-population93), which exacerbate 

existing labour shortages, skills gaps and mismatches across the EU Single Market (see also 

 
92 See Case C-268/06, Impact, point 124-125; Case C-307/05, Del Cerro Alonso, point 41. 
93 European Commission (2023), The impact of demographic change in a changing environment (SWD(2023) 21 final). 
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5.1. on the baseline). To support social inclusion, additional efforts will be needed to activate 

the untapped employment potential of inactive groups, in particular, young people, women and 

people with disabilities. An EU initiative in this area is warranted to make better use of the 

potential of traineeships to provide a genuine learning and work experience resulting in 

successful education-to-work or job-to-job transitions, in line with the objective spelled out 

in Section 4.1 and the objectives of the 2023 European Year of Skills. Research has 

confirmed a positive association between traineeships with adequate working conditions94 and 

an adequate learning and training component95 and beneficial future labour market outcomes 

for trainees and employers. Notwithstanding the overall relatively small share of trainees in 

companies, this could also produce beneficial effects for EU business competitiveness, not the 

least because it would help companies tap into an important source of innovation-ready talent.  

Both the 2023 Eurobarometer and the evaluation suggest some improvements in the working 

conditions96 of trainees across the EU since the adoption of the QFT in 2014. Among the most 

implemented QFT principle is the written traineeship agreement, which is included in 17 

Member States’ legislation governing OMTs and 27 Member States’ legislation governing 

ALMP traineeships. In addition, the extensive legal analysis conducted in support of this 

Impact Assessment has pointed out the existence of various good practices in Member States, 

which are specifically targeted at addressing the identified problems in Section 2 (see Annex 9 

for full details). For example, in seven Member States (BG, CY, DE, ES, HU, LT and SI) open 

market trainees are entitled to at least the minimum wage. In two of these Member States (ES 

and SI), while the minimum wage is guaranteed, additional provisions exist for trainees 

providing for proportionate remuneration. 15 Member States have set a maximum duration on 

OMT, with 6 Member States also restricting consecutive OMT. Four Member States have 

specific mechanisms of inspections or guidance for all traineeship types (BG, LT, LU, SK). 

Another four Member States (IE, LT, LU and SK) have procedures for registering complaints 

and reporting malpractice for all four types of traineeships. As part of its Action Plan – Fight 

against social fraud 2023-2024, BE has committed to perform 24 targeted investigations per 

year into suspicious situations related to work relationships disguised as traineeships97. These 

provisions and actions have inspired the design of the measures assessed in this Impact 

Assessment. 

Nevertheless, despite the progress made, and as shown in Section 2, significant challenges in 

the use, quality of and access to traineeships occur in all Member States, albeit to a 

different extent per Member State and per traineeship type, which have similar underlying 

causes. While Member States can continue to take measures to improve the situation at national 

level, also taking into account the 2014 QFT (see baseline scenario in Section 5.1), an EU 

initiative can help to coordinate and focus Member States’ efforts on measures which can 

address the specific problems identified across all types of traineeships.  

 
94 See for example O’Higgins and Penedo Caro (2021). What makes for a ‘good’ internship? in: "Internships, Employability 

and the Search for Decent Work Experience," Books, Edward Elgar Publishing, number 20653. 
95 Stewart (2021) The nature and prevalence of internships, in: ILO (2021) Internships, Employability and the Search for 

Decent Work Experience. 
96 The 2023 Eurobarometer showed that more than half (55%) of young Europeans doing traineeships received financial 

compensation, an increase compared to 40% in a Eurobarometer survey carried out in 2013. In 2023 around 11% of 

respondents stated that their last traineeship lasted more than 6 months, four percentage points lower than in 2013 (15%). 61% 

of respondents stated that they had full (33%) or partial (28%) access to social protection during their traineeship. 
97 Action Plan : Fight against social fraud 2023-2024 (recurrent actions 47-48). 
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While confirming the relevance and added value of the 2014 QFT, the evaluation revealed 

significant potential to further improve its implementation in national legislation. More 

specifically, the evaluation, supported by evidence from the legal analysis (see Annex 9), 

confirm considerable gaps in conformity between national and regional regulatory frameworks 

and the 2014 QFT, with significant variations across Member States and types of traineeships. 

Only seven Member States’ legislation is fully/mostly aligned with the QFT principles for 

OMT, while in seven Member States national legislation is in partial conformity, in five 

Member States legislation is modestly conform and in one Member State not at all. On the 

other hand, 18 Member States’ legislation is fully/mostly aligned for ALMP, while in nine 

Member States there is partial conformity. This shows that though progress has been made, not 

all Member States have been able to integrate the QFT principles in their national legislation 

or frameworks. Yet, all national authorities consulted in the evaluation agreed on the added 

value of the QFT in setting out a common EU framework. Section 2.3.3 (and Annex 10) show 

in detail that quality issues also exist for ECT and MPT, though to a lesser extent than for OMT. 

Based on the views of various stakeholders, including the Conference on the Future of Europe, 

the European Parliament, public authorities, trade unions and youth organisations, the 

evaluation also pointed out important areas for complementing the QFT with essential 

principles to improve the quality and accessibility of traineeships, including in particular 

remuneration and access to social protection. For example, according to the data presented in 

Section 1.2, around half of trainees in the EU do not receive a remuneration. Employers have 

referred to the consideration of the impact of remote forms of working as part of an update of 

the Council Recommendation.  

Another key finding of the evaluation related to the need to strengthen the practical 

application and enforcement of the 2014 QFT’s principles in Member States’ labour markets. 

Diverse regulatory approaches at national level are generally accompanied by weak monitoring 

and enforcement mechanisms, which had already been described in the Impact Assessment 

underpinning the 2014 QFT98. The evaluation also highlighted substantial variations in the 

existence and functioning of monitoring and enforcement mechanisms across Member States 

and found that, in particular for OMT, even where such mechanisms exist, they have a limited 

impact on ensuring the practical application of regulations. The lack of enforcement of rights 

and working conditions under EU and national law, as laid down in principle 6 of the 2014 

QFT, is also compounded by the trainees’ fragile labour market situation. It results in obstacles 

for trainees to effectively access their rights and hampers the effectiveness of EU law and of 

national measures implementing the 2014 QFT. Section 2.1.1 shows relevant evidence of 

unlawful practices whereby trainees in situations of disguised employment or in non-compliant 

traineeships lack effective access to the protection guaranteed by EU law (where they are 

workers under EU law), national legislation and collective agreements.  

3.3 Subsidiarity: Added value of EU action 

The main added value of EU action is to create a consistent framework of principles and 

minimum standards across all Member States to improve the use, quality of and access to 

traineeships to contribute to better labour market outcomes of traineeships. Promoting 

employment and improved living and working conditions are objectives which are clearly 

set in the EU Treaties. This initiative can also be seen as part of the EU's commitment to 

 
98 SWD(2013) 495 final. 
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implement the European Pillar of Social Rights and to improving working conditions and 

living standards, especially of younger people, while taking into account the needs and 

constraints of enterprises, particularly SMEs.  

EU action would therefore bring particular added value in the 12 Member States with a high 

prevalence of trainees (see Section 6.5 for more details) and in Member States with a limited 

or fragmented regulatory framework for traineeships. It would also aim to support those 

Member States with weak enforcement mechanisms. For the Member States that already have 

effective measures to tackle the identified problems in Section 2 of this Impact Assessment, 

the direct impact of the EU initiative might be smaller, but they would benefit from the coherent 

and better coordinated approach across the EU (see Annex 9 for a detailed overview per 

Member State and type). Companies in these Member States could also benefit from a more 

diverse pool of trainees (and future workers) with an innovation-ready mindset.   

The initiative would support Member States’ upward regulatory convergence and better 

enforcement of existing labour rights, contributing to a level- playing field for trainees and 

traineeship providers in the EU. Such a level playing field is increasingly relevant to both social 

inclusion and business competitiveness, given existing skills mismatches in the EU and the 

significant increase of cross-border traineeships within the EU (see section 2.1.4). The 

evaluation illustrated the importance for trainees of reduced regulatory fragmentation, common 

quality requirements and transparent information about applicable rules to further facilitate 

their cross-border mobility in the Single Market. 

From the perspective of employers, and provided that EU action avoids imposing undue 

burdens on businesses, especially SMEs, EU action can yield substantial advantages by 

ensuring a level playing field across various economic operators investing in and 

benefitting from traineeships, by preventing employers/ traineeship providers from lowering 

costs through the problematic use of traineeships,  as well as helping mitigate issues related to 

skills mismatch, one of the drivers of labour shortages99. Indeed, notwithstanding the relatively 

small prevalence of trainees compared to the overall working population, business 

competitiveness does require companies to have easier access to young talent, in order to foster 

growth and innovation. 

Given the diversity of national systems and rules on work-based learning and the diversity in 

types of traineeships described in Section 1 and Annexes 7 and 9, the form and content of EU 

action would need to strictly respect the principles of subsidiarity and proportionality by 

allowing Member States to adapt the measures taken to the specificities of their national 

systems, in particular when it comes to regulatory enforcement and the independence of labour 

inspectorates, (vocational) education and training and (access to) regulated professions. 

Moreover, possible unintended consequences of EU action need to be carefully considered, 

including as regards the supply of quality traineeships and potential shifts from paid to unpaid 

traineeships. Therefore, particular attention is consistently paid in Sections 5, 6 and 7 to the 

necessity, added value and proportionality of legislative options to address the identified 

problems at EU level, compared to the baseline and non-legislative options.  

 
99 European Commission (2023). Employment and Social Development in Europe (ESDE) 2023 – Addressing labour shortages 

and skills gaps in the EU. EURES (2023). Report on labour shortages and surpluses 2022. 
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4 OBJECTIVES: WHAT IS TO BE ACHIEVED? 

4.1 General objectives 

The general objective of this initiative is to improve the use, quality of and access to 

traineeships across the EU, so that they provide a genuine learning and work experience 

which will result in successful education-to-work or job-to-job transitions.  

4.2 Specific objectives 

The specific objectives through which the general objective will be addressed are to:  

1. Facilitate and strengthen the enforcement of applicable legislation and support trainees 

in accessing their labour rights;  

2. Prevent the problematic use of traineeships;  

3. Support fair working conditions for traineeships, including remuneration and access to 

social protection; 

4. Improve the learning component of traineeships;  

5. Foster inclusiveness and improve access to traineeship opportunities. 

 

5 WHAT ARE THE AVAILABLE POLICY OPTIONS? 

This section presents policy options to achieve the specific objectives (SO). The policy options 

are structured under 4 different areas in order to establish a clear link between the identified 

problems and policy options and to simplify the assessment and comparison of options. The 

chosen structure derives from the different personal and material scopes of the initiative as well 

as the legal constraints that limit the possibility for EU action.  

• Policy Options under Area A aims to achieve SO1 and SO2 and to address the problem 

of problematic use of traineeships (P1). They are also expected to indirectly contribute 

all other specific objectives.  

• Policy Options under Area B correspond to SO3 and SO4 and to the problem of poor 

quality traineeships (P2). They are also expected to indirectly contribute to SO5. 

• The Policy Option under Area C corresponds to SO5 and aims to address the problem 

of unequal access to traineeships (P3).  

• The Policy Option Under Area D aims to achieve SO3, SO4 and SO5 and to address 

the problems of poor quality traineeships (P2) and unequal access to traineeships (P3).  

For each area, alternative policy options were identified100 to achieve the specific objectives 

which are assessed individually against the baseline scenario (see section 6) and then compared 

to identify one preferred option per area (see section 7). These four preferred options were 

combined to form the preferred option for the overall initiative for which the combined impacts 

are assessed in section 8. Therefore, no other combinations of options were assessed. This was 

considered to be the most appropriate approach given that the three problems are independent 

of each other and thus the policy options to address them are mutually exclusive (even though 

the policy options under one area could indirectly contribute to achieving the specific 

objectives corresponding to other areas). The intervention logic is presented in Figure 1Error! 

Reference source not found.. The scope of each measure is described in sections 5.3-5.6. 

 
100 For Areas C and D only one policy option was considered.  



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 2: Impact assessment traineeships

 

EN 29  EN 

 Figure 1 Intervention Logic
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5.1 Personal and material scope within the limits of EU action  

The scope of all the options is all (paid and unpaid) trainees in the EU. Also, all options 

(non-legislative and legislative) cover all types of traineeships in all economic sectors, i.e. 

open market traineeships (OMT), those that are part of active labour market policy (ALMP), 

those that are part of formal education and training (ECT) and those mandatory to access a 

certain profession (MPT). The scope of the existing framework (2014 QFT) is thus extended. 

Regarding the types of traineeships and sectors, one single regulatory approach is adopted in 

all options. While the different types of traineeships may have different objectives and 

characteristics, specific to the relevant circumstances in the Member States, the main quality 

principles are valid for all of them (see section 2.1). Overall, similar problems have been 

identified in all types of traineeships (OMT, ALMP, ECT and MPT), although to varying 

degree in the different Member States (see Annex 10) and across economic sectors (see Annex 

A7.4). To take all this into account, while promoting a consistent approach regarding the 

overarching quality principles, a single regulatory approach across all types of traineeships 

constitutes the rule, but policy options have in-built flexibility, where relevant, which allows 

for a differentiated approach depending on the specificities of the various types of traineeships, 

taking into consideration their objectives and characteristics, as well as specific national 

conditions. For example, as discussed in section 2.3.2 while an excessive long duration could 

be an indication of a work relationship disguised as a traineeship, this is not the case for MPT 

which warrant a longer learning experience. Therefore, the proposed policy options on duration 

(see section 5.3.2) allow Member States to define exceptions for cases where a longer duration 

is justified by objective grounds, taking into account national practices. More generally, this 

consistent approach with built-in flexibility was considered more suitable than proposing 

different regulatory provisions for different types of traineeships. The latter approach would 

make the initiative more complex and difficult to implement considering the diversity of 

national regulatory traineeship systems (see Annex A9.1).   

Regarding paid and unpaid trainees, different regulatory approaches are necessary. This is due 

to the fact that the EU competence in the area of working conditions, including for trainees, 

is subject to strict legal limitations (see section 3.1). EU action could set minimum 

standards regarding the working conditions of people doing traineeships. However, under 

Article 153(1)(b) TFEU, the EU can only take legally binding measures by means of a Directive 

for trainees considered as “workers” within the meaning of EU law. Article 153(5) TFEU 

excludes an EU measure that would directly require that an activity such as a traineeship has 

to be performed for remuneration.  

Therefore, legislative options are limited to trainees considered as workers under EU 

law101. The aim of the initiative is to make proportionate use of the available measures within 

the legal constraints. The EU acquis already provides for many rights for workers. As long as 

trainees fulfil the legal definition of “worker”, these rights should be afforded to this group of 

trainees. Therefore, the legislative option for only part of the trainees is considered as an 

appropriate and, in fact, the only legally feasible approach to ensure that all trainees considered 

as a worker under EU law have the same access and protection under the EU law. As a result, 

 
101 See section 2 for more details on the concept of “worker” as developed in CJEU case law. 
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the option of proposing legally binding measures for trainees not considered as workers under 

EU law has to be disregarded upfront (see section 5.8 on discarded options).  

In the sections below, for each proposed option/measure it is clarified whether it applies to all 

trainees, or those who are considered workers under EU law (“worker trainees”), or those who 

are not considered workers under EU law (“non-worker trainees”). Since most issues, except 

for remuneration, affect both paid and unpaid trainees in similar ways, the options include 

mostly the same measures for paid and unpaid traineeships, although be it in different legal 

instruments, to respect the legal basis. These different instruments have the potential to 

reinforce each other through on the one hand targeted binding measures applicable to worker 

trainees, complemented by a wider range of non-binding measures applicable to all trainees.  

Full implementation of non-binding measures (in a non-legislative option) may be difficult to 

ensure (the evaluation assessed the overall implementation of the 2014 Recommendation as 

moderate). However, if flanked by a binding instrument, renewed political commitment and 

ownership, and together with accompanying measures, the implementation of (reinforced) non-

binding measures could be strengthened.  

Concerning possible trade-offs, it can be expected that the enforcement measures help to 

prevent the problematic use by sending a signal to traineeship providers, thus creating synergies 

between SO1 regarding enforcement and SO2 regarding prevention. Also, more costs for 

employers might reduce the aggregate number of traineeships offered, and therefore result in 

fewer opportunities to access traineeships. This could indicate a possible trade-off between 

SO3 regarding remuneration and social protection and SO5 regarding access. Some of these 

trade-offs could lead to potential unintended consequences, which are recognised but can 

reasonably be expected to be of limited impact, and are discussed in more detail in section 6.9.  

While these interrelations exist, the main contribution to any specific objective comes from a 

measure/set of measures targeting this specific objective. This is why the options are presented 

per problem/specific objective. This approach also aims to reduce the complexity of the 

intervention logic. 

5.2 What is the baseline from which options are assessed? 

This section depicts the ‘no-policy change’ scenario against which the proposed policy options 

are compared (see Annex A12.1 for more details). Two scenarios are considered: a linear 

growth scenario and a high growth scenario). 

Assuming that between 2021 and 2030 the number of traineeships in the EU will follow the 

same linear growth rate as during the 2014-2019102 period (linear growth scenario), by 2030 

the total number of trainees is expected to increase by 16.3% (increase by 36% and 5.3% 

for paid and unpaid traineeships respectively). An increase is expected for ALMP traineeships, 

ECT and MPT, while OMT are expected to decrease driven by a decline in paid OMT (see 

Annex A7.5 for more details and Annex A4.2 for methodology)  

Moreover, evidence shows that there are trainees who are wrongly classified as non-workers 

(see section  2.1.1), which  would  continue to be deprived from the full set of their labour 

 
102 The time-period 2014-2019 was selected for 2 reasons. It allows 1) to obtain estimates that are not influenced by the shock 

caused by the COVID-19 crisis and 2) to capture the trends in traineeship prevalence that occurred since the introduction of 

the 2014 Council Recommendation on a Quality Framework for Traineeships. 
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rights. In the absence of EU action, the identified problems and their drivers (see section 

2) are expected to persist. Work relationships disguised as traineeships found in several 

countries would continue to create unfair market competition. Job-seekers, in particular young 

people due to their weak position in the labour market, could still be inclined to engage in work 

relationships disguised as traineeships, non-compliant or poor quality traineeships (including 

those without remuneration) in order to secure access to the labour market. This might happen 

especially in highly competitive sectors (e.g. science and technology, engineering, ICT). Such 

practices constitute an obstacle to the successful transition of young people to the labour market 

with a long-lasting impact on their future career trajectory and exert a downward pressure on 

wages and opportunities of entry-level workers in the coming years, also negatively affecting 

skills mismatches and, notwithstanding the relatively small prevalence of trainees compared to 

the overall working population, business competitiveness103.  

At the same time, the EU is facing labour shortages with several drivers, including the 

shrinking of the EU working age population104, skills mismatches driven by the twin green 

and digital transition, gender segregation in certain sectors, contributing to them105. This, in 

turn, could increase competition among traineeship providers (a “race for talent”) leading to 

the reduction of work relationships disguised as traineeships or non-compliant traineeships 

and/or the increase in the provision of good quality traineeships by traineeship providers 

(including pay or working conditions).  

The above could explain certain improvements between 2013 and 2023 in the Eurobarometer 

findings such as an increase in the number of respondents who were paid or offered financial 

compensation for their last traineeship. Indeed, firms with higher labour shortages tend to pay 

higher wages to keep incumbent and attract new workers.106 Extending this finding to 

traineeships, however, should not be done automatically: where shortages increase the pressure 

on workers’ work-life balance, employers could hire trainees to perform administrative and 

repetitive tasks and reduce the work-burden on the rest of the workforce, which could lead to 

an increase in the number of poor quality traineeships.  

It is important to consider that the emergence of labour shortages is concentrated in certain 

sectors (healthcare, STEM / ICT, construction, and certain service occupations) and that in 

certain occupations, especially those characterised by more manual skills and lower literacy, 

poor working conditions do not seem to be offset by the “race for talent”107. For example, 28 

surplus occupations were identified in 24 EU countries in 2022. These include both clerical 

occupations and professional occupations requiring third-level qualifications (especially in 

 
103 According to the 2023 Strategic Foresight Report, poor quality jobs, in terms of  poor working conditions are one of the 

drivers of skills mismatches. 
104 The share of people in the 15-29-year-old age range decreased from 18.1% in 2011, to 16.3% in 2021. This trend is expected 

to continue and become even more pronounced in rural regions. European Commission (2023), The impact of demographic 

change – in a changing environment  (SWD(2023) 21 final). 
105 European Commission (2023). Employment and Social Development in Europe (ESDE) 2023. 
106 The results are based on firm-level data spanning 27 EU countries found. The wage growth premium was more pronounced 

among fast-growing or labour-intensive firms. Groiss, Martin & Sondermann, David (2023). Help wanted: the drivers and 

implications of labour shortages, Working Paper Series 2863, European Central Bank. 
107 European Commission (2023). Employment and Social Development in Europe (ESDE) 2023. 
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humanities or creative arts)108. These are sectors of the economy in which cases of problematic 

use of traineeships have been reported to be particularly common109. 

In a foresight perspective110 it is clear that these structural drivers will continue to play a 

significant role, and to the extent that they can drive a skills-based competition among 

traineeship providers, they should not be underestimated. However, based on past labour 

market dynamics, it seems too optimistic to conclude that an increase in the quality of 

traineeships will materialise quickly enough and evenly across sectors and Member States, in 

the absence of improvements to the current QFT. In any case, given the transformation of the 

labour market due to the twin transitions and the emergence of new skills needs111, there will 

be an increasing need for high quality traineeships to address labour and skills shortages and 

maintain the EU’s competitiveness.  

To reflect the above trends, a high growth scenario,112 different from the linear growth 

scenario outlined above, is also considered which assumes an increase in OMT, resulting in an 

increase in the overall number of traineeships by 17.1% (see Annex A4.2 for more details on 

the methodology and Annex A7.5 on a discussion of expected trends). 

In the absence of EU action, the 2014 QFT will continue to be the EU framework the 

quality of traineeships. As Member States do not have a legal obligation to apply or enforce 

its principles, the gradual improvement in the degree of conformity of national regulatory 

systems with the principles of the 2014 QFT seen in recent years113 can be expected to continue 

at a slow pace. Further gradual improvements do not concern ECT and MPT, nor issues which 

are not covered by QFT principles (e.g. access to remuneration and social protection, 

inclusiveness and accessibility). Furthermore, the 2014 QFT does not address several aspects 

such as the potential abuse of consecutive traineeships. While the EU acquis sets minimum 

rights for workers, including trainees considered as workers under EU law114 (see Annex A12.1 

for overview), these initiatives are not sufficient to address all the challenges identified in 

section 2.1.  

The persistence (or even acceleration) of the ‘job-hopping’ phenomenon115 can further 

disincentivise traineeship providers from offering quality traineeships, as they could 

consistently face the negative human capital externality of losing out on the investment made 

on trainees. The increase in remote forms of work triggered by the pandemic could improve 

access to traineeship, including for cross-border trainees or those residing in remote areas. 

Nonetheless, certain individuals, such as persons from a disadvantaged socio-economic 

background or persons with disabilities, may not benefit from the increase in remote forms of 

work, if not properly adapted to their needs. Due to the persistent intergenerational transmission 

 
108 EURES (2022). Report on labour shortages and surpluses. 
109 In Spain cases of fraudulent traineeships were evident in the media sector, in the UK fraud was especially prevalence in 

politics, fashion, creative industries and journalism (Eurofound, 2017). 
110 Joint Research Centre (2023). Towards a fair and sustainable Europe 2050: Social and economic choices in sustainability 

transitions. 
111 The 2023 Strategic Foresight Report: Sustainability and people's wellbeing at the heart of Europe's Strategic Autonomy 

and 2022 Strategic Foresight Report Twinning the green and digital transitions in the new geopolitical context. 
112 Yearly growth rate of 2.3% for  paid OMT and a 0.4%  for unpaid OMT, which implies an increase in the number of paid 

OMT (22%) and a small increase for unpaid OMT (3.4%), Everything else kept constant. 
113 According to the results of the evaluation, between 2016 and 2021, the number of Member States fully or mostly aligned 

with the QFT increased from four to seven and from 15 to 18 for OMT and ALMP traineeships, respectively.  
114 For instance, Minimum wage Directive, TPWC directive, pay transparency directive, working time directive etc. 
115 Pattern of moving from one job to the next in a brief amount of time. 
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of educational disadvantage, the most vulnerable groups will not benefit from the opportunities 

offered by the transitions under the baseline scenario. 

5.3 Policy options for addressing the problematic uses of traineeships (Area A) 

This section presents the policy options corresponding primarily to Specific Objective 1 and 

Specific Objective 2 while also indirectly contributing to the 3 other specific objectives (see 

section 4.2).  

5.3.1 Options to facilitate and strengthen enforcement of the rights of trainees and support 

trainees (Area A1)  

All options concern measures to ensure that the rights of all trainees, irrespective of their legal 

status (workers and non-workers) under applicable EU and national law, are respected. For 

trainees who are considered as workers under EU law, the options also include binding rules 

on effective controls and inspections to detect work relationships disguised as traineeships 

and non-compliant traineeships and take enforcement measures to ensure full access of 

individuals who are workers under EU law (persons in disguised employment and genuine 

trainees) to the labour rights enshrined in EU law (see section 2.1.1).  

[Fully non-legislative] Option A1.1 provides recommendations to Member States to put in 

place effective monitoring and enforcement to ensure that the rights and working conditions 

of all trainees under applicable EU and national law are respected. The applicable EU law for 

trainees who are considered workers is the whole EU labour acquis, while for trainees 

considered as non-workers this includes rights stemming from EU occupational health and 

safety legislation and where applicable, national law (see Annex A12.1). It also entails 

recommendations to Member States to promote access to workers’ representations and other 

legal entities to defend their rights as well as to ensure channels for trainees to report 

malpractice and poor conditions. These measures would support trainees in enforcing their 

labour rights (existing rights and any possible new material rights conferred by the EU 

initiative). Finally, this option foresees reinforcing Principle 14 of the 2014 QFT on 

transparency of vacancies (baseline) by adding the level of remuneration, working conditions, 

the coverage of social protection, the expected tasks and learning and training component. This 

option would apply to all trainees (workers and non-workers) as well as to all types of 

traineeships (OMT, ALMP, ECT and MPT) as the need for improvements was identified for 

all. 

Option A1.2 would include the non-legislative option A1.1 combined with a top-up 

legislative measure targeted only to trainees considered as workers across all types of 

traineeships. It would require Member States to provide for effective controls and 

inspections by competent authorities to detect and take enforcement action against work 

relationships disguised as traineeships and non-compliant traineeships. The measure would 

entail ensuring adequate human, technical and financial resources and developing the 

capability (in particular through training and guidance) of competent authorities; imposing 

effective, proportionate and dissuasive penalties, and putting an obligation to employers to 

provide (upon request) relevant information to the competent authorities. To determine whether 

a traineeship constitutes a work relationship disguised as a traineeship, competent authorities 

would need to make an overall assessment of all relevant factual elements. This option would 

require Member States to define a set of elements at national level (in accordance with 
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national practices) which may point at the risk of work relationships being disguised as 

traineeships. In addition, this option would oblige employers to improve transparency of 

vacancies by providing in the notices information on the working conditions of the trainees 

who are considered workers across all types of traineeships, including expected tasks, learning 

content, working conditions, and remuneration and social protection. This would empower 

trainees to take informed decisions and could contribute to address work relationships 

disguised as traineeships. It would also make the following measures legally binding: ensuring 

that workers’ representatives, or other actors with a legitimate interest, may engage in 

procedures to enforce the rights of trainees; as well as ensuring channels for trainees to 

report malpractice and poor conditions for trainees who are considered as workers across 

all types of traineeships.  

Option A1.3 would include the non-legislative Option A1.1 and the same legislative 

measures as in Option A1.2 targeted to trainees who are considered as workers across all 

types of traineeships. However, differently from Option A1.2, the elements to detect work 

relationships disguised as traineeships would be defined at EU level. They would rely on 

existing case law116 and regulatory approaches in the Member States. These elements would 

be formulated broad enough in view to respect existing legislation in Member States and 

allowing Member States’ competent authorities to consider the specificities of certain types of 

traineeships when evaluating the parameter, for instance in the case of MPT which might 

warrant a longer duration than other types of traineeships. This approach would contribute to 

developing a common understanding at EU level of the main features of work relationships 

disguised as traineeships, specifically building on the following indicative elements:  

• the absence of a significant learning or training component in the traineeship.  

• excessive duration of the traineeship or multiple and/or consecutive traineeships with 

the same employer by the same individual. The excessive duration for the purpose of 

controls by national authorities is to be set at Member States level to take into account 

national circumstances;  

• the fact that the employer requires candidates for traineeships to have previous work 

experience in the field of activity;  

• a high ratio of traineeships compared with regular employment relationships at the 

same employer; 

• equivalent levels of tasks, responsibilities and intensity of work for trainees and 

regular employees at the same employer; 

• the fact that the trainee had completed two or more traineeships or held regular job 

positions in the field of activity, prior to taking up the traineeship. 

The presence of one or more of these elements would not automatically lead to determining 

the existence of a work relationship disguised as a traineeship, as the overall assessment 

itself and the subsequent decision remain entirely in the competence of Member States’ 

authorities. Likewise, the absence of those indications should therefore not automatically 

preclude a situation from being a work relationship disguised as a traineeship by competent 

national authorities.   

 
116

See e.g. European Youth Forum (YFJ) v. Belgium (Complaint No. 150/2017). 
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In addition, this option would make the following measures legally binding: ensuring that 

workers’ representatives, or other actors with a legitimate interest, may engage in 

procedures to enforce the rights of trainees; as well as ensuring channels for trainees to 

report malpractice and poor conditions for trainees who are considered as workers across 

all types of traineeships.  

Stakeholders’ views: The EP resolution stresses the importance of reporting malpractice and 

poor working conditions through established channels and highlighted cooperation with the 

national labour inspectorates and other relevant authorities. During the two-phase social 

partners’ consultation, trade unions called for binding EU-level action to combat work 

relationships disguised as traineeships and underlined the need for a dedicated complaint 

channels and for the possibility to report malpractice and poor working conditions through 

established channels. Trade unions also stressed the importance of strengthening labour 

inspectorates. Employer associations argued that work relationships disguised as traineeships 

are best addressed at national level while most agree that having an indicative common 

understanding at EU-level would be useful to ensure that all relevant actors (e.g. employers, 

trainees and regulatory authorities) have an objective set of criteria to assess the conducts of 

traineeships. Employer associations also highlighted that national authorities should carry out 

dedicated checks and inspections without increasing reporting obligations for employers. 

Stakeholders interviewed under the supporting study agreed that strengthening reporting 

channels could have benefits, including enforcing trainees’ existing rights, increasing trainees’ 

awareness of their rights and providing avenues for legal redress. 

5.3.2 Options to prevent the problematic use of traineeships (Area A2)  

The options in this section concern rules regarding duration of traineeships and previous 

experience, which were identified as important drivers of the problematic use of traineeships. 

On duration, alternative measures were considered which were discarded (see section 5.8). 

While recognising that the optimal duration might vary by type of traineeship (see section 

2.3.2), the problem analysis shows that a duration longer than 6 months could be an indication 

of a work relationship disguised as a traineeship, if not justified by the nature and purpose of 

the specific type of traineeship. In order to respect subsidiarity considerations while promoting 

a consistent approach at EU level, both options set out below allow Member States to define 

what would justify a longer duration, while proposing the same maximum duration across all 

types of traineeships. 

[Fully non-legislative] Option A2.1 would provide recommendations to Member States to 

establish and/or reinforce national regulation on traineeship as regards duration and 

requirements on candidate trainees’ previous experience. Rules on these two aspects would 

help prevent the problematic use of traineeships. On duration, Principle 10 of the 2014 QFT117 

(baseline) would be strengthened by recommending that the duration of repeated, including 

consecutive118, traineeships with the same employer is limited, in principle, to 6 months. 

Though the recommendations on duration would apply to all types of traineeships,  and – given 

the instrument – be legally non-binding  by definition, the recommendations would provide 

 
117 Ensure a reasonable duration of traineeships that, in principle, does not exceed six months, except in cases where a longer 

duration is justified, taking into account national practices. 
118 For clarity, consecutive traineeships are referred to, in addition to repeated traineeships, as repeated might carry the 

connotation of a repetition of traineeships that are identical in content, while the limit in duration would also apply to a cycle 

of traineeships that may be (slightly) different in content. 
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additional flexibility to Member States by catering for exceptions for cases where a longer 

duration is justified by objective grounds and taking into account national practices. As there 

are trajectories whereby acquisition of skills and knowledge benefit from a longer duration 

across different types of traineeships,119 in its guidance to Member States, the non-legislative 

option would provide examples of exceptions to the duration recommendations, notably as 

regards MPT and certain ECT, whilst leaving room to Member States to provide further 

exemptions, if objective grounds exist. Recommendations preventing employers to require 

previous work experience from candidate trainees would be added as a new principle. This 

option would apply to all trainees (workers and non-workers) as well as to all types of 

traineeships (OMT, ALMP, ECT and MPT).  

Option A2.2 would include a combination of the non-legislative Option A2.1 with a legislative 

measure which would define at EU level that the maximum total duration of traineeships, 

including the sum of repeated/consecutive traineeships with the same employer, should not 

exceed 6 months, unless a longer duration is justified by objective grounds. Principle 10 

of the 2014 QFT already recommends a maximum duration of 6 months to limit distortions to 

the labour market, particularly in terms of the risk of substituting regular jobs with traineeships 

and it would be strengthened by Option A2.1. Option A2.2 makes this strengthened Principle 

10 legally binding for trainees who are considered as workers across all types of 

traineeships as using traineeships to replace regular jobs remains a concern. Given that the 

evaluation pointed to divergent views of stakeholders on the exact length and in order to take 

into account diverse national situations, this option provides for an in-built flexibility allowing 

Member States to envisage exceptions justified on objective grounds. Decisions would be 

left to Member States, while non-exhaustive and non-binding guidance/examples of potential 

exceptions would be provided (e.g. specific types of mandatory traineeships which warrant a 

longer duration, such as those related to formal education curricula (ECT) or access to certain 

(regulated) professions (MPT)120 and/or some other traineeships e.g., under the Erasmus+ 

programme).  

Stakeholders' views: The EP resolution calls for 1) a minimum duration of 1 month for OMT, 

ALMP and MPT and 6 months for ECT, 2) ensuring that (long) duration does not result in 

replacing regular jobs and 3) traineeship providers to not require previous working experience 

for traineeships. During the two-phase social partners’ consultation, trade unions underlined 

the need for a maximum duration of 6 months and in exceptional circumstances one year. 

Employers also agree that candidates for traineeships should in principle not be required to 

have previous work experience in the field of activity. Employer associations support the 

reasonable maximum duration of traineeships as set out in the 2014 QFT, but do not support a 

legally binding limit. SMEunited also states that enterprises having to provide justification for 

longer traineeships would generate additional burden for SMEs. In the survey conducted under 

the supporting study, a majority of national stakeholders at least somewhat agrees that a limit 

on the maximum duration of traineeships can help reduce the risk of work relationships being 

 
119 For example, traineeships that are mandatory to access a certain profession (MPT) typically have a longer duration, to allow 

the trainee to acquire the minimum specialised knowledge, skills and competences needed for a certain profession (e.g. doctors 

or lawyers).  There are also examples of ALMP traineeships for persons from a vulnerable situation facing multiple barriers 

to integration that have a longer duration (such as in IT, where the maximum duration of traineeship schemes is extended for 

trainees with disabilities). Finally, some ECT traineeships may have a longer duration up (e.g. such as those in the Erasmus+ 

programme, which can be up to 12 months). 
120 The supporting study found that, in general, there are justified grounds for MPT to have a duration exceeding six months. 

This is needed to acquire specific and specialised knowledge, competences, skills and work experience required to being able 

to practice certain professions (such as doctor, lawyer, and architect). 
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disguised as traineeships121. During the evaluation, employer organisations, national 

authorities, and some national PES argue that a limited duration can prevent work relationships 

being disguised as traineeships. Youth organisations, trade unions, and other national PES 

argue that a longer duration might in certain cases allow employers to see trainees as an 

investment in their future workforce or a way to transmit specialised skills. 

5.4 Policy options for addressing poor quality traineeships (Area B) 

This section presents the policy options corresponding primarily to Specific Objective 3 and 

Specific Objective 4; it also indirectly contributes to achieving Specific Objective 5 (see 

section 4.2). Options to improve access to remuneration and social protection (Area B1). 

5.4.1 Options to improve the working conditions of trainees (Area B1)  

[Fully non-legislative option] B1.1 would consist of recommendations to Member States to 

ensure fair/proportionate remuneration and provide guidelines to Member States on 

determining fairness/proportionality, such as the respective weight of learning and work 

components, the trainee’s tasks and responsibilities and the value and the intensity of the 

trainee’s work. Member States would be recommended to compare these elements to those of 

other entry-level workers in the same establishment, in accordance with national law, collective 

agreements or practice. This option would also entail recommendations to ensure that trainees 

have access to social protection. These recommendations would thus complement the 2019 

Council Recommendation on access to social protection for workers and self-employed, which 

is not applicable to trainees who are not considered workers. It would be up to Member States 

to decide whether and how to implement these recommendations, in respect of subsidiarity and 

proportionality. The option would apply to all trainees (workers and non-workers) as well 

as to all types of traineeships (OMT, ALMP, ECT and MPT). 

Option B1.2 would include a combination of the non-legislative option B1.1 and a legislative 

measure facilitating the application of the principle of non-discrimination to trainees 

considered as workers under EU law, across all types of traineeships. The legislative measure 

would require Member States to ensure that trainees are not treated less favourably as regards 

their working conditions, including remuneration, than comparable entry-level employees in 

the same establishment. However,   objective grounds, such as different tasks and lower 

responsibilities may justify different treatment. This provision would apply in addition to the 

principle of non-discrimination laid down in the Fixed-Term Work Directive, which provides 

for equal treatment of fixed-term workers with comparable permanent workers in the same 

establishment unless different treatment is justified on objective grounds. The additional 

provision would be necessary first, as the Fixed-Term Work Directive allows Member States 

to exclude certain trainees from its scope (see footnote 79) and, second, to ensure that in 

addition to comparable permanent workers, comparable entry-level fixed-term workers can 

also serve as comparators to trainees. 

Option B1.3 would include the non-legislative option B1.1 but would make the non-binding 

measure on fair/proportionate remuneration of Option B1.1 a legally binding individual right 

for trainees who are considered as workers across all types of traineeships. The principle 

 
121 65% or 13 out of 20 business associations, 65% or 13 out of 20 trade unions and 62% or 8 out of 13 youth 

associations/universities. 



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 2: Impact assessment traineeships

 

EN 39  EN 

of fair/proportionate remuneration would be construed similarly to the principle of “pro rata 

temporis” (Clause 4 of the Part-Time Work Directive), which applies to ensure the principle of 

non-discrimination for part-time workers and would have to be applied in line with the 

Minimum Wage Directive122. In practice this option requires Member States to ensure that paid 

trainees are remunerated at a level that is fair/proportionate, while it recommends to Member 

States to ensure that also unpaid trainees are fairly/proportionately remunerated. In contrast to 

option B1.2, option B1.3 would not affect any other working conditions beyond remuneration.   

Stakeholders’ views: The EP resolution stresses that unpaid traineeships are a form of 

exploitation of young workers and a violation of their rights and calls for a common legal 

framework to ensure fair remuneration. The EP resolution also calls for a directive to ensure 

minimum quality standards, including access to social protection. Multiple stakeholders 

also call for a ban of unpaid traineeships. They include the Conference on the Future of 

Europe, civil society organisations123 and trade unions124. Trade unions express similar views 

during the two-phase social partners’ consultation while they also raise concerns regarding 

gaps in access to social protection for trainees. Employer associations state that trainees who 

are workers under national law should be subject to the applicable rules on remuneration, social 

protection and intellectual property, while the learning component of a traineeship may justify 

a lower remuneration than that of regular workers. In the evaluation on the 2014 QFT, some 

employer associations state that remuneration is not an element increasing the quality of 

traineeships while both youth organisations and civil society organisations raise concerns on 

access to social protection. 

5.4.2 Options to improve the learning component of traineeships and the written agreement 

(Area B2)  

All options concern strengthened rights to written information. The non-legislative option 

would recommend ensuring mentorship. These options aim to ensure a proper learning content 

of traineeships helping training providers and trainees to match tasks and learning objectives 

to better respond to the rapidly changing skills needs arising from the twin transitions125. 

[Fully non-legislative option] B2.1 would entail strengthening Principle 2 of the 2014 QFT 

on the written agreement (baseline) by adding the following elements to improve the learning 

component: the tasks to be carried out, the arrangements for mentorship, supervision and 

evaluation. Recommendations to add information on the following elements to increase 

transparency on working conditions would be made: remuneration and social protection 

coverage. Addressing the learning content, recommendations would call on Member States to 

ensure that traineeship providers designate a mentor acting as an advisor to the trainee, 

providing coaching and support. This option would apply to all trainees (workers and non-

workers) as well as to all types of traineeships (OMT, ALMP, ECT and MPT). 

Option B2.2 would also include a combination of a legislative measure with the non-legislative 

option B2.1. The legislative measure under Option B2.2 would make the strengthened Principle 

 
122 Article 6 allows for variations in the statutory minimum wage for specific groups of workers (who are for minimum wage 

earners) if they respect the principles of non-discrimination and proportionality, including the pursuit of a legitimate aim. 
123 European youth forum report (2022), “High Quality or Unpaid and Unregulated? Uncovering National Internship Policies 

in Europe”  Statement of Young European Federalists, available here.  
124  ETUC Resolution European Year of Youth – Empowering young workers through actions. 
125 The 2023 Strategic Foresight Report: Sustainability and people's wellbeing at the heart of Europe's Strategic Autonomy. 
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2 of the non-legislative Option B2.1 legally binding for trainees who are considered as workers 

across all types of traineeships. This would introduce the right for trainees considered as 

workers to a written traineeship agreement, for all types of traineeships, covering the 

information elements listed in the TPWC Directive and the additional elements listed in Option 

B2.1.  

Stakeholders’ views: The EP resolution states that a directive should include a written 

traineeship agreement covering the rights and obligations of the trainee and the traineeship 

provider, including learning and educational objectives. The EP resolution also states that the 

directive should also contain transparency requirements for vacancies, including information 

on the terms and conditions of the traineeship (e.g. remuneration, working conditions, expected 

tasks). During the two-phase social partners’ consultation, trade unions advocated for 

mandatory written traineeship contracts covering learning objectives, mentoring, and 

supervision and stated that these written contracts must be registered with national authorities, 

allowing transparency, control and data collection. Employer associations opposed obligations 

on written learning objectives or learning agreements and called for transparency requirements 

to be non-binding, especially to reduce administrative burdens on SMEs. Youth organisations 

also argue for written agreements and transparency requirements. In the evaluation of the 2014 

QFT, national PES and national authorities highlight that the written agreement, reflecting the 

transparency on the rights and obligations, is a “bedrock” of the traineeship. Furthermore, 

several stakeholders underline the importance of the provision of adequate mentorship, even 

more so in the context of digital traineeships, including youth organisations, trade unions, PES, 

and national authorities from a number of countries. However, some employer associations and 

other national authorities warn about additional costs, especially for SMEs.  

5.5 Measures for addressing unequal access to quality traineeships (Area C) 

This section presents the measures which aim to achieve Specific Objective 5: Foster 

inclusiveness and improve access to traineeship opportunities.  

In this section only one (fully non-legislative) option is considered which is recommendations 

aiming to address the barriers to access to 1) traineeships for vulnerable groups, 2) quality 

cross-border traineeships and 3) remote/hybrid traineeships. These measures build on the 

results of the evaluation on the 2014 QFT. No alternatives are considered to the measures 

described below, apart from the baseline option, in line with the findings of the evaluation (see 

Annex A12.2 for more details on the measures).  

With a view to ensuring equal access to traineeships for groups in vulnerable situations 

this option would make recommendations to Member States to ensure inclusive traineeship 

opportunities, in terms of outreach to and equal treatment of all people belonging to vulnerable 

groups and to ensure that workplaces are adapted to be accessible to trainees with disabilities. 

To ensure equal access to cross-border traineeships, this option would give 

recommendations to Member States to improve information provision on cross-border 

traineeships and to facilitate cross-border traineeships using the European cooperation network 

of employment services (EURES). Member States would also be encouraged to ensure that the 

quality principles are applied in traineeship mobility agreements with hosting organisations 

outside the EU.  
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Finally, in order to ensure equal access to remote and hybrid traineeships, this option would 

give recommendations to Member States to facilitate remote and hybrid traineeships through 

an appropriate working arrangement and environment including equipment, infrastructure and 

mentoring and by ensuring that the quality criteria apply also to remote and hybrid traineeships. 

Stakeholders’ views: The EP resolution stresses the need for new principles to ease the 

transition of all young people into the labour market, particularly people in vulnerable 

situations, including persons with disabilities. Regarding cross-border traineeships, the EP 

resolution suggests further development of EURES and that the Commission and Member 

States facilitate cross-border recognition of skills. During the two-phase social partners’ 

consultation, trade unions highlight the importance of the principle of reasonable 

accommodation for trainees. Trade unions also state the need for quality principles on cross-

border traineeships, while creating an EU-level platform could improve transparency and allow 

for the exchange of experiences. Employer associations welcome support in facilitating access 

to traineeships for persons with disabilities. However, SMEunited notes that employers, though 

supporting inclusiveness measures, may not be best placed to actively reach out to vulnerable 

groups and that this would be better left to actors such as national PES. Employer associations 

also argue for the need for more data on remote and hybrid traineeships while stating that they 

see an added value in supporting information provision on cross-border traineeship 

opportunities and in the simplification of procedures, in particular through the EURES portal.  

5.6 Measure for addressing gaps in scope (Area D) 

In this section only one fully non-legislative option is considered, which is to extend the scope 

of the QFT recommendation to ECT and MPT, rendering the existing, revised and additional 

quality principles applicable to all traineeships. The extension of the scope to only one of the 

two types was discarded at an early stage, as explained in section 5.8. The issue of scope is 

irrelevant for the binding instrument as, due to its legal basis, it would be applicable to all 

trainees who are workers, regardless of the type of traineeship they are undertaking. 

The extension of the scope of the non-binding instrument to ECT would be supported by the 

sheer prevalence of ECT amongst the total number of traineeships, and the quality issues and 

gaps in national legislation that came to light in the study supporting this initiative. The analysis 

shows that MPT represent a smaller share of the total number of traineeships, quality issues are 

perceived to be fewer and gaps in legislation are less substantial compared to the other three 

types of traineeships. However, like the other types of traineeships, MPT were also found to 

lack channels for trainees to report malpractice. To safeguard the relevance and the coherence 

of the non-binding instrument for all trainees(hips), an extension of the scope to include both 

ECT and MPT is envisaged. 

The extension to ECT could lead to an overlap with rules for apprentices, depending on national 

definitions of traineeships and apprenticeships. As apprenticeships are covered by the 

Recommendation on a European Framework for Quality and Effective Apprenticeships, the 

non-binding option would provide flexibility to Member States to assess which of the two 

quality frameworks should apply to VET work-based learning experiences, depending on their 

national and regional specific features. When doing so, to ensure that all learners in work-based 

learning receive the highest level of protection, Member States would be encouraged (as 

relevant) to apply the framework conditions which are more protective among the two 

frameworks, in line with national circumstances. 
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Stakeholders’ views: The EP resolution calls for a directive covering OMT, ALMP 

traineeships and MPT. ECT should be covered in a decision. During the two-phase social 

partners’ consultation, trade unions stated that a directive should cover OMT, ALMP 

traineeships and MPT, while a recommendation should cover all types of traineeships. On the 

other hand, employer associations did not support enlarging the scope, based on the view that 

ECT and MPT are already subject to structured and regulated governance systems. 

5.7 Accompanying measures 

All policy options in the four areas presented above could be introduced in combination with 

the (fully) non-legislative accompanying measures presented below, which were selected 

following the results of the evaluation. These correspond to other factors hampering the use, 

quality and access to traineeships, as identified in the evaluation and they are expected to 

contribute to all the specific objectives. Their main purpose is to enhance the effectiveness of 

all policy areas. Member States would be able to decide at national level on how to implement 

these measures:  

1. Improving monitoring and data collection on prevalence and quality of traineeships. 

2. Ensuring the effective involvement of social partners and other relevant stakeholders, in the 

implementation and monitoring of the rights and obligation arising from this initiative.  

3. Strengthening awareness raising, partnerships between relevant stakeholders and the 

exchange of best practices, also between Member States and stakeholders, in the area of 

high-quality traineeships, including on cross-border traineeships.  

4. Supporting employers (financial and/or practical guidance), in particular small and micro 

enterprises, to provide high quality traineeships. 

Several of these accompanying measures would be used to mitigate potential negative impacts 

for SMEs. Notably, measure #2 could be implemented in collaboration with SME 

representative organisations, as to ensure the participation of SMEs. Measure #3 could be 

implemented via information campaigns and guidelines, in cooperation with SME 

representative organisations. Measure #4 would operate in the broader context of, and 

supporting the goals of the 2020 SME Strategy, including via the provision of financial support 

– under the ongoing Multiannual Financial Framework (2021-2027) and under the 

NextGenerationEU, the Commission expects more than 200 billion euro to be made available 

to SMEs under its various funding programmes126. 

Given the above, the introduction of specific exemptions for SMEs was not considered 

appropriate, as they could inadvertently set up barriers for the further growth of companies. 

Furthermore, such exemptions would be difficult to justify, without compromising the goal of 

ensuring a level-playing field among traineeship providers and fair competition, and avoiding 

an indirect encouragement towards a competition based purely on labour costs – which, 

independently of the relative prevalence of trainees compared to the overall working 

population, would be a suboptimal business and societal behaviour. 

It is expected that these measures would have a positive impact on achieving the objectives of 

the initiative, however, it is not possible to quantify this impact due to the non-binding nature 

of these measures and due to the flexibility allowed for Member States on how to implement 

 
126 See COM(2023) 535 final of 12.9.2023, SME Relief Package.  
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them. Thus they do not feature in section 6. Nevertheless, in Section 8 their positive effects are 

considered in combination with the measures under the Preferred Option.   

5.8 Options discarded at an early stage 

Including all trainees in the personal scope of a new legislative initiative was discarded at 

an early stage. It is not possible to include in the personal scope of a legislative initiative 

adopted under Article 153(1)(b) TFEU trainees who are not considered workers under EU law, 

including unpaid trainees, given that “pay” constitutes an essential element of the definition of 

a “worker” in the jurisprudence of the Court of Justice of the European Union (CJEU) (see also 

section 3.1). Also, Article 153(1)(h) TFEU on the integration of persons excluded from the 

labour market, without prejudice to Article 166 TFEU, can only be invoked as a legal basis for 

measures specifically intended to facilitate access to the labour market and cannot be used to 

enlarge the personal scope of measures based on Article 153(1)(b) TFEU. Moreover, Article 

153(5) TFEU explicitly excludes any EU action on pay, such as requiring remuneration for 

unpaid trainees in order to ban unpaid traineeships. 

Setting mandatory limits to the maximum duration of traineeships by Member States 

instead of setting them at EU level was discarded on the grounds of effectiveness. While this 

measure could be considered proportionate by giving Member States the possibility to consider 

national particularities, it could maintain or even increase the duration and divergencies among 

trainees in the EU. This could also go against the 2014 QFT principle 10.  

Increasing the maximum duration for traineeships to more than 6 months was discarded 

since this would weaken (or be perceived to weaken) the prevention of problematic use of 

traineeships, which was one of the main goals of principle 10127. Though the evaluation found 

divergent views on the relevance of this principle, the issue of using traineeships to replace 

regular jobs is still very much a concern. Also, the existing rules as well as the options proposed 

for analysis in this report allow for exemptions in duly justified cases (for example in cases for 

the ECT and MPT). 

Requiring mandatory access to social protection for trainees in a Directive was discarded 

at an early stage on the basis of Article 153(1)(c), Article 153 (4) and Article 153(2)(b) TFEU. 

These Articles imply that measures may be adopted in the field of social protection for trainees 

who are considered as workers under EU law, under the condition that they (1) shall not affect 

the right of Member States to define the fundamental principles of their social security systems, 

(2) they must not significantly affect the financial equilibrium of Member States’ social 

security systems and (3) shall avoid imposing administrative, financial and legal constraints in 

a way which would hold back the creation and development of small and medium-sized 

undertakings. Furthermore, trainees who are workers under EU law are already covered by the 

Council Recommendation on access to social protection128. Implementing the Council 

Recommendation with regards to trainees with worker status would ensure access to six social 

protection branches129. As discussed in the impact assessment accompanying the Council 

 
127 Impact assessment accompanying the proposal for a Council Recommendation on a Quality Framework for Traineeship 

(SWD(2013) 495 final). 
128 Council Recommendation on the access to social protection for workers and the self-employed (2019/C 387/01). 
129 Unemployment, sickness, healthcare, maternity/paternity, accidents at work and occupational diseases, disability, old age. 
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Recommendation on access to social protection, support for a legislative instrument in this 

domain was limited, including among Member States.  

A mandatory requirement for ensuring equal access to traineeships for groups in 

vulnerable situations was discarded at an early stage. The issues of equal treatment / non-

discrimination in accessing traineeships is already sufficiently covered by the Employment 

Equality Directive130 (2000/78/EC), the Race Equality Directive (2000/43/EC)131 and the 

Gender Equality Directive (2006/54/EC)132. In addition, it should be noted that the concept of 

“disability” was established by the CJEU in Case C 354/13133. The Court emphasises that this 

concept must be understood as referring not only to the impossibility of exercising a 

professional activity, but also to a hindrance to the exercise of such an activity. The protection 

under the Directive is already very broad. It covers not only cases where access to a traineeship 

is not made possible but also when the access is made difficult.  

Extending the scope of the non-binding instrument to MPT but not to ECT was discarded 

at an early stage. ECT’s prevalence among the total stock of traineeships is high (31.1% of paid 

traineeships in 2019) and has been increasing over the years (see Annex 4). Evidence from the 

supporting study highlighted issues regarding quality for these types of traineeships 

(particularly with respect to working conditions, remuneration and social protection), despite 

the view that some stakeholders have expressed as regards national educational frameworks 

and institutions acting as safeguards to the quality standards of ECT. Furthermore, the 

Erasmus+ Charter134, which provides the general quality framework for European and 

international cooperation activities, was analysed in detail against the 2014 QFT principles as 

well as possible future principles. The analysis found no contradicting principles that would 

lead to confusion amongst trainees, traineeship providers or educational institutions, with the 

exception of duration. In Erasmus+, the traineeship duration may be between 2 and 12 months, 

while the initiative would maintain the recommendation for duration to be in principle 6 

months, unless duly justified on objective grounds (no minimum would be recommended). The 

2023 Eurobarometer results indicate that as regards the recommendation on duration, only 11% 

of ECT trainees responded to having done a traineeship longer than 6 months. Therefore, it 

seems that only a small share would not be conform with the recommended duration and could 

therefore be expected to provide due justification. The comparison between the Erasmus+ 

Charter also brought to light that less emphasis is placed on adequate working conditions 

compared to the 2014 QFT and the possible future initiative. Therefore, ECT could benefit 

from inclusion in the QFT when it comes to improving working conditions for ECT trainees.   

Extending the scope of the non-binding instrument to ECT but not to MPT was discarded 

at an early stage. Due consideration was given to the perception of MPT being less exposed to 

quality concerns and accounting for a smaller share of total number of traineeships (9.2% of 

paid traineeships in 2019). Nevertheless, the 2023 Eurobarometer did find that 35% and 26% 

 
130 Council Directive (2000/78/EC), 27 November 2000 establishing a general framework for equal treatment in employment 

and occupation. 
131 Council Directive (2000/43/EC), 29 June 2000 implementing the principle of equal treatment between persons irrespective 

of racial or ethnic origin. 
132 Directive (2006/54/EC) of the European Parliament and of the Council of 5 July 2006 on the implementation of the principle 

of equal opportunities and equal treatment of men and women in matters of employment and occupation. 
133 Which within the meaning of this Directive must be understood as referring to a limitation which results in particular from 

long-term physical, mental or psychological impairments which in interaction with various barriers may hinder the full and 

effective participation of the person concerned in professional life on an equal basis with other workers. 
134 Erasmus Charter for Higher Education | Erasmus+ (europa.eu). 
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of MPT trainees were unpaid and were not subject to the same working conditions as other 

(regular) workers. Regarding the learning component, despite doing MPT, 24% claimed not 

having a mentor to turn to and finally, still 23% (compared to 27% for OMT, which performed 

worst in this aspect) found that their traineeship, despite being mandatory to access a certain 

profession, brought no or limited learning content.  

6 WHAT ARE THE IMPACTS OF THE POLICY OPTIONS? 

The policy options under the Areas considered in section 5 may have different social and 

economic impacts on stakeholders (trainees, traineeship providers and Member States). No 

environmental or climate impacts are expected. Impacts of the baseline scenario are included 

in section 5.1. Details regarding potential costs and benefits are presented in Annex A13.3 and 

on Member States mostly affected in Annex A13.1. 

Limitations and robustness of data: The analysis of impacts is subject to a certain degree of 

uncertainty, given the general scarcity of data available on traineeships. Attempts were made 

to provide quantification and monetisation of the benefits and costs arising from the policy 

options. However, these estimates are subject to several assumptions and limitations (Annex 

4). The limitations described under section 2.1 and Annex 4 are also applicable to the estimated 

proxies for the number of beneficiaries. Therefore, estimates should be considered as rough 

proxies and should be interpreted carefully given the underlying assumptions (see Annex 4).  

Options under Area A and B may have low to high costs for businesses, offset by low to high 

benefits for traineeship providers, public authorities and trainees. These benefits are 

particularly important for trainees, often at the start of their professional career and for whom 

benefits can have positive lifelong effects. In addition, employers will benefit from fairer 

competition based on common minimum social standards. 

6.1 Common impacts for all measures  

The legislative measures are expected to have a stronger impact in the Member States and 

sectors of economic activity with the highest prevalence of paid trainees (proxy for trainees 

who are considered as workers). Overall, this concerns 12 Member States (BE, DK, DE, IE, 

EL, ES, FR, HR, IT, AT, PL and FI135) and five sectors (manufacturing; wholesale and retail; 

health; education; and real estate and professional, administrative and support activities136) 

which concentrate the largest share of trainees (see Annex A7.4).  Furthermore, the impact for 

ALMP traineeships will be stronger in the sectors of mining, quarrying and manufacturing, and 

wholesale and retail trade were 40% of these traineeships are concentred and in Italy and 

Poland which account for about two thirds of total ALMP traineeships in the EU. Regarding, 

MPT the impact is expected to be stronger in the sectors of education, health and real estate 

and professional sectors where 85% of trainees is concentrated. ECT and OMT are quite spread 

across sectors, with a high share of OMT in the manufacturing sector (ca. 20%). The impact 

for ECT is expected to be stronger in Germany and France where 60% of ECT are concentrated. 

Regarding measures affecting all trainees (i.e. both legislative and non-legislative measures), 

the impacts would be higher in DE, ES, FR, IT and PL, where around 75% of all trainees (i.e. 

both paid and unpaid) are concentrated137.  Finally, it can be expected that the initiative will 

 
135 See Annex 7.4.1 for details, source: supporting study. 
136 See Annex 7.4.2 for details, source supporting study.  
137 Data is not available by sector of economic activity.  
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have a stronger impact in sectors where traditionally working conditions were suboptimal, 

especially those characterised by more manual skills and lower literacy, where despite 

persistent labour and skills shortages the quality of traineeships cannot be expected to improve 

without EU action, following the trend for the general workforce (see section 2.4 and 5.2).  

All measures considered have common economic costs for traineeship providers: these are 

small transversal one-off adjustment costs for familiarisation with all new provisions 

(according to the supporting study between EUR 53 for SMEs and EUR 39 for larger 

companies, see Annex A4.5), for public administrations, these are one-off enforcement costs 

related to the integration of new provisions into national law. 

The measures under the non-legislative option leave the implementation to the Member States 

and give flexibility to Member States and traineeship providers to adapt to their specific 

contexts and needs accordingly. As a consequence, not all impacts could be quantified and/or 

monetised. Nevertheless, three scenarios were considered to provide proxy estimates (33%, 

66% and 100% of implementation)138. The non-legislative option would in principle apply to 

all trainees (workers and non-workers) as well as to all types of traineeships (OMT, ALMP, 

ECT and MPT). Where possible, the impacts per type of traineeship are described.  

6.2 Impacts of options under Area A 

The policy options under Area A are likely to result in an increased number of trainees who 

will enjoy the rights they are already entitled to under EU or national law, and as such in fewer 

non-compliant traineeships. Also, for trainees who are considered as workers they will also 

result in fewer work relationships disguised as traineeships. This could happen either because 

the employer would ensure compliance with the law or because work relationships disguised 

as traineeships would be identified and then reclassified as employment relationships. It is not 

possible to quantify the extent of this impact due to the lack of reliable data on the prevalence 

of non-compliant traineeships and work relationships disguised as traineeships. The impact is 

expected to be strong in the sectors of tourism and catering where, according to the 2016 

Eurofound survey139, significant fraudulent use of traineeships and apprenticeships can be 

identified (see section 2.1.1).   

6.2.1 Social impacts 

Benefits for trainees: The non-legislative policy option (policy option A1.1) on 

enforcement and support for trainees is expected to have benefits for trainees by ensuring 

that their rights and working conditions under applicable EU and national law are respected, 

which, according to the evaluation, could contribute to reduced levels of exploitation of 

trainees. The strengthened recommendations on transparent information in vacancies would 

help trainees understand their rights, the working conditions and the learning and training 

component of the traineeship, helping them make an informed decision. This non-binding 

 
138 Following the experience from the implementation of the 2014 QFT, where since its adoption 12 Member States introduced 

changes to their national legislation / frameworks for ALMP and 5 Member States for OMT. Taking the average, we are 

assuming that partial implementation would thus correspond to one third of Member States implementing the non-legislative 

option. 
139 Eurofound (2016) Exploring the fraudulent contracting of work in the European Union, and Eurofound (2017.).) Fraudulent 

contracting of work: Abusing traineeship status (Austria, Finland, Spain and UK). 
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option could benefit up to 1.02-3.1 million trainees depending on implementation (33%-100%, 

see section 6.1). 

In addition to the benefits under policy option A1.1, the legislative measures under policy 

options A1.2 and A1.3 are expected to bring additional benefits for trainees considered as 

workers (i.e. paid trainees). These would be larger under option A.1.3 due to the concrete 

EU-level guidance for carrying out controls and inspections could, in particular, support 

Member States with low capacity and resources. While it is not possible to quantify the number 

of trainees affected due to a lack of data on work relationships disguised as traineeships, a 

rough proxy can be obtained for some specific categories of paid trainees being at risk of doing 

such traineeship. For example, 370,000 paid trainees (rough proxy) could benefit. This is 

calculated by taking the sum of paid trainees who did long traineeships (230,800) and those 

who did consecutive/repeated traineeships with the same employer (138,700). Out of these 

370,000 trainees, it can be estimated that around 100,000 (rough proxy) did a long-duration 

traineeships with a poor learning content (see section 2.1.1, Annex A4.3, A8.6 and A13.3.1)140. 

While not all "trainees" in work relationships disguised as traineeships will be reclassified as 

workers, the impact will be stronger in Member States which do not have specific systems of 

inspections or guidance for inspectorates for traineeships141. In the long term, both legislative 

policy options are likely to also deter the problematic use of traineeships while they can have, 

in practice positive spill-over effect on trainees who are non-workers where Member States 

step up enforcement action against work relationships disguised as traineeships and non-

compliant traineeships. As for the impact of the legislative measures under policy options A1.2 

and A1.3 on the even level playing field between “worker trainees” and “unpaid trainees”, a 

distinction needs to be made between the impact of detecting employment relations disguised 

as traineeships versus detecting non-compliant traineeships. In the case of the former, the 

person involved in the employment relationship is in fact not a genuine trainee. Therefore, no 

(positive or negative) impact on the level playing field between “worker trainees” and “unpaid 

trainees” is expected in this regard. As for non-compliant traineeships, the legislative measures 

applying only to “worker trainees” imply a higher protection in terms of enforcement of 

existing rights compared to “unpaid trainees”. Although this potentially contributes to an 

uneven level playing field in favour of “worker trainees”, the rights to be enforced under the 

legislative measures are mostly already existing rights.  

 

The measures on transparent information in vacancies would result in legal certainty for 

trainees considered as workers and regulatory clarity for traineeship providers which can also 

bring benefits in terms of better enforcement and compliance as well as trust in the rule of law. 

In this light, the legislative measures would bring higher benefits for “worker trainees” 

compared to “unpaid trainees”, who however, would also benefit in terms of being able to make 

better informed decisions if the transparency of information in vacancies were to increase. The 

impact on the level playing field between “worker trainees” and “paid trainees” would in that 

sense be minimal.  

Additional benefits for all trainees would come from the measures on ensuring that workers’ 

representatives and other actors with a legitimate interest can engage in procedures to defend 

 
140 Supporting study. Estimates subject to limitations, methodological information provided in Annex 4. The figures in this 

paragraph do not include MPT (see section Error! Reference source not found.). 
141 OMT: CZ, DK, DE, EE, IE, ES, HR, IT, CY, LV, MT, NL, AT, PL, PT, RO, SI , ALMP: DE, CZ, EE, EL, ES, HR, CY, 

LV, NL, AT, PL, RO, ECT: CZ, DE, EE, ES, CY, LV, NL, AT, PL PT, RO, SI and MPT: CZ, DE, EE, EL, ES, CY, HR, LV, 

NL, AT, PL, PT, RO, SI, , see Annex A13.1 
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trainees’ rights and from establishing channels for reporting of malpractice and poor 

traineeship conditions (part of both options), thereby contributing to empowering trainees in 

addressing (risks of) mistreatment and/or unlawful practices. Stakeholders interviewed under 

the supporting study agreed that stronger reporting channels could facilitate enforcing trainees’ 

existing rights, increasing trainees’ awareness of their rights and providing avenues for legal 

redress. In the case of partial implementation of the non-legislative option, the benefits of option 

A1.1 would be stronger for trainees who are considered workers. In terms of impact on the level 

playing field between “worker trainees” and “unpaid trainees” (with the legislative measures 

applying to the former and the equivalent non-legislative measures applying to the latter), the 

“worker trainees” would be better protected and have a stronger position in defending their 

rights. This could have a positive effect on the compliance of traineeships for “worker trainees” 

(thus paid trainees), while this effect might be smaller for unpaid trainees, as for the latter, the 

level of compliance will depend on the level of Member States’ implementation of the (non-

binding) recommendations. The impact will be stronger in Member States with no procedures 

for registering complaints and reporting malpractice for trainees142. 

In Area A2, both options could help break the vicious cycle of being trapped in long and 

repeated/consecutive traineeships with the same and/or different employer, with modest to 

medium impact. With regard to long duration, under option A2.1 up to 117,000 - 355,400 

(depending on implementation) trainees could benefit. Option A2.2 would benefit 230,800 paid 

trainees and 42,000 -124,600 unpaid trainees depending on implementation (2019 data, see 

Annex A8.2 and A13.3.1). For repeated/consecutive traineeships with the same employer under 

Option A2.1 up to 68,000-207,800 trainees could benefit (depending on implementation). 

Under option A2.2, 138,700 paid trainees would benefit and 23,000 - 69,000 unpaid trainees 

depending on implementation. Therefore, in case of likely partial implementation the benefits 

of option A2.2 are expected to be stronger for trainees considered as workers. For example, 

only few Member States have a 6-month legal restriction on the maximum duration for some 

types of traineeships143 (see Annex A9.3.1). Both options would also contribute to reducing the 

number of trainees doing repeated/consecutive traineeships with different employers by 

recommending to Member States to prevent employers from asking previous working 

experience from candidate-trainees144. However, this potential may not be fully achieved: while 

trainee providers may be prevented to request previous experience in the vacancy notice, they 

could still decide to hire someone with previous experience. As regards the level playing field 

between “worker trainees” and “unpaid trainees”, the legislative measure A2.2 on duration 

would provide higher protection to “worker trainees” against cycles of repeated/consecutive 

traineeships as well as lower the risk of engaging in an employment relation disguised as 

traineeship.  

 
142 OMT: CZ, DK, DE, EE, EL, HR, IT CY, LV, MT, HU, NL AT, PL, PT, RO, SI; ALMP: CZ, DE, EL, ES, HR, CY, NL, 

AT, PL, RO; ECT: CZ, DE, EE, ES, CY, NL, AT, PL, PT, RO, SI; MPT: BG (medical, legal), CZ, DE, EL, ES, HR, CY, AT, 

PL, PT, SI (see Annex 13.1).  
143 OMT: BE, BG, CZ, LT, LU, PL, RO, ALMP: BE, BG, CZ, EE, EL DK, FR, IT, LT, LU, PT, PL, RO, SK, ECT: BG, HU, 

IT, LU and MPT: IT and SI (see Annex 13.1). 
144 No quantification possible. A rough estimate obtained by combining the results of the Eurobarometer and LFS data show 

that in 2019 around 1.1 million trainees (out of which 500,000 paid trainees) stated that they had done multiple traineeships 

with different employers at some point in their life. 
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6.2.2 Economic impacts  

Benefits for traineeship providers: All policy options in Area A are likely to bring moderate 

direct economic benefits for traineeship providers, mainly in terms of a potentially more level 

playing field/fairer market competition, increased productivity and competitiveness of 

businesses145. The extent of the benefits related to the level playing field between traineeship 

providers is difficult to quantify and will depend on the number of trainees in problematic 

traineeships. Usually, trainees are a small proportion of the total workforce of a traineeship 

provider. Therefore, a high share of trainees may be an indicator of the existence of work 

relationships disguised as traineeships. Where work relationships disguised as traineeships are 

successfully detected and tackled, the overall benefits in terms of level playing field/fair 

competition would be proportionate to the number of “trainees” reclassified as workers. The 

non-legislative option (A1.1) could decrease the number of non-compliant traineeships and 

could enhance the employer’s reputation and capacity to attract traineeship candidates as 

traineeships offered comply with the applicable EU and national law. The extent of this impact 

would depend on Member States’ implementation. The benefits would be larger under 

options A1.2 and A1.3, stemming from the additional legislative measures for trainees 

considered workers in work relationships disguised as traineeships and non-compliant 

traineeships, with measure A1.3 expected to affect a higher number of trainees. The level 

playing field would be achieved through the alignment of the labour costs to the level of 

compliant traineeships. Additionally, employers who hire regular employees instead of trainees 

and those who offer quality traineeships will enjoy the productivity and competitiveness 

gains deriving from a more qualified, motivated and competent workforce and potentially 

a better matching of trainees’ skills to the needs of their company in the context of the twin 

green and digital transition146. Traineeship providers would also avoid the potential reputational 

damage of having their traineeship policies questioned. Benefits of increased transparency as 

regards their vacancies (specifically by adding information on level of remuneration, working 

conditions, the coverage of social protection, the expected tasks and learning and training 

component) could include having well-informed and motivated candidate trainees applying for 

a traineeship opportunity with the same expectations as the traineeship provider.   

The non-legislative option (A2.1), included in all policy options, on preventing traineeship 

providers requiring previous work experience in the same field of activity as well limiting the 

duration of repeated/consecutive traineeships to 6 months (with exceptions allowed on   

objective grounds) may also benefit traineeship providers. These two measures would 

contribute to traineeship providers offering genuine traineeships (with no intention of replacing 

entry-level work), thereby attracting and employing motivated trainees (in search of genuine 

traineeships). The recommendations could contribute to clarity on the expectations of both 

parties, including on duration and level of performance (with no previous work experience 

required).  

Costs for traineeship providers: For the non-legislative option (A1.1) on effective 

monitoring and enforcement, the costs cannot be quantified, as there are no figures on the 

number of non-compliant traineeships nor on the magnitude of the gap that would need to be 

bridged in order to make those traineeships compliant to the applicable EU and national 

laws. In addition, such costs would depend on the extent of implementation by Member States.  

 
145 This impacts both employers who provide traineeships and those who do not. 
146 See European commission (2020) A SME Strategy for a sustainable and digital Europe (COM(2020) 103 final.).  
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Both legislative measures in policy options A1.2 and A1.3 on enforcement (Area A1) are 

likely to imply recurrent adjustment costs, but only for companies where work 

relationships disguised as traineeships or non-compliant traineeships are identified 

during implementation or during controls and inspections. These include possible labour 

costs for offering regular employment and costs related to potential administrative or judicial 

procedures and penalties. Such costs are therefore necessary to comply with the existing legal 

framework. The costs for traineeship providers would be higher under option A1.3 as they will 

relate to a higher number of trainees. It is not possible to quantify the extent of the costs due 

to a lack of relevant data. Given that on average the share of trainees in a company is low 

(even though their positive impact for the competitiveness of the company, particularly from 

an innovation perspective, might still be significant147) the possible increase in costs would still 

constitute a small share of the overall costs of a company.148 These costs could be relatively 

higher for SMEs as they may face greater capacity constraints and may not be able to benefit 

from economies of scale as much as larger companies. In addition, some small costs could arise 

from the inclusion of traineeships in existing controls and inspections and administrative 

costs from having to provide competent authorities (upon request) data and information 

regarding trainees and their contracts. The additional costs are expected to be negligible and 

are minimised by only obliging traineeship providers to provide information only upon 

request, thus meaning that no systemic reporting is required. This takes into account 

employers’ concerns on reporting obligations (Annex 2).   

 

The costs of measures improving the transparency of vacancies, included in all 3 policy 

options, cannot be monetised. The study supporting the evaluation estimated that on average it 

takes 1 to 2 hours for a traineeship provider to draft a vacancy notice149 under the baseline 

scenario (2014 QFT). The measure would add the following elements: the overall working 

conditions, coverage of social protection, and the learning and training component. 

Conservatively, one could estimate an additional hour per vacancy notice in order to cover 

these new elements.  This would amount to an estimated cost of EUR 15-46 million depending 

on the level of implementation (see Annex A4.7.1).  

In Area 2, the non-legislative measures on duration (Area A2.1) is likely to imply small 

adjustment costs from revising traineeship contracts in line with the new maximum duration 

limits. It could also entail adjustment costs from more frequent recruitment and onboarding 

processes. Such recruitment costs can be very roughly estimated as supporting evidence is 

scarce (see Annex A4.7.2). The available evidence suggests that the recruitment of one trainee 

takes on average 19.7 hours. This would lead to a rough proxy for total recruitment cost of 

EUR 22-68 million in the EU (depending on implementation). Large companies could be more 

affected than SMEs as evidence from the 2023 Eurobarometer shows that large organisations 

(more than 250 employees) tend to have a higher share of traineeships lasting longer than six 

months, for all types of traineeships. For companies requiring previous work experience, both 

policy options could result in modest additional costs for training inexperienced trainees. In the 

case of option A2.2, the costs would be the highest (68 million EUR) as full implementation 

 
147 See footnote 8. 
148 A high share of trainees in companies has been identified as an indication of work relationships disguised as traineeships. 

Also, more than half of the respondents to the SME Panel survey which had trainees in the past five years (n = 124) said that 

they constituted less than 5% of the total number of employees. 
149 Specifying the following elements: whether remuneration and health and accident insurance are applicable as well as the 

employer’s recruitment policy. 
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would be required for trainees considered as workers (for details on the methodology, see 

Annex A4.7.2).  

Benefits and costs for public administrations: All policy options under Area A are likely to 

bring moderate benefits to public authorities. First, competent authorities will be more 

effective in detecting and combatting work relationships disguised as traineeships. Secondly, 

increased taxes and social security contributions from trainees on regular employment or 

genuine traineeship contracts and proceeds from sanctions may benefit public revenue. While 

proceeds from sanctions cannot be predicted, evidence suggests that they could be 

significant150. The impacts will be stronger in Member States with no systems of inspections 

or guidance for inspectorates (see section 6.2.1 and Annex A13.1 for the list of Member States 

per traineeship type).  

All legislative policy measures entail small recurrent enforcement costs from including 

traineeships in existing controls and inspections and strengthening the capacity of competent 

authorities. The costs under Options A1.2 and A1.3 in the EU of implementing these provisions 

are estimated to vary from around EUR 27,000 (only training provided to existing inspectors) 

to around EUR 1.2 million (Member States decide to hire and train additional staff in line with 

the ILO recommendations on the optimal number of inspectors per/10,000 employees) (see 

Annex A4.6 and A13.3.2 for details). The costs are expected to be higher in Member States 

where traineeships are not covered by labour inspection systems and in those with inadequate 

capacities (see section 2.2.2 and Annex A13.1). In the long term, enforcement costs could 

decline as the prevalence of problematic traineeships would decrease over time. Also, costs 

might arise from the requirement to set up / designate channels to report malpractice and 

from increased inspections due to more complaints. However, according to the results of the 

legal analysis conducted for this study such channels already exist in most Member States for 

employees and some categories of trainees. Hence, the provision would mostly entail costs 

connected to awareness campaigns to inform trainees about the existence of such mechanisms. 

Finally, if traineeship providers decide to reduce the total number of (contributory) positions 

due to increased labour costs, this would lead to a decrease of public revenues from social 

security contributions, but this cost is expected to be small. The benefits and costs of the non-

legislative option are the same as those described for the legislative options. However, it is not 

possible to provide a quantification due to the uncertainty on the implementation by Member 

States. According to rough estimates the cost from controls and inspections could be, 

depending on implementation, in the range EUR 9,000 – 27,000 (if only training will be 

provided) to EUR 363,000 - 1.2 million (if the optimal number of inspectors is hired). 

6.3 Impacts of options under Area B 

All policy options under Area B are likely to result in more trainees doing quality traineeships, 

with a positive impact on their employability151. Indirectly, they are likely to lead to fewer work 

relationships disguised as traineeships. In view of the green and digital transitions, policy 

options in Area B2 aimed at improving the learning component will help companies to make 

the most of their investment in trainees to cover their rapidly evolving skills needs and will 

 
150 Heyes, J., & Hastings, T. (2017) The Practices of Enforcement Bodies in Detecting and Preventing Bogus Self-

Employment. For instance, the Dutch National Labour Authority (Inspectorate SZW) collected a total of EUR 2.2 million from 

issuing 60 fines for cases of false self-employment after an inspection of 230 employers. 
151 Impact Assessment accompanying the Commission proposal for the 2014 QFT. 
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allow trainees to acquire the necessary skills to benefit from the transitions152.  Any quality 

traineeship will also contribute to a better skilled workforce and will thus benefit employers. 

6.3.1 Social impacts 

Benefits for trainees: Under Area B1 all options are expected to improve the working 

conditions of trainees. The non-legislative option (B1.1), recommends that all trainees receive 

remuneration which would be fair/proportionate to that of a comparable entry-level worker 

with the level determined on the basis of a number of objective elements (see 5.4.1). This could 

potentially benefit 840,000-1.8 million trainees which corresponds to the sum of unpaid 

trainees and lower bound for paid trainees153 (depending on implementation)154 (2019 data, see 

section 2 and Annex A13.3.1). The evaluation highlighted that remuneration is an important 

element for ensuring the quality of traineeships: not only is remuneration an incentive for 

trainees to remain in and complete a traineeship, thereby contributing to guaranteeing equal 

access to traineeships, but, if set at a proportionate level rather than a low level, it would help 

avoid driving labour standards down.  

The recommendations on social protection, which are included in all options in Area B, 

could benefit trainees by reducing gaps in access to social protection, leading to better 

protection as regards their welfare and health. In addition, if implemented, improved access to 

social protection would contribute to future entitlements to social benefits, alleviating trainees’ 

economic uncertainty as well as their risk of poverty. Overall, the 2023 Eurobarometer found 

that 35% of respondents had no access to any branches of social protection which means that 

these trainees could potentially benefit from these recommendations. Furthermore, in terms of 

types of traineeships, trainees in OMT would be most impacted in case of (full) implementation 

as OMT show the largest gap in access to social protection (25% of paid OMT trainees have 

no access to social protection versus 11% of MPT trainees at the lower end). This amounts to 

up to 256,000 - 770,000 unpaid trainees and up to 100,000 - 300,000 paid trainees, depending 

on implementation (2019 data, see Annex A13.3.1) who do not have access to full social 

protection. Furthermore, in terms of types of traineeships, trainees in OMT would be most 

impacted in case of (full) implementation as OMT show the largest gap in access to social 

protection (25% of paid OMT trainees have no access to social protection versus 11% of MPT 

trainees at the lower end).   

 

Option B1.2 provides additional benefits to trainees considered workers due to the binding 

measure protecting them from less favourable treatment than comparable entry-level workers 

in terms of working conditions, including remuneration, that is not justified by objective 

grounds. If no objective grounds can be identified to justify a different treatment trainees would 

be entitled to the same rights as comparable entry-level workers, including in terms of 

remuneration.  

However, due to the specific features of traineeships it is likely that in most cases objective 

grounds for different treatment would be identified. These features could include e.g., the 

 
152 Traineeships with good learning content can help to overcome two challenges identified in the 2023 Strategic Foresight 

report: deteriorated basic competences of youth and worse learning outcomes due to the pandemic.  
153 The lower bound correspond to the 22% of respondents who stated that their compensation was not at all sufficient to cover 

basic living expenditures (trainees’ survey, evaluation). For estimates under the other scenarios/bounds see Annex A13.3.1.  
154 Evidence from the evaluation show that while following the 2014 QFT Recommendation some Member States introduced 

legislative changes not all provisions were implemented equally. See section 6.1 for scenarios on implementation considered.  
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learning content of the traineeship, lower responsibilities or lower intensity of the work 

performed. Where such objective grounds are identified, trainees may be treated less 

favourably than comparable entry-level workers in terms of working conditions, including 

remuneration. Under option B1.1, Member States would in these cases still be recommended 

to ensure that trainees receive a fair/proportionate remuneration. This could amount to either 

the minimum wage or a proportion of the average wage of comparable entry-level workers. 

Employers would on their own initiative have to ensure compliance. Cases against non-

compliant employers could be brought to court. In terms of estimates and assuming that 

objective grounds would be identified for all paid trainees, the number of trainees that could 

potentially benefit in terms of remuneration amount to 353,000 - 870,000155 paid trainees 

(rough proxy) and 500,000-1.5 million unpaid trainees (depending on implementation). It is 

not possible to quantify the expected impact on other working conditions.   

Benefits under option B1.3 are expected to be stronger regarding remuneration, as it 

directly entitles trainees considered as workers to a fair/proportionate remuneration, compared 

to other/entry-level workers. However, this option does not provide for protection against less 

favourable treatment of trainees who are workers than comparable entry-level workers based 

on objective grounds in terms of other working conditions.  

Both legislative options B1.2 and B1.3 would thus benefit “worker trainees” more than “unpaid 

trainees”, either providing them equal treatment as regards working conditions (unless there 

are objective grounds for a differential treatment) or providing them with a direct entitlement 

to fair/proportionate remuneration. While “unpaid trainees” could enjoy the latter as well, the 

extent of the benefits would be dependent on the willingness of Member States to implement 

the relevant recommendations. In this sense, legislative options B1.2 and B1.3 could potentially 

contribute to an uneven level playing field between “worker trainees” and “unpaid trainees”. 

Overall, all policy options would indirectly benefit particularly trainees in vulnerable 

situations, making traineeships more accessible and help fight against work relationships 

disguised as traineeships. They could also, indirectly, reduce the downward pressure of poor-

quality traineeships on the working conditions of regular workers, in particular entry-level 

workers. Under Area B2, the impact of the non-legislative option (B2.1) is expected to be 

moderate. The recommendations for additional elements to strengthen the written agreement 

which would benefit trainees by providing them ‘contractual’ certainty on what to expect from 

the traineeship in terms of the learning and training component, the tasks to be carried out, the 

arrangements for mentorship, supervision and evaluation, remuneration, and social protection. 

This strengthens trainees’ position, as the rights and obligations of the traineeship provider are 

clear. Up to 203,000–609,000 trainees (rough proxy) could benefit from getting a written 

agreement, depending on implementation (see Annex A4.4.2 and Annex A13.3.1). The impact 

is expected to be stronger in Member States where there is a lack of lack of legal requirements 

for written agreement/written information indicating that tasks allow trainees to work towards 

their learning and training objectives156. Trainees would also benefit from the support of a 

mentor who could provide advice and coaching, while not necessarily having a hierarchical 

relation with the trainee. Such support could help integrate the trainee into the organisation, 

 
155 The lower bound corresponds to the 22% of respondents who stated that their compensation was not at all sufficient to 

cover basic living expenditures (trainees’ survey, evaluation) and the upper bound to the 54% who stated that their financial 

allowance/compensation was below the minimum wage. See Annex 4 and A13.3.1 for details.  
156 OMT: DK, EE, IE, IT, CY, LV, MT, AT, HU, PL, SK; ALMP: CY; ECT: CZ, EE, CY, PL, SI and MPT: BG, EL, CY, see 

Annex 13.1. 
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lead to more structured traineeships as learning experiences and facilitate practical guidance 

on matters related to the traineeship content and beyond. The number of trainees that would 

benefit is estimated at 212,000-637,000 trainees (rough proxy)157 depending on implementation 

which corresponds to the 22% of respondents to the 2023 Eurobarometer who stated that they 

could not turn to a mentor during their traineeships. The impact is expected to be stronger in 

Member States where there is a lack of legal provisions on a supervisor and/or mentor for 

trainees158. 

The legislative option B2.2 is expected to result in stronger benefits for trainees considered as 

workers due to its legislative nature of the measure on the written agreement. The extent of the 

impact on the level playing field between “worker trainees” and “unpaid trainees”, with the 

latter benefitting from equivalent measures under the non-legislative option B2.1, would 

depend on the Member States’ level of implementation of the non-legislative option. On the 

contrary, “worker trainees” would in principle be entitled to a written agreement. It is expected 

to bring increased transparency of information for trainees considered as workers which would 

mitigate the information asymmetry vis-à-vis traineeship providers and lead to more structured 

traineeships which will raise awareness among trainees about their rights and their (expected) 

tasks and can ensure a better learning experience which is likely to ease trainees’ entry into the 

labour market159. Up to 265,000 paid trainees (rough proxy) could benefit and 115,000 – 

343,000 unpaid trainees (rough proxy) could benefit from getting a written agreement, 

depending on implementation (see Annex A4.4.2 and Annex A13.3.1).  In the survey carried 

out under the supporting study, a majority of national stakeholders at least somewhat agreed 

that a written traineeship agreement helps reduce the risk that traineeships are used to replace 

regular employment160. Also in the same survey, the majority of business associations (22 out 

of 26) considered that traineeships with a proper learning component ensure that trainees 

acquire the skills needed by the companies.  

6.3.2 Economic impacts   

Benefits for traineeship providers: All policy options under Area B are likely to bring 

moderate direct economic benefits to traineeship providers in terms of increased 

productivity as well as more motivated trainees. The productivity-enhancing potential of 

good quality traineeships was highlighted by all stakeholders during the interviews conducted 

under the supporting study.  Benefits in terms of productivity include a larger and more 

diverse pool of skilled candidates (as those belonging to vulnerable groups will be more likely 

to apply to traineeships) and improved labour market matching, and higher retention rates 

which could decrease employers’ search, matching and recruitment costs of regular workers.161 

Averaging across Member States, trainees who received compensation are more likely to start 

 
157 Source: supporting study. Combination of date from the 2023 Eurobarometer and the EU-LFS 2019 data. 
158 OMT: DE, EL, IE, IT, LV, MT, AT, PL, SK; ALMP: BG, DE, AT; ECT: DE, EE, CZ, PL and MPT: BG and EL, see 

Annex 13.1.  
159 Section 3.2 in O’Higgins, N., & Pinedo Caro, L. (2021). What makes for a “good” internship?. Internships, employability 

and the search for decent work experience, 35-54. 
160 79% or 11 out of 14 public authorities, 77% or 10 out of 13 business associations, 70% or 14 out of 20 trade unions, 77% 

or 10 out of 13 youth associations/universities. 
161 Notably, the Flash Eurobarometer on “Skills shortages, recruitment, and retention strategies in SMEs” of September 2023 

highlighted that skilled workers are key to the success of small and medium-sized enterprises (SMEs) in Europe. High-quality 

traineeships can be an efficient and effective way for SMEs to access a larger pool of skilled candidates and ensure better 

matching with their needs, as also evidenced by the SME Panel survey (see Annex 2).  
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working with the same employer under a fixed or permanent contract162. The companies 

surveyed in the supporting study mentioned a better performance of subsequently retained 

trainees compared to new hires (10 out of 13) and improved reputation and attractiveness of 

the company (9 out of 13) as important or very important benefits of having trainees. Under 

partial implementation under option B1.1, the benefits will be likely higher for options B1.2 

and B1.3. Regarding the option in Area B2 on a strengthened written agreement and 

recommending mentorship, traineeship providers would benefit from the increased clarity on 

the traineeship’s content and conditions, as it increases the likelihood that a trainee has made a 

‘conscious’ choice in the uptake of a particular traineeship and is committed to the traineeship 

description as set out in the written agreement. Assigning a mentor could benefit traineeship 

providers, as the guidance and coaching to trainees has a productivity-enhancing potential. 

These benefits can however not be quantified. Under partial implementation of option B2.1, 

benefits will be likely higher for option B2.2. 

Costs for traineeship providers: In particular for large companies, all policy options under 

Area B1 imply adjustment costs to modify existing contracts, which are expected to be small, 

as well as higher labour costs. For all options, various scenarios were investigated in the 

supporting study to provide estimates (see Annex A4.8 And A13.3.2). However, these 

estimates are subject to serious limitations of the underlying data, while different assumptions 

have been considered for different scenarios (see Annex A4.8). Moreover, it should be noted 

that for individual traineeship providers these costs could be expected to be relatively 

small, especially for SMEs, in relation to their overall labour cost. This is because trainees 

represent a small fraction of the labour force, even though their positive impact on productivity 

and innovation can be significant163. For example, according to the SMEs panel this share 

amounts to 5%.   

It is nonetheless clear that costs for SMEs might be proportionally higher than for larger 

enterprises, due to well-known scale and optimization effects. Accordingly, the initiative 

envisaged a series of accompanying measures (see sections 5.7 and 6.8) which are either 

specifically focusing on SMEs, or can be adapted to the specific needs of SMEs in different 

Member States and sectors.  

To calculate the costs resulting from the measures on remuneration, under all policy options 

two benchmarks were considered for fair/proportionate remuneration: 1) minimum wage 

scenario: all trainees would get the minimum wage except unpaid ECT and 2) 60% of the 

wage of a comparable entry-level worker scenario: all OMT and MPT trainees (paid and 

unpaid) would get the benchmark, all ALMP trainees and paid ECT would get the minimum 

wage and one fifth of unpaid ECT would get  the minimum wage164. Also, it is assumed that 

22% of the paid trainees would benefit (lower bound proxy for trainees getting less than 

 
162 The difference was larger for individuals who did ECT compared to other types of traineeships. In particular, 68% of paid 

ECT trainees started working with the same employer, against 40% of those who were unpaid. Similarly, 75% of those who 

received remuneration under a MPT started working with the same employer against 62% of those who were unpaid. In 

contrast, the difference was of 7 percentage points for ALMP (69% paid against 62% unpaid) and 6 percentage points for 

OMT (70% paid versus 64% unpaid). 
163 See footnote 8. 
164 Given that the majority of ECT traineeships are likely to be students it is not reasonable to assume that all unpaid ECT will 

get the minimum wage, therefore 2 scenarios are considered: 1) around one fifth of unpaid ECT to get the MW (presented 

here) and all unpaid ECT to get 60% of MW.   
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fair/proportionate remuneration)165 (see Annex A4.4.1, A4.8 for methodology and A13.3.2 for 

results). 

Under the non-legislative option (B1.1) if the minimum wage is used as the benchmark, the 

cost would amount to EUR 745 million – 2.23 billion (depending on implementation)166. If the 

60% of a remuneration of a comparable entry level worker benchmark is used the cost 

would be similar: EUR 732 million - 2.19 billion (depending on implementation).  

In the case of option B1.2 the cost for traineeship providers to ensure that in respect of working 

conditions trainees are not treated in a less favourable manner than comparable entry-level 

workers of the same category in the same establishment cannot be quantified. First, the measure 

concerns all working conditions, not only remuneration. Second, it is likely that in most cases 

objective grounds for different treatment would be identified. Nevertheless, the interplay 

between the legislative option in B1.2 and the recommendations (under option B1.1) would 

mean that for remuneration a (proxy) quantification can be provided. Assuming that the 

different treatment of trainees compared to other entry-level workers would be proportionate 

to the grounds, it can also be assumed that the guidance on fair/proportionate remuneration 

provided by option B1.1 would benefit most paid trainees. In this case, under the minimum 

wage benchmark the cost for paid trainees is estimated to EUR 41 million and for unpaid 

trainees to EUR 731,2 million - 2.19 billion (depending on implementation). In the case of the 

60% of the remuneration of a comparable entry-level worker benchmark, the respective 

costs are up to EUR 81 million for paid trainees and EUR 704.2 million - 2.11 billion for unpaid 

trainees (depending on implementation). These costs refer to the assumption whereby objective 

grounds for different treatment would be identified for all paid trainees. Hence, under this 

assumption the costs of option B1.2 as regards remuneration (estimated above) would be very 

similar to the costs of option B1.3 which gives a direct right to fair/proportionate remuneration 

to paid trainees. Unlike option B1.2, option B1.3 does not entail other costs or benefits related 

to other working conditions beyond remuneration.  

The costs arising from the recommendations on access to social protection, which are 

included in all options, were estimated in the supporting study on the basis of Eurostat data 

on the share of the non-wage costs in the total labour costs, which include but are not restricted 

to employers’ social contributions. Therefore, the costs are likely to be overestimated. 

Nevertheless, a sensitivity analysis on the average non-wage costs (LFS) combined with data 

on the share of trainees with no access to social protection and the average traineeship duration 

(2023 Eurobarometer), provides the following estimates EUR 2.8 billion - EUR 8.4 billion 

depending on implementation (see Annex A4.8 and Annex A13.3.2 for details).  

Policy options related to improving the learning component and strengthening the 

written agreement (Area B2) imply costs across both policy options for traineeship providers. 

As regards the non-legislative option (B2.1), the written agreement is already a 2014 QFT 

principle. However, this baseline principle would be strengthened by adding more elements 

and also it will be extended to a wider scope of traineeships (i.e. including ECT and MPT). 

Quantification of costs on the addition of these additional elements were estimated in the 

supporting study at being in a range of EUR 27 – 80 million, depending on implementation 

(see Annex A4.9 and A13.3.2). As for the extension of the written agreement to ECT and MPT, 

 
165 Estimates were also calculated under the scenarios where 38% and 54% of paid trainees would benefit (see Annex A13.3.2). 
166 See Section 6.1. 
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estimates range from EUR 44 for micro companies, to EUR 57 for SMEs, and are lowest for 

large companies at EUR 25 (average annual costs per written statement per employee, see 

Annex A4.9). The costs of assigning a mentor to a trainee could not be quantified. However, 

the study supporting the evaluation provided the information for one Belgian company as 

regards the hours spent by a supervisor on a six-month traineeship, in particular in explaining 

the tasks to a trainee, amounting to six hours per trainee(ship). This could give an indication of 

the labour hours for a mentor per traineeship (of six months). Regarding policy option B2.2, 

employers are already obliged to provide information to workers in the baseline according to 

the TPWC Directive167 the additional a cost which would derive from the need to provide 

information on additional elements were  estimated in the supporting study to around EUR 30 

million for paid trainees and EUR 17-50 million for unpaid trainees depending on 

implementation (see Annex A4.9 and A13.3.2). The cost for combining and formalising all 

information in a written traineeship agreement is considered negligible.  

Benefits and costs for public administrations: Policy options under Area B1 could produce 

a positive impact on the tax revenues and the level of social security contributions and reduce 

social expenditure. In particular, if some of the currently unpaid traineeships were to be 

remunerated, this would increase the tax revenues and the level of social security contributions, 

which would correspond to the costs mentioned above for traineeship providers – though as 

explained, there are overestimations (EUR 2.8 billion -EUR 8.4 billion depending on 

implementation). In addition, the policy options could reduce public expenditure on last resort 

safety nets (such as social assistance) by supporting the integration of people, especially those 

in vulnerable situations, into the labour market. Thus, they can also reduce the burden for public 

finances through reduced need for public support during and after traineeships. Furthermore, a 

decline in the number of poor-quality traineeships could reduce enforcement costs in the longer 

term. In terms of costs for public authorities, there is a risk of decreased public revenues in 

terms of tax and social security contributions in the case that traineeship providers decide to 

lower the number of (contributory) positions.    

6.4 Impacts of non-legislative option under Area C 

The measures under this option are recommendations to improve access to traineeships, which 

give flexibility to Member States in terms of implementation and approach. Consequently, the 

impacts can only be described qualitatively. The proposed measures would have a particularly 

strong impact in Member States, which are reportedly lacking measures in this area (see Annex 

A13.1). 

Benefits and costs for trainees: The measures would support the equality in access to quality 

traineeships and contribute to a level playing field for all (candidate) trainees, regardless of 

their background, on the labour market. Increased access to quality and cross-border 

traineeships would ultimately contribute to the increased employability of trainees, including 

those from vulnerable groups. Considering that the objective of ALMP traineeships is 

reintegration and activation of the unemployed and the inactive, including those harder to 

reach, it could be deduced that the impact of the recommendations on access for those 

belonging to vulnerable groups would be smaller for ALMP traineeships compared to the other 

types of traineeships as ALMP traineeships in principle are targeting vulnerable groups already. 

 
167 The cost under TPWC cost was estimated to EUR 44 for micro enterprises, EUR 57 for small and medium companies and 

25 for large companies, source: supporting study.  
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Improved access to quality remote/hybrid trainees would facilitate the uptake of such 

traineeships for all (candidate) trainees and help overcome barriers related to costs caused by 

physical distance, with an expected larger impact on vulnerable groups with limited financial 

resources. In the 2023 Eurobarometer, around 50% the EU trainees said that they did not have 

adequate equipment or did not receive adequate guidance to carry out their traineeships 

remotely, with unpaid traineeships performing worse than paid traineeships. If this percentage 

were applied to the total number of trainees in the EU (using EU-LFS), this would correspond 

to roughly 1.5 million trainees168. The benefits of the recommendations on remote/hybrid 

traineeships would likely be greater for trainees in Member States where large shares of 

trainees reported (to the 2023 Eurobarometer) that they did not have adequate equipment or 

did not receive adequate guidance to carry out their traineeships remotely. While there is some 

variation in this share across Member States, it is at least 19% in all countries. The highest 

levels of dissatisfaction were found in SK, IT, DE, BE and NL. The highest shares of 

respondents who reported a lack of guidance were found in IT, DE, BG, NL and ES. 

Benefits and costs for traineeship providers: Traineeship providers would benefit from a 

wider and more diverse pool of candidates. An inclusive approach could have a positive impact 

on the organisation’s reputation and its capacity to attract candidates. As for costs, pro-active 

outreach implies costs related to campaigning/advertisements. The provision of equipment, 

infrastructure and ensuring an appropriate work organisation (including mentorship) to 

facilitate access to remote/hybrid traineeships may also bear costs. Tailoring traineeship 

programmes and workplaces to specific needs, such as those of trainees with disabilities, could 

imply (likely one-off) costs. In general, all costs could be proportionally larger for SMEs, 

though quantification of such costs was not possible.  

Benefits and costs for public administrations: Benefits include a decreased spending on 

social protection and activation, as these measures would benefit in particular those who tend 

to be furthest away from the labour market. Costs are involved issuing guidance to traineeship 

providers on quality principles as well as on specific inclusion measures. Any financial support 

(incentives) to traineeship providers would entail costs. Regarding the improved use of EURES 

to facilitate cross-border traineeships, adjustment costs could be involved for the European 

Labour Authority and competent national authorities. 

Benefits and costs for society: The policy options improving the access to traineeships have 

the potential to reduce inequalities and foster the integration of disadvantaged individuals into 

the labour market, thereby contributing to overall youth employment, social cohesion, and 

productivity whilst contributing to decreasing (the risk of) poverty. 

6.5 Impacts of the non-legislative option under Area D 

Benefits and costs to trainees: The extension of the scope of the (baseline) non-binding 

instrument to ECT and MPT could increase both the relevance and coherence of the initiative 

for all trainees. It would support adequate working conditions and improve the learning 

component for all types of traineeships and strengthen support for trainees in case of 

malpractice or poor working conditions. The impact on ECT is expected to be greater as more 

quality issues were identified for this type (for details, see Annex 10). As ECT represent about 

 
168 However, as stated before, Eurobarometer surveys have limited representativeness and their results should be interpreted 

with caution. 
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57% of the total number of traineeships (2019), the impacts of extending the scope to this type 

of traineeships are expected to be larger than extending it to MPT, which represent about 4.9% 

of all traineeships. While both ECT and MPT lack procedures for complaints and reporting 

malpractice, national legislation on ECT often allows unpaid traineeships and lacks provisions 

on mentorship as well as on ensuring that tasks are aligned with learning and training 

objectives. Extending the scope to ECT would also increase the coherence of the initiative with 

Erasmus+, which offers traineeships abroad in particular for students currently enrolled in 

higher education, but also recent graduates. In terms of costs, the extension of the scope of the 

non-binding instrument to ECT and MPT could have a disincentivising impact on the offers of 

these types of traineeships, as conformity with the quality principles may entail additional costs 

for traineeship providers (see below). However, the reduction of low quality traineeship offers 

could also be regarded as a positive impact.  

Benefits and costs to traineeship providers: Benefits would include more clarity as the 

quality principles would apply to all types of traineeships. Costs at first instance would seem 

to possibly affect a large majority of ECT traineeship providers, as based on LFS data and its 

definition of remuneration, ECT represent 85% of all unpaid traineeships. As for MPT 

traineeship providers, the prevalence of unpaid traineeships seems to be lower (no LFS estimate 

is available, but in the 2023 Eurobarometer, 35% of respondents having done a MPT stated to 

be unpaid). However, costs linked to remuneration cannot be quantified. Though the non-

binding instrument would strongly recommend trainees to be fairly and proportionately 

remunerated, the EU has no competence to oblige this for unpaid trainees. The CJEU has taken 

a wide approach to the concept of remuneration (see footnote 37) and ECT trainees who receive 

grants or scholarships can be considered as paid trainees under CJEU case law. However, such 

cases cannot be captured by LFS, therefore the number of unpaid ECT is overestimated (even 

if not all paid ECT will be considered as workers under EU law as pay is only one of the criteria 

considered). For both ECT and MPT it can be stated that if the recommendations on 

remuneration were complied with as regards currently unpaid ECT and MPT, this would entail 

a cost in terms of recurrent labour costs. However, any other costs related to the non-binding 

instrument would be equally difficult to quantify, as the level of implementation cannot be 

estimated. In the evaluation, though, the most often held perception of stakeholders was that 

the total costs related to the implementation of the 2014 QFT are proportionate to the benefits. 

However, the implementation of the quality principles is also likely to be less efficient in small 

companies and micro-enterprises than in larger firms. Similar expectations for the new 

initiative are held.     

Benefits and costs for public administrations: Benefits include increased coherence across 

all types of traineeships when it comes to the recommendations on quality principles. Costs 

may be involved in designing new or updating existing guidance and issuing such guidance to 

a wider range of traineeship providers. Any financial support (incentives) to traineeship 

providers to implement these measures would entail costs.  

Benefits and costs for society: Extending the scope of the non-binding instrument would 

contribute to improving the quality of and access to all traineeships. This would in turn have 

the potential to reduce inequalities and contribute to overall youth employment, social 

cohesion, and productivity. 
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6.6 Territorial impacts   

The impacts of the policy options would differ across Member States and would depend on 

national regulatory frameworks (see Annex 9 and Annex A13.1 for details). Also, the benefits 

and costs would be larger for trainees and organisations in sectors and Member States in which 

work relationships disguised as traineeships or non-compliant traineeships are more 

pronounced169. Policy options under Area B are likely to have a stronger impact on 12 Member 

States where the prevalence of trainees considered as workers under EU law (proxied by paid 

trainees) is high170. Also, the impact is expected to be higher in cities, where almost half of 

paid traineeships is concentrated (45%) as compared to 22% in rural areas (see Annex 

A7.4.1)171. As for Area C, the impact could be larger on those Member States where vulnerable 

groups are perceived to face unequal access to traineeships172 as well as those Member States 

where persons with disabilities seem to not receive adapted office equipment and reasonable 

adjustments173. Regarding remote/hybrid traineeships, the ten Member States without any 

provisions on teleworking arrangements are likely to be most impacted174. Under Area D, the 

extension of the scope to ECT and MPT is likely to impact those Member States where these 

two types are particularly prevalent (see Annex 7). 

6.7 Impacts of all options on fundamental rights and SDGs 

All policy options proposed under this initiative are expected to have a strong positive 

impact on ensuring fundamental rights in the EU. In particular, policy options under policy 

areas A, B, and D by preventing and combating the problematic use of traineeships and 

ensuring fair working conditions are expected to contribute to ensuring the right to equality 

before the law (Article 20 of the Charter of Fundamental Rights of the EU), the right to fair 

working conditions (Article 31), access to adequate social protection (Article 34) and 

healthcare (Article 35). These measures could also contribute to reducing the gender pay gap 

among trainees. Evidence from the Eurobarometer shows that only 52% of female respondents 

were paid compared to 65% of male participants. The policy options in Areas C and D are 

expected to contribute to ensuring the right to equal opportunities and treatment of under-

represented groups and non-discrimination (Article 21). The policy option to facilitate cross-

border traineeships also promote the freedom of movement within the EU (Article 45), while 

the policy option on hybrid/remote traineeships is expected to facilitate the right to family life 

(Article 7).  

All policy options are expected to contribute to the SDGs on poverty (SDG 1), quality 

education (SDG 4), decent work and economic growth (SDG 8) and reduced inequalities (SDG 

10) and to their respective targets. 

 
169 Eurofound (2016): significant fraudulent use of traineeships/apprenticeships in EL, FR, IT, CY, NL, AT, PT, RO, SI. 
170 BE, DK, DE, IE, EL, ES, FR, HR, IT, AT, PL and FI, proxied by paid trainees, above 10,000 per Member State (2019 

data), see Annex 7 for details, source: supporting study. 
171 39% of the population is concentrated in cities and 25% rural areas. 
172 Member States above EU average in terms of respondents disagreeing that the following vulnerable groups have equal 

access: those with a migrant background (BE, BG, EE, IE, EL, FR, HR, IT, CY, LV, MT, NL, AT, SI and SE (15)), those with 

a disadvantaged socio-economic background (BG, EE, IE, EL, ES, FR, HR, IT, CY, NL, AT and FI (12)), those with 

disabilities (BE, BG, CZ, DK, EE, IE, EL, FR, HR, CY, LV, LU, HU, NL, AT, PT, SI, and FI (19)) – 2023 Eurobarometer. 
173 Above EU average in 2023 Eurobarometer: BE, BG, DE, IE, EL, ES, FR, HR, IT, LV, LT, HU, NL, AT and FI (15). 
174 DE, EE, EL, CY, LV, NL, AT, PT, RO, NL, see Annex A9.8. 
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6.8 Impacts of accompanying measures  

The accompanying measures are expected to reinforce the effectiveness of the initiative by 

improving the overall quality of traineeships, through improved implementation of the updated 

and strengthened QFT. Most importantly, the supporting measures for companies, e.g. on 

financial and non-financial support and guidance, can act as mitigation measures by supporting 

SMEs to implement this initiative, which would imply costs for public authorities.   

The introduction of specific exemptions for SMEs was not considered appropriate, as they 

could inadvertently create barriers to the further growth of companies. Furthermore, such 

exemptions would be difficult to justify, without compromising the goal of ensuring a level 

playing field between traineeship providers and avoiding incentives to compete on the basis of 

labour costs alone, which could be damaging for aggregate business competitiveness. 

6.9 Unintended consequences of policy options   

Labour costs to employers arising from the initiative are relatively limited in so far as they do 

not comprise mandatory remuneration. Making remuneration mandatory was discarded upfront 

for lack of a legal basis. Therefore, costs of the binding measure on remuneration only refer to 

the gap between the current remuneration of trainees and a benchmark set for fair/proportionate 

remuneration. Potentially higher costs for providing remuneration where it is currently not at 

all provided and for social protection coverage is only part of the non-binding measures, which 

can be implemented in a proportionate way as deemed appropriate by Member States.   

The legislative policy options could potentially result in fewer traineeship opportunities 

including paid ones and a decrease in overall employment, because of higher costs for 

traineeship providers (see section 6.3.2). In general, these impacts can be expected to be small 

given that trainees only represent a small fraction of the workforce. For example, more than 

half of the respondents to the SME Panel survey which had trainees in the past five years (n = 

124) said that trainees constituted less than 5% of the total number of employees. At the same 

time, the measures to prevent and combat work relationships disguised as traineeships and the 

measures to improve the quality of traineeships could drive some employers to offer more 

regular (entry-level) employment positions to cover the needs of their companies.   

Importantly, it can be expected that a majority of the lost traineeship offers as a result of the 

measures under Policy Area A will be work relationships disguised as traineeships, i.e. 

unlawful work arrangements given that their detection and reduction through improved 

controls and inspections is one of the objectives of this initiative. Thus this cannot be 

considered as a cost/negative consequence given the harm to trainees and long-term business 

competitiveness. While it is difficult to quantify the precise impact of the measures on the offer 

of traineeships and regular employment, it can be expected that most work relationships 

disguised as traineeships will be converted in regular employment relationships. Some may 

however not be replaced by regular positions, leading to the (unlawful) trainee’s unemployment 

or inactivity in the short term, or may be replaced by legally compliant traineeships. Such short-

term costs would however not outweigh the benefits of ensuring fair competition between 

traineeship providers and proper enforcement of workers’ rights under the EU acquis.  

The policy options in Policy Area B are expected to further contribute to an increase in the 

number of quality traineeships. Employers are expected to either choose to adhere to the 
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updated quality requirements in Union law (which is the intended consequence) or to no longer 

offer poor quality traineeships. It is also difficult to meaningfully quantify the potential impact 

of the policy options as there are no studies investigating the elasticity of traineeships in 

particular with respect to the levels of remuneration. However, available evidence (outlined 

below) suggests that an increase in labour cost would not necessarily and directly lead to 

decreased traineeship opportunities: 

• The impact assessment of the Minimum wage Directive showed that the impact of the 

Minimum wage Directive on overall employment is expected to be muted175. Research 

has shown that the negative effects of increasing the minimum wage on employment 

are small, and significantly smaller than was believed years ago176. 

• Evidence from prior studies177 investigating the consequences of extending access to 

social protection to all forms of employment suggest that these initiatives would not 

change the hiring behaviour of traineeship providers.   

• The survey conducted under the supporting study showed that only 1 out of 15 

companies said they would take fewer trainees in case of a requirement to set 

remuneration at minimum wage level.   

Overall, the risk of a shift from paid to unpaid traineeships appears very limited for MPT and 

ALMP traineeships, which are subject to detailed regulations and legal obligations on 

remuneration in most Member States. Regarding OMT, the situation is more complex. In 4 

Member States unpaid traineeships or OMT as such are forbidden. In the other Member States, 

employers currently already have the choice to offer unpaid traineeships instead of paid 

traineeships (the latter either as employment relationships, subject to full protection under 

labour law and collective agreements, or as contractual relationships regulated by specific 

provisions, including on remuneration). The potential additional labour costs stemming from 

the introduction of a binding measure on fair/proportionate remuneration (option B1.3) could 

however lead to more providers of OMT opting for unpaid traineeships. While the options in 

Area B also foresee a non-legislative measure on fair/proportionate remuneration, the Union 

cannot legally forbid Member States’ possibility to allow for unpaid traineeships.  

On ECT, legal provisions on remuneration/compensation only exist in 5 Member States. 

Moreover, it should be stressed that ECT are more likely than other traineeships not to fulfil 

the notion of “worker” as developed in the case law of the CJEU, i.e. the person (1) pursues 

activities that are real and genuine which are performed (2) under the supervision of another 

person (3) in return for remuneration.   

Overall, it should also be highlighted that paid traineeship providers would not necessarily 

switch from offering paid traineeships to unpaid ones, given the consequences in terms of 

reputational damage as well as the decrease in their attractiveness as employer. Furthermore, 

as already discussed in section 5.2 demographic challenges as well as labour and skills 

shortage, in particular in some sectors, lead to a tightening of the labour market and a race for 

talent. This is an additional factor deterring traineeship providers from switching from offering 

 
175 See the Impact assessment of the Minimum wage Directive for a detailed discussion with reference to literature. 
176 popular-economicsciencesprize2021-2.pdf (nobelprize.org). 
177 European Commission (2018) Directorate-General for Employment, Social Affairs and Inclusion, Codagnone, C., 

Lupiáñez-Villanueva, F., Tornese, P. et al., Behavioural study on the effects of an extension of access to social protection for 

people in all forms of employment. In a sample of more than 600 employers, only 9% of the participants reported that they 

would reduce their demand for self-employed individuals if they were given access to social protection. 
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paid traineeships to unpaid ones – a shift which, however, for the reasons outlined above, 

cannot be entirely excluded. 

Summary table of main benefits and costs  

Table 1: Summary table of main benefits and costs  

 

 

Options Indicator Legislative Non-legislative Total Indicator Legislative Non-legislative Total

A1.1

1) Number of trainees 

that could benefit from 

controls and 

inspections 

A1.2

A1.3

A2.1

A2.2 up to 230,800

up to 42,000 - 

124,600 

(depending on 

implementation)

up to 272,800 - 

355,436 

(depending on 

implementation) 

up to 138,700

up to 23,000 - 

69,000 (depending 

on 

implementation)

up to 161,700 - 

207,787 

(depending on 

implementation)

B1.1

B1.2

B1.3

B2.1

B2.2
up to 265,000 

trainees

115,000 – 343,000 

unpaid trainees 

could benefit 

(depending on 

implementation. 

380,000 – 609,000 

unpaid trainees 

could benefit 

(depending on 

implementation. 

8) Number of trainees 

having access to a 

mentor

up to 212,000-637,000 trainees  (depending on 

implementation)

9) Number of trainees 

to potentially benefit 

from a written 

agreement 

up to 203,000 – 609,000 trainees  (depending on 

implementation)

up to 353,000 to 

870,000  paid 

trainees (depending 

on scenario)

up to 500,000-1.5 million unpaid 

trainees (depending on 

implementation)

BENEFITS

NA

up to 68,000 - 207,800 (depending on implementation)

social protection: 352,000 - 1,07million trainees 

(depending on implementation) 

2) Number of paid 

trainees doing long 

traineeships incl.. 

consecutive/repeated 

traineeships with the 

same employer (4) + (5)

up  370,000 but 

more under A1.3 

up to 117,000 -  355,400 (depending on implementation)

3) Number of trainees 

doing long 

traineeships with a 

poor learning content 

(sub-set of indicator 2)

4) Number of trainees 

doing traineeships 

more than 6 months

5) Number of trainees 

doing long 

consecutive/repeated 

traineeships with the 

same employers

up to 1.02 - 3.1 mill (depending on implementation) 

up  100,000 but 

more under A1.3
NA

6) Number of trainees 

benefiting from 

fair/proportionate 

remuneration 

7) Number of trainees 

benefiting from access 

to social protection 

 remuneration: up to 840,000-1.8million trainees   

(depending on implementation) 

NA NA
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7 HOW DO THE OPTIONS COMPARE?  

The options for each Area are compared against the baseline for the criteria of effectiveness, 

efficiency and coherence, based on the indicators set out in the tables below. When rating the 

policy options, the social and economic impacts (including on competitiveness and SMEs) and 

on fundamental rights (see section 6) were all taken into account. Based on this assessment, a 

preferred option is identified for all Policy Areas and then described in section 8. Policy options 

are scored from “0” to “+++” (“---") depending on the direction of the impact178. The baseline 

scenario is rated 0 (for details see Annex A4.15). A list of the main indicators used for the 

comparison of options is presented in Table 1. It should be noted that estimates in this table are 

subject to some data limitations (for details see the introduction to sections 2.1 and 6, and 

Annex 4), therefore, they should be treated with caution. While this poses certain limitations 

to the validity of the conclusions on the basis of quantitative data, the analysis was 

complemented and triangulated with evidence from other sources (e.g., legal analysis, two-

stage social partners’ consultation, survey of stakeholders and interviews – see Annex 4 for 

details) to overcome these shortcomings and the risk of biased responses. Such an approach 

supports the validity of the conclusions. For each of the criteria used for the tables comparing 

different options, a detailed table on the rating of the options, including a comprehensive list 

of the criteria used for the assessment, is presented (Tables 2-5). Table 6 provides a summary 

overview. Annex A13.3 presents tables on benefits and costs of all options (where possible).   

7.1 Effectiveness  

“Effectiveness” refers to the extent to which the options under all Policy Areas help achieve 

the objectives of the initiative, as outlined in section 5. Table 2 provides a detailed comparison. 

The effectiveness of non-legislative measures depends on the implementation by the Member 

States and to inform the assessment below, the experience from the implementation of the 2014 

QFT is taken into account.179  

Under Area A1, all three options score positively as they would contribute to ensuring the 

rights of individuals. Policy Option A1.1 has a small positive effect in view of the expected 

number of trainees benefiting (partial implementation). In addition, options A1.2 and A1.3 can 

be expected to effectively improve detecting and combating work relationships disguised as 

traineeships and can reduce the number of work relationships disguised as traineeships180 

and non-compliant traineeships, leading as such to a reduction of the replacement of entry 

level jobs. Option A1.3 is the most effective in terms of paid trainees affected as it defines a 

list of binding elements at EU level. This would result in a common understanding of the main 

features of work relationships disguised as traineeships and can ensure that all Member States 

apply uniformly the same comprehensive list to detect work relationships disguised as 

traineeships. This provides concrete guidance to competent authorities to carry out effective 

controls and inspections, resulting in more efficient inspection and enforcement mechanisms. 

Under Area A2, both policy options score positively as they can prevent work relationships 

disguised as traineeships and can potentially reduce the replacement of entry level jobs. Policy 

 
178 “+” (“-“) represents a small positive (negative) effect and “+++” (“---") a positive (negative) effect compared to the baseline. 

0 means that the option would not constitute a significant deviation from the baseline scenario. 
179 Since the adoption of 2014QFT, 12 Member States introduced changes to their national legislation / frameworks for ALMP 

and 5 Member States for OMT. Thus, it is assumed that the full implementation is less likely.  
180 Proxy estimate for trainees at risk of doing a work disguised as a traineeship: 370,000 paid trainees doing traineeships of a 

total duration of more than 6 months, including consecutive/repeated traineeships with the same employer (see section 6.2.1). 



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 2: Impact assessment traineeships

 

EN 65  EN 

Option A2.1 is expected to have a small positive effect (under partial implementation) on 

trainees exposed to either too long-duration or consecutive traineeships with the same employer 

and can potentially reduce the number of trainees doing repeated traineeships with different 

employers. Policy Option A2.2 is the most effective since it can give more certainty that 

trainees will be protected, with established binding rules for trainees considered workers. 

Under Area B1, all policy options score positively. Policy Option B1.1 has a small positive 

effect in view of the expected number of trainees that could benefit (under partial 

implementation). Policy Options B1.2 and B1.3 are more effective for trainees considered 

workers. Option B1.2 is the most effective for all working conditions but Option B1.3 is 

the most effective for remuneration due to the direct right for fair/proportionate 

remuneration. Under Area B2, both options score positively as they can improve the 

transparency of working conditions through the provision of a strengthened written traineeship 

agreement clearly specifying obligations and rights and envisage access to mentors. Policy 

Option B2.1 has a small positive effect in view of the expected number of trainees that could 

benefit (under partial implementation). Policy Option B2.2 is the most effective as it 

establishes binding rules for trainees considered workers. 

Under Area C, the recommendations (all identified in the evaluation) to address access for 

vulnerable groups and to facilitate access to remote/hybrid traineeships will add new elements 

which are absent from the 2014 QFT. The 2014 QFT has measures facilitating cross-border 

traineeships, which will be updated and strengthened through revised as well as new measures. 

Therefore, it is expected that the measures under Area C will be more effective than the baseline 

in addressing the access to traineeships.  

Under Area D, the extension of the scope of the non-binding instrument to all types of 

traineeships is expected to be more effective than the baseline in improving the quality of 

working conditions and learning content for an increased number of trainees, as the 

recommendations would cover not only OMT and ALMP but also ECT and MPT. However, 

as the baseline option, the recommendations would be non-binding. If flanked by binding 

measures, as described in the preferred option, the non-binding instrument can be expected to 

benefit from some spill-over effect in terms of increased awareness of the non-binding quality 

principles. 

Table 2: Effectiveness - detailed comparison of options 

Options under Area 

A: Addressing the 

problematic use of 

traineeships   

Baseline A1.1 A1.2 A1.3 A2.1 A2.2 

Primary Specific 

objectives 
 

SO1: Facilitate and strengthen enforcement 

of applicable legislation and support 

trainees in accessing their rights 

 

SO2: Facilitate prevention 

of problematic use of 

traineeships 

Effectiveness 0 + ++ ++/+++ + +/++ 

Indicators for 

comparing policy 

options 

 

➢ Number of trainees (workers or not) benefiting from inspections and 

enforcement to ensure their rights. 

➢ Reduction in the number of paid trainees doing traineeships of a total duration 

of more than 6 months, including consecutive/repeated traineeships with the 

same employer as well as those who also had a poor learning content. 

➢ Number of trainees doing traineeships with a duration longer than 6 months as 

well as those doing long (> 6 months) consecutive/repeated traineeships with 

the same or different employers 
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Options under Area 

B: Addressing the 

poor quality of 

traineeships 

Baseline B1.1 B1.2 B1.3 B2.1 B2.2 

Primary Specific 

objectives 
 

SO3. Support fair working conditions for 

traineeships, including remuneration and 

access to social protection 

SO4: Improve the learning 

component of traineeships 

Effectiveness  0 + +++ +++ + +/++ 

Indicators for 

comparing policy 

options 

 

➢ Number of trainees to benefit from fair/proportionate remuneration and access 

to social protection. 

➢ Transparency on working conditions, tasks and learning content (trainees 

benefiting from written agreement and mentorships)  

Option under Area 

C: measures 

improving access to 

traineeships 

Baseline C.1  

 

  

Primary Specific 

objectives 
 

SO5. Foster inclusiveness and improve access to traineeship opportunities 

Effectiveness  0 ++     

Indicators for 

comparing policy 

options 

 

➢ Number of trainees (in particular vulnerable groups) benefiting from increased 

accessibility to all traineeships, including cross-border and remote/hybrid 

traineeships 

Option under Area 

D: Extending the 

scope to all 

traineeships 

Baseline D1  

 

  

Specific objectives  
 

All 

Effectiveness  0 ++  
 

  

Indicators for 

comparing policy 

options 

 

➢ Number of trainees benefiting from fair/proportionate remuneration, access to 

social protection, transparency on working conditions, tasks and learning 

content, inclusiveness of and access to traineeships  

All  ➢ Expected level of implementation by Member States 

 

7.2 Efficiency  

“Efficiency” refers to the ratio of the benefits of each option to its associated costs (see section 

6 for an overview of the social and economic impacts of the options). As it is difficult to 

monetise/quantify benefits, the efficiency is presented as cost-effectiveness. Table 3 provides 

a detailed comparison. 

Under Area A all policy options would imply costs for trainees, employers/traineeship 

providers and public authorities, with lower costs under A1.1 and A2.1 (assuming partial 

implementation). However, based on the assessment of the effectiveness of the options, A1.2 

and A1.3 are assessed as having small positive efficiency compared to the baseline, with A1.3 

considered as the most efficient. Policy options A1.1. and A2.1 and A2.2 are assessed to have 

the same efficiency as the baseline. 

Under Area B, all policy options have the same efficiency as the baseline. Policy Option 

B1.1 and B2.1 would imply the lowest additional cost but also the lowest benefits. Options 
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B1.2, B1.3 and B2.2 would have higher costs with proportionately higher benefits, so the 

efficiency remains the same as in the baseline.  

Under Area C, the recommendations are expected to bring benefits to all trainees, but in 

particular to vulnerable groups. Traineeship providers would benefit from a wider and more 

diverse pool of trainee candidates as well as increased ability to attract recruits as a result of 

improved reputation. Costs involved would affect mainly public authorities (related to new or 

revised guidance) and traineeship providers (related to outreach, the tailoring of traineeship 

programmes, workplaces and work arrangements, revised recruitment procedures (including 

vacancy templates)). Most of these would be one-off. Quantification is not possible as this 

would depend on the level of implementation. With no further data available and building on 

the evaluation findings on efficiency, where the costs of implementing the 2014 QFT were 

found to be proportionate to its benefits, it is assessed that the costs of the measures under Area 

C would be offset by the benefits as well. 

Under Area D, the option to extend the non-binding instrument to all traineeships is found to 

be slightly more efficient than the baseline, with the main benefit being the increased coherence 

and clarity across all traineeships, which potentially might reduce time and resources of all 

involved parties for resolving uncertainties. Otherwise, the relation between costs and benefits 

would remain the same as in the baseline, since potential adjustment costs for in particular 

traineeship providers and public authorities would be proportionate to the higher number of 

benefitting trainees. Building on the evaluation findings on efficiency, where the costs of 

implementing the 2014 QFT were found to be proportionate to its benefits, the revised and 

strengthened initiative with flanking binding measures is expected to bring higher benefits than 

the 2014 QFT and therefore, the benefits are more likely to outweigh the costs.  

Table 3: Efficiency - detailed comparison of options 

Options under Area 

A: Addressing the 

problematic use of 

traineeships   

Baseline A1.1 A1.2 A1.3 A2.1 A2.2 

Primary Specific 

objectives  

SO1: Facilitate and strengthen 

enforcement of applicable legislation and 

support trainees in accessing their rights 

SO2: Facilitate prevention 

of problematic use of 

traineeships 

Efficiency 0 0 + +/++ 0 0 

Indicators for 

comparing policy 

options 

 

➢ Fulfilment of objectives in view of the following costs 

➢ Compliance costs on employers/traineeship providers  

➢ Enforcement costs on public authorities 

➢ Adjustment costs for employers/traineeship providers for more frequent 

recruitment  

➢ Revenue to public sector (fines) 

Options under Area 

B: Addressing the 

poor quality of 

traineeships 

Baseline B1.1 B1.2 B1.3 B2.1 B2.2 

Primary Specific 

objectives 
 

SO3. Support fair working conditions for 

traineeships, including remuneration and 

access to social protection 

SO4: Improve the learning 

component of traineeships 

Efficiency 0 0 0 0 0 0 

Indicators for 

comparing policy 

options 

 

➢ Fulfilment of objectives in view of the following costs 

➢ Costs related to fair / proportionate remuneration and access to social 

protection 

➢ Cost to provide written agreement and on mentorship 
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➢ Enforcement costs on public authorities 

Option under Area C: 

measures improving 

access to traineeships 

Baseline C.1     

Primary Specific 

objectives 
 

SO5. Foster inclusiveness and improve access to traineeship opportunities 

Efficiency 0 0     

Indicators for 

comparing policy 

options 

 
➢ Fulfilment of objectives in view of the following costs 

➢ Compliance costs for traineeship providers and public authorities 

Option under Area D: 

Extending the scope 

of recommendations 

to all traineeships 

Baseline D.1     

Specific objectives  All 

Efficiency 0 0/+     

Indicators for 

comparing policy 

options 

 
Fulfilment of objectives in view of the following costs 

➢ Compliance costs for traineeship providers and public authorities 

All 

 ➢ One-off adjustment costs for business for familiarisation with all new 

provisions  

➢ One-off enforcement costs for public authorities for integration of new 

provisions into national law  

 

7.3 Coherence 

This section assesses the coherence of each option with the values, aims, objectives of existing 

and forthcoming initiatives of the EU (for details see Annex A12.1 on Existing EU law and 

instruments). Table 4 provides a detailed comparison. 

Under Area A, all options score positively and equally on coherence as they would  

contribute to the Treaty-based goals of promoting employment and improved living and 

working conditions (Article 151 TFEU). They are coherent with the implementation of the 

European Pillar of Social Rights, in relation to fair working conditions and with the UN SDGs, 

the EU Charter of Fundamental Rights, and the EU labour acquis in relation to fixed-term work 

which requires Member States to prevent misuse of fixed‑term contracts.   

Under Area B, all options score positively on coherence. All options are coherent with the 

Treaty-based goals of promoting employment and improved living and working conditions 

(Article 151 TFEU) and with the UN SDGs. They are also coherent with the implementation 

of the European Pillar of Social Rights regarding wages (principle 6), equal opportunities 

(principle 3), and social protection (principle 12). Coherence is also observed with the Council 

recommendation on access to social protection, which covers trainees who are workers. The 

recommendations, while making reference to the Council Recommendation on social 

protection, will encourage ensuring access to social protection for all trainees, in line with 

national legislation. All options are also highly coherent with the EU Charter of Fundamental 

Rights. Options B1.2 and B1.3 are also coherent with the EU labour acquis in relation to fixed-



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 2: Impact assessment traineeships

 

EN 69  EN 

term and part-time work and minimum wages. Policy options under Area B2 are coherent with 

the implementation of the European Pillar of Social Rights, as regards training (principle 1), 

and information about employment conditions (principle 7). All policy options are consistent 

with the EU labour acquis on transparent and predictable working conditions as they aim to 

improve the transparency of information provided (in writing) to trainees.  

Under Area C, the recommendations are more coherent than the baseline, as they will bring 

benefits for equal opportunities and inclusion of people with disabilities, in line with the EU 

Charter of Fundamental Rights, principles 3 and 17 of the European Pillar of Social Rights, 

and the Strategy for the Rights of Persons with Disabilities 2021-2030. The measures 

facilitating cross-border mobility are in line with the objectives of the Erasmus+ programme.  

Under Area D, the option to extend is found to be more coherent than the baseline with the 

above-mentioned existing and forthcoming initiatives of the EU, since all trainees, regardless 

of the type of traineeship, would benefit and the same quality principles would apply to all 

traineeships. Coherence with the Erasmus+ standards, which apply to transnational ECT in the 

field of higher education, would be ensured by strengthening working conditions in a 

complementary way. The recommendations would be sufficiently flexible to allow for the 

different standards on duration for duly justified cases, which would include MPT and some 

other traineeships, e.g. in Erasmus+ (which provides a wider range than 6 months). 

Table 4: Coherence - detailed comparison of options 

 

Options under Area A: 

Addressing the problematic use of 

traineeships   

Baseline A1.1 A1.2 A1.3 A2.1 A2.2 

Primary Specific objectives  

SO1: Facilitate and strengthen 

enforcement of applicable legislation and 

support trainees in accessing their rights 

 

SO2: Facilitate 

prevention of 

problematic use 

of traineeships 

Coherence 0 ++ ++ ++ ++ ++ 

Options under Area B: 

Addressing the poor quality of 

traineeships 

Baseline B1.1 B1.2 B1.3 B2.1 B2.2 

     

Coherence 0 ++ ++ ++ ++ ++ 

Options under Area C: Measures 

improving access to traineeships 
Baseline C1  

 
  

Primary Specific objectives  

SO3. Support fair working conditions for 

traineeships, including remuneration and 

access to social protection 

SO4: Improve the 

learning 

component  of 

traineeships 

Primary Specific objectives  
SO5. Foster inclusiveness and improve access to traineeship 

opportunities 

Coherence 0 +    

Options under Area D: Extending 

the scope of recommendations to 

all traineeships 

Baseline D1    

Specific objectives  All 

Coherence 0 +    
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Indicators for comparing policy 

options 

 ➢ Treaty Objective  

➢ Principles of EPSR 

➢ Fundamental Rights of the European Union  

➢ EU labour acquis 

➢ Strategy for rights of persons with disabilities 2021 – 2030 

(area C) 

➢ Erasmus+ (areas C and D) 

 

7.4 Proportionality  

This section assesses how the approach and the options under consideration match the 

identified problems and objectives, considering in particular the scale of the problems, the 

expected benefits and costs, and scope for national decisions. Table 5 provides a detailed 

comparison.  

Under Area A1: all options score positively with respect to proportionality as they respond to 

the identified need to strengthen the monitoring and enforcement while aiming to keep costs to 

a minimum. The combination of measures and instruments (Recommendation and Directive) 

in both options A1.2. and A1.3 give Member States enough scope to put in place monitoring 

and enforcement arrangements taking into account national systems and prerogatives. When it 

comes to the criteria for assessment, Option A1.3 with dedicated and effective controls on work 

relationships disguised as traineeships and non-compliant traineeships as well as the binding 

EU list of criteria is considered more commensurate to the challenges, as it ensures that in all 

Member States the applicable rules are implemented appropriately and coherently. Option A1.2 

does not go far enough in view of the identified problem of work relationships disguised as 

traineeships, since it is less likely to ensure a coherent and consistent approach to identifying 

work relationships disguised as traineeships by giving full scope to Member States to define 

the specific elements for controls. With regard to supporting trainees in enforcing their rights, 

the measures do not impose significant costs for Member States as such structures for 

employees and some groups of trainees already exist in most Member States, and no costs for 

businesses, while they have the potential to benefit trainees who are not granted the rights they 

are entitled to. Options A1.2 and A1.3, strike the right balance as they maximise the benefits 

by ensuring that all Member States implement the measures consistently, while at the same 

time limiting additional costs by allowing Member States to use existing structures for 

reporting malpractice, rather than creating new ones. Option A1.1 leaves all decisions to 

Member States. However, it has limited benefits and potential to effectively meet policy 

objectives (under partial implementation). In light of these considerations, option A1.3 is 

assessed most positively in terms of proportionality, followed by option A1.2 and A1.1. 

Under Area A2, both options score positively with respect to proportionality as they respond 

to the identified need to facilitate prevention of problematic use of traineeships, with small 

costs for traineeship providers. The combination of instruments (Recommendation and 

Directive) in option A2.2 acknowledges the legal limitations for the EU to act. The EU 

competencies allow legislative action at the EU level to protect and improve the situation of 

workers and the choice of a Directive for trainees considered as workers allows for more 

effective enforcement. However, setting a binding maximum duration at EU level (A2.2) goes 

too far in view of the uncertainty on the size of problem across Member States and differences 

across Member States and by type of traineeships, despite the possibility to allow for duly 

justified exceptions. Option A2.1 strikes a good balance, as the problem varies considerably by 

type of traineeship and therefore Member States are in the best position to adjust a non-binding 
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principle to the specific circumstances. In light of these considerations, option A2.1 is assessed 

most positively in terms of proportionality, while the proportionality of the option A2.2 is low. 

Under Area B1: all options address the challenges trainees are facing and have the potential for 

strong benefits, albeit at an important cost if implemented evenly in all Member States. This 

requires striking a proportionate balance regarding the measures, the scope and the choice of 

instrument. In this light, Option B1.3 combining a Directive and Recommendation would 

achieve good results towards the objectives and would give scope for Member States’ 

implementation. However, the binding measure of fair/proportionate remuneration would go 

too far, considering the important costs for businesses, and that it might thus lead to unintended 

consequences, such as shifts from paid to unpaid traineeships. Option B1.1 with exclusively 

non-binding measures gives flexibility to Member States without, however, ensuring even 

implementation across the EU. It would thus not sufficiently reach the intended objectives and 

Member States could also be hesitant to act first if others might not follow. The option therefore 

ranks low in terms of proportionality, even though the impact on costs may be lower. Option 

B1.2’s proportionality is considered as good. Its binding rules are focussed on preventing 

unjustified different treatment of trainees considered as workers while not prescribing to 

Member States any binding rules, including on remuneration. This leaves space for Member 

States to implement them according to their specific circumstances in a proportionate way. In 

light of these considerations, Option B1.2 is assessed most positively in terms of 

proportionality, while both Option B1.1 and Option B1.3 rank lower. 

Under Area B2 option B2.1, which reinforces the QFT Recommendation with provisions on 

more comprehensive written agreement while it highlights the beneficial role of a mentor, can 

have positive effects without creating binding rules for training providers. Considering that the 

QFT Recommendation already promotes the quality of learning content and Member States 

have started progressing, these additions are commensurate to the remaining challenges. Option 

B2.2 would result in too prescriptive requirement at EU level. Option B2.1 is thus considered 

to rate positively regarding proportionality, while Option B2.2 is comparable to the 

baseline. 

Under Area C: by proposing non-binding guidance, addresses the identified challenges without 

overregulating traineeship provision. By adding principles regarding access for vulnerable 

groups, cross-border and remote/hybrid traineeships it is more proportionate than the baseline, 

which does not address these issues, although clear challenges have been identified. Thus 

Option 1 is assessed as more proportionate than the baseline.  

Under Area D extending the scope of the QFT Recommendation to ECT and MPT is considered 

commensurate to the problems that have also been identified in these types of traineeships. 

This option keeps unchanged the discretion given to Member States for implementation, while 

having a potential to improve traineeships currently not covered by the QFT Recommendation. 

It is therefore considered more proportionate than the baseline. Thus Option 1 is assessed as 

more proportionate than the baseline.  

Table 5: Proportionality - detailed comparison of options 

Options under policy Area A: Addressing 

the problematic use of traineeships   
Baseline A1.1 A1.2 A1.3 A2.1 A2.2 

Primary Specific objectives  

SO1:  Facilitate and 

strengthen the enforcement of 

applicable legislation and 

SO2:  Prevent the 

problematic use of 

traineeships 
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support trainees in accessing 

their labour rights 

Proportionality 0 0/+ + +/++ +/++ 0/+ 

Options under  Area B: Addressing the 

poor quality of traineeships 
Baseline B1.1 B1.2 B1.3 B2.1 B2.2 

Primary Specific objectives  

SO3. Support fair working 

conditions for traineeships, 

including remuneration and 

access to social protection 

SO4: Improve the 

learning component 

of traineeships 

Proportionality 0 0/+ ++ 0/+ + 0 

Options under Area C: Measures 

improving access to traineeships 
Baseline C1     

Primary Specific objectives  
SO5. Foster inclusiveness and improve access to 

traineeship opportunities 

Proportionality 0 +    

Options under Area D: Extending the 

scope of recommendations to all 

traineeships 

Baseline D1     

Specific objectives  All 

Proportionality 0 +     

Indicators for comparing policy options 

➢ Uncertainty of the scale of the problem 

➢ Expected benefits and costs 

➢ Choice of instrument 

➢ Scope for national consideration 

➢ Broader subsidiarity considerations 

Table 6: Summary overview of ratings of the options 

  Area A Area B 
Area 

C 

Area 

D 

Options/Criteria A1.1 A1.2 A1.3 A2.1 A2.2 B1.1 B1.2 B1.3  B2.1 B2.2 C1 D1 

Effectiveness + ++ ++/+++ + +/++ + +++ +++ + +/++ ++ ++ 

Efficiency 0 + +/++ 0 0 0 0 0 0 0 0 0/+ 

Coherence ++ ++ ++ ++ ++ ++ ++ ++ ++ ++ + + 

Proportionality 0/+ + +/++ +/++ 0/+ 0/+ ++ 0/+ + 0 + + 

8 PREFERRED OPTION 

The preferred option is a package combining the below measures under the different 

Policy areas and consisting of a Directive and an update of the 2014 Council 

Recommendation (see Table 7). This is regarded as the most suitable combination to deliver 

on the objectives of the initiative and is also considered to be the most proportionate and 

effective option. Annex 3 provides a summary of the main combined impacts of the preferred 

option. As mentioned above, the quantitative evidence on the impacts of the options are subject 

to some data limitations (for details see the introduction to sections 2.1 and 6, and  Annex 4). 

However, the conclusions in this report are based on triangulated evidence from different 

sources (see Annex 4 for details) which supports the validity of the conclusions. 
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Table 7: The preferred package  

 Policy Options 
DIR 

 

REC 

 

A
re

a
 A

  

Option A.1.3 and Option A2.1 

• Effective controls and inspections to detect and take enforcement action 

against work relationships disguised as traineeships and non-compliant 

traineeships and overall assessment based on a list of elements defined at 

EU level. To assist the assessment: 

-Member States to define excessive duration of traineeships at national 

level 

-Employers to provide in the vacancy notices information on the expected 

tasks, learning content, working conditions, remuneration and social 

protection  

• Workers’ representatives and other actors to be able to engage in 

procedures to enforce the rights of trainees and channels to report of 

malpractice and poor traineeship conditions.  

• Recommendations  

-for effective monitoring and enforcement to ensure that the rights and 

working conditions of trainees under applicable EU and national law are 

respected 

-for maximum traineeship duration (6 months) to include 

consecutive/repeated traineeships (strengthened Principle 10) and to 

prevent employers from requesting previous work experience in vacancy 

notices  

 

X 

 

 

 

 

 

 

 

 

X 

 

 

 

   

 

 

    

 

 

 

 

 

 

 

 

 

 

X 

 

 

X 

 

 

 

A
re

a
 B

 

Option B1.2 and B2.1:   

• Ensure trainees are not treated in a less favourable manner as regards 

working conditions, including pay, than comparable entry-level workers of 

the same category in the same establishment, unless different treatment is 

justified on objective grounds. 

• Recommendations on 

  -fair/proportionate remuneration and access to social protection for all 

trainees 

   - written traineeship agreement to include additional elements to increase   

transparency and to improve the learning component (strengthened 

Principle 2)   

 - mentorship 

 

X 

 

 

 

 

 

 

 

 

 

 

 

     X 

A
re

a
 C

 Recommendations to 

1) ensure equal access to traineeships for vulnerable groups.    

2) improve cross-border traineeships.  

3) improve remote/hybrid traineeships.   

  

X 

A
re

a
 

D
 Extend the non-binding instrument to ECT and MPT  X 

A
cc

o
m

p
a

n
y

in

g
 m

ea
su

re
s 

• Improving monitoring and data collection. 

• Involvement of social partners and other stakeholders the implementation and 

monitoring of the rights and obligation arising from this initiative.  

• Strengthening awareness raising, and the exchange of best practices. 

• Financial and/or practical guidance to support employers and in particular 

SMEs, to provide high quality traineeships. 

  

X 

      X 

 

X 

X 

 

Under Area A, the preferred options are A1.3 and A2.1. Option A1.3 has the highest score in 

effectiveness, efficiency and proportionality compared to the baseline. Option A2.1, despite 

scoring lower on effectiveness it scores more strongly on proportionality. Regarding coherence, 

all options in this Area rate equally. It should be pointed out the option A2.1 relates to 

provisions on maximum duration of traineeships, on which stakeholders have expressed 

divergent views.  
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Under Area B, the preferred options are B1.2 and B2.1. While option B1.2 rates equally with 

option B1.3 on in effectiveness and efficiency, but better than B.1.1, its score on proportionality 

is higher. Option B2.1, despite scoring lower on effectiveness, it scores more strongly on 

proportionality. Regarding coherence, all options in this Area rate equally. 

Under Area C, all measures are included in the preferred package as the measures build upon 

the results of the evaluation.  

Under Area D, the option to extend the scope to all traineeships is included in the preferred 

package building upon the evaluation findings as regards the possible extension of the scope 

to ECT, the analysis in the study supporting this initiative on both ECT and MPT, as well as 

the positive scores in effectiveness, efficiency and coherence, compared to the baseline. 

The accompanying measures will also be included in the preferred package, as they will 

improve its effectiveness in reaching the objectives of the initiative.  

The impacts will be reinforced by the combination of policy options/areas. The combination 

under policy areas A and B have the potential to bring cumulative positive impacts to trainees 

in terms of better working conditions (in particular fair/proportionate remuneration and access 

to social protection) and improved learning/training components. The combination of Area A 

and C is expected to bring cumulative benefits, in particular protecting vulnerable groups from 

the problematic use of traineeships and improving access to traineeships. The combination of 

policy options under Area B and C can ensure equal treatment of trainees in terms of working 

conditions (in particular on fair/proportionate remuneration and access to social protection) and 

increase transparency, thereby rendering quality traineeships more inclusive and accessible, 

including cross-border and/or remote/hybrid traineeships. The combination of all policy 

options and the combination of the preferred instruments have the potential to contribute to 

levelling the playing field among trainees. While legislative measures will provide stronger 

protection to trainees who are workers, the proposal for Council Recommendation recommends 

Member States to ensure good quality traineeships for all trainees. In case of full 

implementation by Member States, the impact of the Council Recommendation will be the 

same as legislative measures. Also, trainees who are non-workers could benefit from spill-over 

effects of the legislative measures.  

Some stakeholders were concerned that mandatory provisions could reduce the offer of 

traineeships, in particular paid traineeships. The majority of these potentially reduced offers 

are likely to be work relationships disguised as traineeships and/or non-compliant or poor-

quality traineeships, in line with the objectives of this initiative. The risk of a reduction in the 

number of paid traineeships is expected to be further mitigated due to a fairer competition 

between law-abiding traineeship providers. In addition, employers would benefit from the 

skills and competences that trainees develop in quality traineeships. This will help addressing 

skills and labour shortages and increasing productivity and competitiveness.  

The scope of the Directive would cover all trainees considered as workers under EU law, 

regardless of the type of traineeship. Covering all trainees (including those who have no worker 

status) had to be discarded due to limitations imposed by the legal basis (see section 3.1). The 

updated QFT Council Recommendation would replace the 2014 QFT and provide 

recommendations through an updated and strengthened common policy framework at EU level 

for quality traineeships, while not setting mandatory requirements. The scope of the updated 
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QFT Council Recommendation would cover all trainees (workers and non-workers) and all 

traineeship types, i.e., OMT, ALMP, ECT and MPT. In case of overlapping provisions in the 

Directive and the updated QFT Council Recommendation for trainees who are workers, the 

provisions in the Directive would prevail. This would be clearly specified in the updated QFT 

Council Recommendation. 

The Policy options included in the preferred option respect the principles of subsidiarity and 

proportionality. The preferred option, by setting minimum standards regarding the working 

conditions of trainees who are considered as workers under EU law, and by providing 

recommendations covering all trainees in the EU, leaves room for the Member States to define 

the method and form of intervention to achieve the objectives. Thus, it does not go beyond 

what is necessary to address the problems identified and achieve specific objectives 1-5. 

8.1 REFIT (simplification and improved efficiency) 

Based on the case studies and targeted consultations under the study supporting the evaluation, 

the latter found that most stakeholders held the perception that the total costs related to the 

implementation of the QFT are proportionate to the benefits. Stakeholders highlighted benefits 

more often than costs, and, while quantification was difficult, their inability to identify 

significant costs associated with the QFT in its current form suggests that such costs are 

unlikely to be large enough to outweigh the benefits. Thus, the evaluation has not identified 

any significant burden reduction potential. 

8.2 Application of the ‘one in, one out’ approach  

The preferred option does not introduce administrative obligations for companies such as 

notifications, reports submissions, certifications. Some administrative costs might arise for 

businesses from the need to cooperate with national authorities during reinforced controls and 

inspections, but as this will be done on request the cost is expected to be marginal. This type 

of administrative cost does not require offsetting. The adjustment costs for businesses created 

by the preferred option are presented in Annex 3.   

9 HOW WILL ACTUAL IMPACTS BE MONITORED AND EVALUATED? 

Progress towards achieving the objectives of the initiative will be monitored by a series of core 

indicators related to the objectives of the initiative. These and the related data sources are 

summarised in Annex A15.2. The monitoring framework will be subject to further adjustment 

according to the final legal and implementation requirements and timeline.  

The initiative could be evaluated some years after it enters into force in line with the Better 

Regulation Guidelines (see Annex A15.3 for possible evaluation methods). This would take 

into account a two-year period of transposition by Member States, allowing enough time to 

evaluate effects on traineeships and traineeships providers, which may need time to adapt to 

the new rules, but also to gather data in line with the new requirements. To avoid additional 

administrative burden due to the collection of data/ information, the system should rely on 

established data sources to the extent possible, such as EU-LFS, the Eurobarometer, the 

Working Conditions Survey or the European Company Survey. Other input from agencies such 

as Eurofound or CEDEFOP could also be considered.  
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ANNEX 1. PROCEDURAL INFORMATION 

1. Lead DG, Decide Planning/CWP references 

The lead DG is DG EMPL, DG Employment, Social Affairs and Inclusion. 

Agenda planning: PLAN/2023/1510. 

Work Programme 2023 reference: An Economy that Works for People; Policy Objective No 

28: Fostering better traineeships; Initiative: Reinforced quality framework for traineeships 

(non-legislative and/or legislative, Q2 2023).    

The legislative proposal is to be adopted in a package with: PLAN/2023/1996 - Proposal for 

a Council Recommendation on a reinforced Quality Framework for Traineeships 

2. Organisation and timing 

An Interservice Steering Group (ISSG) was accompanying the work on the initiative. In 

addition to EMPL, representatives from SG, AGRI, CNECT, COMM, EAC, ECFIN, GROW, 

JRC JUST, REGIO and SJ were appointed to the ISSG. This ISSG was previously supporting 

the evaluation of the 2014 QFT Recommendation. 

The ISSG met five times (21 October 2022, 14 March 2023, 6 July 2023, 8 November 2023, 

14 December 2023) to discuss the study supporting the Impact Assessment, the Art 225 own-

initiative resolution of the European Parliament, the options to define the future initiative, as 

well as the draft Impact Assessment. 

The Analytical Document accompanying the second phase consultation of social partners, on 

which the Impact Assessment is based, together with the second stage consultation document, 

was adopted via a fast-track Interservice Consultation (ISC) meeting on 21 September 2023 

(DGs present: SG, EMPL, AGRI, COMM, EAC, ECFIN, SJ). The first phase consultation 

document went through a shortened ISC on 20-27 June 2023 (DGs consulted AGRI, BUDG, 

CNECT, COMM, DGT-EDIT, EAC, ECFIN, ESTAT, GROW, JRC, JUST, REGIO, 

SANTE, SG, SJ), and was adopted via urgent written procedure on 11 July 2023.   

3. Consultation of the RSB 

The Impact Assessment report was reviewed by the Regulatory Scrutiny Board (RSB) on 

13 December 2023. The RSB delivered a negative opinion and, after examining the 

resubmitted version (submitted on 1 February 2024), delivered a positive opinion with 

reservations on 22 February 2024. . The revisions introduced in response to the RSB opinion 

are summarised in the tables below.   
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(a) First RSB opinion  

RSB main reservations   Changes done in the IA 

(1) The report should clarify the 

intended scope of the initiative in 

terms of types of traineeships 

covered. It should better explain why 

the envisaged single regulatory 

approach would encompass a variety 

of employment and/or educational 

relationships with different 

characteristics and objectives, 

including regarding paid versus 

unpaid traineeships. 

A new section 5.1 was added where the personal and material scopes 

of the policy options are clarified. Also, an explanation is provided 

on the limits for EU action and how this affects the scope of the 

proposed measures.  In section 5, for each measure, the intended 

scope is clarified by describing which types of traineeships are 

covered and whether it concerns paid or unpaid traineeships. 

 

In section 2 on the problem definition and in the newly regrouped 

Annex 10, where possible, the problem is presented by type of 

traineeships and separately for trainees considered as workers 

(proxied by paid trainees) and trainees who are non-workers (unpaid 

trainees). This demonstrates that the problem is common among all 

types of traineeships, but to a varying degree.   On the basis of this 

analysis in section 5.1, an explanation is provided on why one single 

regulatory approach is adopted for all types of traineeships. It is also 

clarified why different regulatory approaches are envisaged for paid 

and unpaid traineeships.  

It should define what is considered a 

“quality” or non-problematic 

traineeship, and whether the relevant 

parameters differ by category of 

traineeship. 

In the introduction to section 2.1, definitions are provided on how 

the following terms are used in the IA report: “non-problematic 

traineeship”; “problematic use of traineeships”; “quality traineeship” 

and “poor quality traineeships”.  

An explanation is also provided on parameters used to identify each 

of these categories.   

It should justify the single approach 

on the proposed duration for all types 

of traineeships, while being clearer 

on the scope of justified exemptions 

and flexibility given to Member 

States to reflect adequately national 

conditions 

A justification for the approach on duration was added at the 

beginning of section 5.3.2. In the description of Policy Options A2.1 

(non-legislative) and A2.2 explanations were given on the scope of 

justified exemptions and flexibility given to Member States. 

It should explain the difference 

between the treatment of trainees 

considered as workers and others. 

A new section 5.1 on the personal scope of the options, including an 

explanation of the different treatment of trainees, was added. 

Furthermore, a new section was added in the introduction of section 

2 explaining the different possible labour market statuses of trainees 

at national level and in which cases a trainee is considered as a 

worker under EU law.  

The report should use clearer, more 

specific language when describing 

non-quality traineeships, and in 

particular disguised work. 

The term “work relationship disguised as a traineeship “was 

introduced to refer to situations of “disguised work”.  In the 

introduction to section 2.1 the difference between “non-quality 

traineeships” (i.e., poor quality traineeships) and “disguised work” is 

explained and definitions were added.  

The consistency on the use of such labels to address the problems 

throughout the IA report was ensured: i.e., the term “work 

relationship disguised as a traineeship” is used to refer to “disguised 

work” and the term “poor quality” for “non-quality traineeships”.    

(2) The report should be more 

transparent about the limitations and 

robustness of the supporting 

evidence.  

 

In the introduction to Annex 4 a summary on the limitations and 

robustness of the supporting evidence was added with specific 

references to subsections where these issues are discussed in detail.  

Also, a new section was added in the introduction to section 2.1. 

where these issues are outlined.   

It should elaborate on the scale of the 

problems and differentiate between 

Throughout section 2.1 on problem definition, where possible, an 

analysis of the scale of the problem is presented by type of 

traineeships. In section 2.3 an analysis of the problem drivers is also 
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the specific problems affecting each 

type of traineeship covered. 

presented by type of traineeships on the basis of the results of the 

legal analysis. Annex 10, which has been renamed ‘Problem 

definition by type of traineeships’ comprises now all relevant more 

detailed information in one place. 

It should clarify to what extent level 

playing field and unfair competition 

issues play a role and what the 

available evidence on this regarding 

traineeships is. 

In the introduction to section 2.1.1 and in section 2.2 it was 

clarified that the problematic use of traineeships leads to uneven 

playing field and unfair competition among companies. A 

conceptual explanation of the issue has been provided.  

 

It should be clear whether some 

geographical regions or specific 

sectors might be significantly more 

affected by the problems than others, 

and if so, explain why no more 

targeted measures were considered. 

In the introduction to section 2.1 a paragraph was added on the 

sectoral and geographical distribution of the prevalence of 

traineeships. In section 2.1.1 some evidence from the literature is 

provided for some Member States and sectors. In Section 2.1.2  

evidence is provided by sectors based on the study supporting the 

evaluation. Annex A7.4 was also strengthened with additional data 

on sectoral distribution. In section 5.1 it has been clarified that 

similar problems have been identified for all economic sectors 

therefore,   more targeted measures were not considered.   

The report should provide a realistic 

and balanced picture of the 

problems’ evolution supported by 

robust evidence. 

 Section 5.1 of the report was strengthened in order to provide a more 

realistic and balanced picture of the problem’s evolution. More 

specifically, we added an overview on drivers of labour shortages in 

the EU, and how the “race for talents” could explain certain 

improvements between 2013 and 2023. We discussed that the 

emergence of labour shortages seems to concern only certain sectors 

and that in certain occupations poor working conditions do not seem 

to be offset by the “race for talent.”  

 

We also clarified that, in a foresight perspective, the above structural 

drivers will continue to play a significant role, but we also argued 

that a quick and even increase in the quality of traineeships will not 

materialise, without improvements to the current QFT. 

(3) The report should explain 

whether some Member States have 

been able to tackle the problems 

identified, and if so, how has this 

been taken into consideration.  

It should explain why national rules 

regulating the aspects covered by the 

initiative are not sufficient or not 

adequate. 

References to existing policies of Member States to tackle some of 

the problems the initiative aims to address have been included, also 

in Section 3.2. These have mainly been identified in the legal 

analysis (Annex 9) and stakeholder contributions and have inspired 

the design of the options. 

Additional information and explanations on gaps in Member States’ 

policies and regulations to tackle the identified problems are 

provided in Section 2 and Section 3.2, drawing from the findings of 

the 2023 evaluation of the 2014 QFT, the legal analysis conducted in 

support of the impact assessment report and stakeholder 

contributions. 

The views of all stakeholders should 

be clearly and consistently recorded 

throughout the analysis. 

The views of different stakeholders are now more clearly presented 

throughout the report. In particular, the views of employer 

associations have been better integrated based on the results of the 

two-phase social partners’ consultation and the evaluation of the 

2014 QFT. The evaluation was also used to present more clearly the 

inputs from national authorities from Member States. Finally, the 

different and sometimes contrasting views of stakeholders (including 

social partners) have been referred to more explicitly.  

The report should demonstrate why 

legislative action at EU level is 

necessary and justified. It should 

elaborate on the EU value-added and 

should explain how differences 

among Member States and their 

respective labour markets and 

governance regimes will be 

considered. 

Additional information and explanations are provided in Sections 3.2  

and 3.3.   

The presentation of policy options and the comparison of options 

have been revised to explain how the specificities of Member States’ 

national regulations, including in particular enforcement regimes and 

(professional) education and training systems, are considered. The 

assessment of binding and non-binding policy options was revisited 

in light of proportionality considerations.  
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(4) The report should provide a more 

developed and dynamic analysis of 

the baseline that adequately reflects 

all available evidence on the likely 

evolution of the labour market and 

the offer and conditions of 

traineeships in the EU.  

It should better incorporate foresight 

analysis on the broader demographic 

and labour market trends, such as the 

increasing scarcity and race to find 

and retain talent, the observed 

increased rates of paid and cross-

border traineeships, and the 

economic incentives for employers to 

invest in quality traineeships in view 

of expected productivity and 

competitiveness benefits. 

Section 5.1 of the report was strengthened in order to provide a more 

realistic and balanced picture of the problems’ evolution and to 

integrate foresight analysis. More specifically, an overview on 

drivers of labour shortages in the EU and an explanation of how the 

“race for talents” could explain certain improvements between 2013 

and 2023 were added. The section clarifies that the emergence of 

labour shortages seems to concern only certain sectors and that in 

certain occupations poor working conditions do not seem to be offset 

by the “race for talent.”  

(5) The report should include 

estimates of costs and benefits of the 

options. The cost-benefit analysis 

should provide monetised estimates 

to the extent possible, presenting 

total costs and benefits, as well as 

administrative and adjustment costs.  

This should include the estimates of 

the increase of labour costs to 

businesses resulting from the 

requirement to provide fair and 

proportionate renumeration for 

trainees considered workers and the 

recommendation to provide fair and 

proportionate remuneration and 

access to social protection for all 

trainees. The report should also 

provide the estimates of the costs to 

businesses to undergo inspections. 

 

Section 6 of the report has been strengthened with rough proxy 

estimates for quantification/monetisation of benefits and costs of the 

options, to the extent possible. A summary table of the main costs 

and benefits which were possible to quantify was included at the end 

of section 6. All cost and benefits are also presented in tables in  

annex A13.3. This includes costs to businesses resulting from the 

requirement to provide fair and proportionate renumeration for 

trainees considered workers and the recommendation to provide fair 

and proportionate remuneration and access to social protection for 

all trainees. It was clarified in the report that the costs for businesses 

to undergo inspections are expected to be negligible as they will take 

place in the framework of business-as-usual operations.   

The analysis should better explain 

the uncertainties and more clearly 

present the costs and benefits that 

result from the Directive and the 

Recommendation by adequately 

reflecting biding and non-binding 

nature of the measures. 

  

In the introduction to Annex 4 a summary of the uncertainties 

regarding estimation of costs was added with specific references to 

subsections where these issues are discussed in detail. In the 

introduction to Section 6 a paragraph was added explaining the 

limitations and robustness of the supporting evidence for the 

quantification/monetisation of impacts with reference to Annex 4 

where more information is given on the limitations of the underlying 

data. A table has been added to the end of Section 6 and in Annex 

A13.3 where the costs and benefits that result from the Directive and 

the Recommendation are shown. 

(6) The report should include a more 

developed and better substantiated 

analysis of unintended consequences. 

It should be clearer how the different 

options could affect the  

availability of traineeships. It should 

comprehensively assess the risk of a 

reduction in the number of quality 

traineeships due to higher costs to 

employers. It should examine 

potential impacts as regards the 

Section 6.9 on unintended consequences was added. While it is not 

possible to quantify the impacts on the future offer of traineeships 

and the risk of potential shifts from paid traineeships to unpaid 

traineeships, the discussion was developed and the section takes into 

account the different impact per type of traineeships, stemming from 

the existing regulatory approaches and practices at national level.  
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future offer for trainees and the risk 

of a potential shift to the less 

regulated traineeships.  

It should also assess whether treating 

traineeships differently, based on 

their worker status, could affect the 

level playing field. 

A discussion was added in section 2.1 where it is highlighted that the 

diversity of national systems with regard to the classification of 

trainees results in considerable differences in trainees’ access to 

labour rights and social protection.  This situation also puts unpaid 

trainees (vis-à-vis paid trainees) and providers of paid traineeships 

(vis-à-vis their competitors providing unpaid traineeships) at an 

unfair disadvantage. Furthermore, in section 5.1 it is explained that 

due to limitations in the legal basis the EU can only propose binding 

measures for trainees considered as workers under EU law. Taking 

into consideration concerns that this could affect the level playing 

field, the preferred option includes a proposal for a Directive for 

trainees considered workers and a Recommendation for all trainees. 

This combination is expected to level the playing field. Also, trainees 

who are non-workers could benefit from spill-over effects of the 

legislative measures.  Thes arguments were presented in section 8.  

 

The report should present the 

impacts on competitiveness of the 

most affected sectors and actors, in 

particular SMEs.  

It should also present in concrete 

terms the envisaged support for 

SMEs and assess mitigation 

measures for SMEs. 

 

Qualitative assessment of the impact on business competitiveness 

(including for SMEs) have been added as relevant in the report 

(sections 2.1.1, 2.2, 2.3.2, 2.3.5, 3.3) with explanations of the 

potential short- and long-term effects of relying on cheaper labour. 

 

More details on the SMEs, including suggestions on how the 

support measures could be used to the benefit of SMEs, as well as a 

justification for the lack of exemption measures for SMEs, were 

added in section 5.7 and 6.  

(7) The report should assess and 

compare all relevant options 

including a fully non-legislative 

option. 

A fully non-legislative option was integrated for areas A and B 

(sections 5.3 and 5.4), whereas the options in areas C and D were 

already non-legislative only. Their impacts are presented 

respectively in areas A and B in the impact section (6.2 and 6.3) and 

included in the comparison of options (section 7).  

In light of this change and in view of proportionality considerations, 

the options in areas A and B have also been slightly restructured and 

reconsidered.   

It should provide a substantive 

discussion and comparison of the 

options in terms of proportionality. 

It should explain thoroughly how 

proportionate the options are, given 

the uncertainty on the scale of the 

problems, the expected benefits, and 

costs, as well as broader subsidiarity 

considerations. 

The new section 7.4. on proportionality assesses how the considered 

options match the identified problems and objectives, considering in 

particular the scale of the problems, the expected benefits and costs, 

and the potential and necessary scope for national action. The 

summary overview of the ratings of the options is provided in Table 

2 while more details are provided in Annex A13.2.  

 

 

(b) Second RSB Opinion 

RSB main reservations   Changes done in the IA 

(1) While the revised report better 

acknowledges the limitations of the 

evidence base 

regarding the scale of the problems 

and the expected impacts of 

measures, it does not 

New paragraphs have been added in the introduction of sections 7 

and 8 to explain that, while the quantitative evidence on the impacts 

of the options is subject to some data limitations (as explained in the 

introduction to sections 2.1 and 6, and  Annex 4), the conclusions in 

this report are based on triangulated evidence from different sources 
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systematically reflect such 

limitations throughout the analysis 

and in the findings. It 

should qualify its conclusions 

according to the validity of the 

underlying evidence, in 

particular where alternative views 

might be equally plausible.  

(as described in Annex 4) which ensures the validity of the 

conclusions. 

Furthermore, sections 7 and 8 have been revised to further align them 

with the narrative in the rest of the report. 

When relying on 

stakeholder views and surveys, the 

report should address the risk of 

biased responses. 

The text at the end of section 2.1 (right before subsection 2.1.1) was 

changed to clarify that the analysis was conducted in full awareness 

of the inherent subjectivity of some data sources, as well as of the 

fact that not all data sources are statistically representative. 

A short explanation was added at the beginning of section A4.10 of 

the Annex (“Methodologies for Stakeholder Consultation”) with a 

reference to the relevant Better Regulation Tools (51-55).  

As the report argues that the 

problems seem to be more prevalent 

in certain sectors or certain Member 

States and less in others where there 

seem fewer quality issues, this 

should be better reflected in the 

analysis. 

Section 6.1 has been revised to clarify that the expected impact will 

be stronger in Member States and sectors where the prevalence of 

trainees is more pronounced (assessment by type of traineeship 

where available). Also, it has been explained that the impacts will be 

stronger for sectors where, despite labour shortages, working 

conditions have not been improving.  

Section 6.2 was also revised to include information regarding the 

sectors which would potentially benefit more. Finally,  section 6 was 

revised by presenting, where possible, a list of Member States which 

are likely to be more impacted by the different policy options.   

(2) The report should better and more 

consistently assess the relevance and 

significance of level playing field 

and unfair competition issues argued 

to result from the problematic use of 

traineeships. It should be more 

consistent in reconciling its 

assessment on the 

importance of unfair competition, 

with the small overall percentage of 

trainees in businesses and the 

resulting small impact on 

competitiveness. It should explain 

the potentially conflicting 

argumentation on the substantial role 

of competition issues, and 

how these will affect businesses. It 

should, in addition, substantiate with 

evidence their significance in view of 

the diversity of national labour 

market regulatory approaches, and 

the differences of labour costs 

between Member States. 

It was clarified throughout the text (sections 2.1.1, 2.2, 3.2, 3,3, 5.2, 

5.7, 6.2.2, 6.3.2 of the main report; section A5.2 of the Annexes) that 

although the size of the (current and projected) population of trainees 

is relatively small compared to the overall working population, a 

suboptimal use of traineeships could in principle have a 

disproportionately negative impact on businesses, which rely on 

young talent and an innovation-friendly mindset for their growth.   

Where appropriate (e.g., section 5.7), it was also clarified that to the 

extent that a lack of EU action could (even indirectly) encourage a 

competition based purely on labour cost, this would constitute an 

undesirable dynamic, which should be avoided irrespective of the 

relative prevalence of traineeships.  

It was also mentioned (see section 3.3, 6.6) that this impact would 

arguably be more noticeable in those Member States where the 

problems identified in the analysis are more pronounced (as detailed 

in Annex 9 of the report).  

Finally, in section 6.2.2 it was clarified that expected economic 

benefits for traineeship providers in terms of level playing field/fair 

competition would be proportionate to the number of trainees in 

problematic traineeships, who will benefit from the initiative.  

The report should better assess the 

effect of additional binding measures 

envisaged for paid traineeships on 

the level playing field between 

“worker trainees” and “unpaid 

trainees”. 

In section 6, for each of the binding measures (i.e. A1.2, A1.3, A2.2, 

B1.2, B1.3, and B2.2), the (possible) impact on the level playing field 

between “worker trainees” and “unpaid trainees” has been described.  
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It should further assess potential 

unintended consequences, such as 

the risk of having fewer traineeships. 

Section 6.9 was slightly revised to avoid giving the impression we 

are underestimating certain unintended consequences, in particular 

the risk of having fewer traineeships (at least for some types of 

traineeships). 

(3) The report should explain if other 

combinations of measures than the 

preferred combination have been 

assessed and whether the latter is 

overall the best performing one. 

A paragraph was added in the introduction to section 5.1 where the 

approach to building policy options and assessing the impacts was  

explained.  It is clarified that no other combinations of measures have 

been assessed besides the preferred combination.  The policy options 

were structured under four different areas in order to establish a clear 

link between the identified problems and policy options. For each 

area, a number of alternative policy options were identified which 

were assessed and compared against the baseline scenario and one 

preferred option was identified for each area. These four preferred 

options were combined to form the preferred option for the overall 

initiative for which the combined effects were assessed in section 8.  

The report should better explain what 

differentiates the two legislative 

options B1.2 and B1.3 and their 

impacts.  

The description of the legislative options B1.2 and B1.3 in Section 

5.4.1 of the report was revised in order to clarify the difference 

between option B1.2 (which incorporates non-legislative option B1.1 

and introduces the principle of non-discrimination for all working 

conditions, including remuneration) and option B1.3(which implies 

a binding measure introducing an individual right to 

fair/proportionate remuneration, but does not bring any protection as 

regards other working conditions beyond remuneration). 

The description of the social (Section 6.3.1) and economic (Section 

6.3.2) impacts of options B1.2 and B1.3 was adapted accordingly, 

clarifying that, in terms of costs and benefits, similar impacts can be 

expected for both options as regards remuneration. It was also 

clarified that, unlike option B1.2, option B1.3 cannot be expected to 

produce any benefits or costs related to other working conditions 

beyond remuneration. 

The tables with the detailed 

comparison of options in Annex 13 

should be brought forward in the 

main report. 

The tables with the detailed comparison of options in Annex13.2 

were included in section 7 of the main report. 

 

4. Evidence, sources and quality 

The following sources have fed into the Impact Assessment: 

• Study commissioned from external experts: "Study exploring the context, challenges and 

possible solution in relation to the quality of traineeships in the EU" by consortium of 

EY, CEPS and Open Evidence (forthcoming). 

• European Commission (2023) Evaluation of the Council Recommendation on a Quality 

Framework for Traineeships (SWD(2023) 9 final).  

• External study supporting the evaluation of the Quality Framework for Traineeships, 

Final Report, January 2023: 

https://ec.europa.eu/social/BlobServlet?docId=26544&langId=en  

• A review of national legislation and case law on trainees (EU-27) – Country reports 

provided by the European Centre of Expertise (ECE). 
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• ECE expert brainstorming workshop to explore legal options to improve the quality of 

traineeships, 29 June 2023. 

• The Flash Eurobarometer survey on the perception of young people regarding their 

integration into the labour market, with a particular focus on traineeships.  

• The results of the ‘SME panel’ survey on quality traineeships, which ran from 12 October 

to 9 November 2023.  

• Relevant academic literature, as referred to in footnotes.  



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 4: Impact assessment traineeships part 2

 

 

12 

 

ANNEX 2. STAKEHOLDER CONSULTATION (SYNOPSIS 

REPORT) 

Stakeholders' views have been an important element of input to this impact assessment, notably to 

develop and assess the policy options. The following inputs have been taken into account: 

1. EU-level social partners’ consultation: as required by Article 154 TFEU, a formal two-phase 

consultation of the social partners at EU level was carried out prior to submitting this proposal 

in the social policy field. The first phase of the social partners’ consultation took place between 

11 July and 15 September 2023. The second phase lasted from 28 September to 9 November 

2023.  

2. European Parliament resolution of 14 June 2023 with recommendations to the Commission 

on quality traineeships in the Union (2020/2005(INL)): this resolution, containing two annexes 

with draft proposals for EU-level legislation, was adopted under Article 225 TFEU. 

3. Opinions by consultative bodies (European Economic and Social Committee; Committee of 

the Regions) and final report of the Conference on the Future of Europe. 

4. Other consultation activities: 

4.1. As part of the study exploring the context, challenges and possible solutions in relation 

to the quality of traineeships in the EU (thereafter “the supporting study”), an online 

survey was conducted with national stakeholders to gather information on current 

practices of businesses regarding traineeships, identify good practices implemented in 

Member States and their impacts on the quality of traineeships. The survey ran from 15 

June 2023 to 8 September 2023 and was targeted to national public authorities, national 

business/employer associations, individual businesses, national trade unions, national 

youth organisations, civil society organisations and educational institutions. Targeted 

interviews with EU-level stakeholders were also carried out. 

4.2. A dedicated “SME Panel” survey was conducted in cooperation between DG EMPL, 

DG GROW, EISMEA and with the support of the European Enterprise Network (EEN), 

between 12 October 2023 and 9 November 2023. 

4.3. Bilateral meetings and position papers from EU and national trade unions, employer 

organisations and youth organisations.  

4.4. Flash Eurobarometer 523: the Flash Eurobarometer looked into the perceptions of young 

people regarding their integration into the labour market, with a particular focus on 

traineeships. Between 15 and 24 March 2023, 26 334 people between 18 and 35 years 

from all EU Member States were surveyed online. 

No public consultation was held, as during the preparation of the proposal a broad variety of 

consultation activities took place, and a public consultation was already held as part of the 

Commission's 2023 evaluation of the QFT1 (thereafter “the evaluation”). The evaluation also 

included targeted consultations of national and regional authorities responsible for education, 

training and employment policies, social and economic partners, education and training providers, 

academic experts working on labour market issues, organisations representing young people, 

young (former, current and potential future) trainees, as well as other relevant stakeholders at 

European, national and regional level. To adequately reach these stakeholders, different 

consultation activities and methods were used, such as interviews, targeted consultation meetings, 

 
1 European Commission (2023) Evaluation of the Council Recommendation on a Quality Framework for Traineeships (SWD(2023) 

9 final). 
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a targeted trainees survey, and case studies. A detailed description of these activities and their 

outcome can be found in the evaluation. 

A2.1. EU-level social partners’ consultation 

Results of the first phase of the consultation 

During the first phase of the consultation (11 July 2023 - 15 September 2023), 13 recognised 

social partners contributed with written replies: Four trade union organisations (European 

Trade Union Confederation (ETUC); Confederation of Independent Trade Unions (CESI); CEC 

European Managers; European Council for Professionals and Managers (Eurocadres)) and nine 

employer organisations (BusinessEurope; SGI Europe; SMEunited; European Chemical 

Employers Group (ECEG); Council of European Employers of the Metal, Engineering and 

Technology-Based Industries (CEEMET); Hotels, Restaurants and Cafés in Europe (HOTREC); 

EuroCommerce; European Hospital and Healthcare Employers’ Association (HOSPEEM); 

Council of European Municipalities and Regions (CEMR).  

Trade unions welcome the Commission’s intention to update the QFT. They consider that, while 

the principles of the QFT remain relevant, trainees need binding protection (in the form of a 

directive) to ensure fair compensation, working conditions and social protection. It should ensure 

access to all rights enjoyed by regular workers under existing EU legislation.  

ETUC adds that a directive should not jeopardise the possibility of social partners to maintain, 

conclude and enforce collective agreements that also cover traineeships. It also notes that an EU 

initiative should not create a new category of workers, reduce existing rights for trainees nor 

interfere with any existing practice, law or collective agreement regulating vocational education 

and training.  

Regarding references for remuneration, CESI proposes to link compensation to the Minimum 

Wage Directive ((EU) 2022/2041), while CEC European Managers suggest a minimum threshold 

for remuneration linked to a common reference indicator.  

Trade unions also state that the directive should set minimum standards for duration and renewal, 

learning objectives (to be included in vacancy notices), mentoring and supervision (to be clearly 

distinguished), transparent information and procedures, monitoring and reporting channels, a 

maximum number of trainees per company/organisation, and access to trade unions and 

representation. CESI calls for these aspects to be formalised in a written agreement and suggests 

requiring vacancy notices to be free of biased or discriminatory language. On work relationships 

disguised as traineeships, trade unions underline that trainees who are subject to the same working 

conditions (equipment, working hours, workload, treatment etc.) as workers employed in the same 

workplace should also benefit from the same rights and protections and be considered as workers. 

They state that the EU initiative should convey a strong message that using traineeships as a model 

to replace regular working contracts is not acceptable. Trade unions underline that the objective of 

a directive should be to introduce quality criteria and to prevent work relationships disguised as 

traineeships by setting minimum and maximum durations for traineeships and specific conditions 

for their renewal or extension. ETUC suggests that additional measures could entail cooperation 

between Member States and the European Labour Authority. In this regard, ETUC also stresses 

the importance of strengthening labour inspectorates.  
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Regarding remote traineeships, trade unions consider that trainees’ working arrangements need 

particular consideration in such settings. ETUC also considers it important for a directive to recall 

the application of the principle of reasonable accommodation for trainees, in particular in view of 

trainees with disabilities. 

As for the scope of a possible directive, trade unions hold slightly different views. ETUC notes 

that a directive should cover traineeships offered on the open labour market, in the context of 

active labour market policies and as a mandatory part of professional training, therefore excluding 

traineeships done as part of educational or training curricula, as these fall under Member State 

competence. CESI notes that open market traineeships, those promoted under the Youth Guarantee 

and those required as vocational training should be within the scope of the directive. Eurocadres 

is of the view that the scope should be widened to include all four types of traineeships. CESI also 

considers that unpaid trainees should also be considered as workers.  

As regards a potential update of the Council Recommendation, ETUC stresses that it should cover 

all types of traineeships, while apprenticeships should remain excluded. ETUC highlights the 

following as quality aspects to be covered: the level of trainees’ allowances; access to social 

protection; mentorship (and possibly remuneration of mentors); inclusiveness (in particular with 

regards to workers with disabilities); and cross-border aspects of traineeships.  

ETUC supports, as part of ALMPs, the provision of subsidies to companies that invest in high-

quality traineeship opportunities. It points out that it is important to closely monitor companies 

that offer one or multiple consecutive traineeship positions.  

CEC European Managers note that more quantitative and qualitative data are needed. The criteria 

set by the QFT could serve as indicators in the collection of this data. They emphasise that an 

increased burden on employers and trainees should be avoided and suggest that data collection 

methods could be integrated or complement existing national or sectoral initiatives. They also 

suggest that an EU-level digital platform for traineeships (integrated in existing platforms like the 

European employment services network (EURES)) could improve transparency and facilitate the 

exchange of experiences, in particular to support cross-border traineeships. Supporting measures, 

for example in the area of coaching and mentoring, could also be integrated into such a platform.  

Trade unions confirm their willingness to start negotiations with employers under Article 155 

TFEU.  

Employers consider that the principles of the 2014 Council Recommendation on a Quality 

Framework for Traineeships (QFT) remain relevant. In their opinion, a stronger focus should be 

placed on its implementation and monitoring, but for them the QFT nevertheless strikes the right 

balance between promoting minimum standards and preserving flexibility. BusinessEurope, 

SMEunited, EuroCommerce and CEEMET notably stress the principle of a common 

understanding of the learning outcomes to be gained, while providing for flexibility for these to 

change during a traineeship. HOTREC and CEEMET emphasise the importance of the learning 

content that should be reflected in the tasks assigned to trainees.  

In terms of avenues for future EU action, employers consider that a reinforced Council 

Recommendation would be an appropriate instrument. As for a directive, employers warn that an 

overly prescriptive approach could give rise to unintended adverse consequences, such as 

disincentives to offering traineeships by creating more operational and reporting burdens, which 

could particularly weigh against SMEs. 
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Employers highlight that the current QFT principle on informing whether an 

allowance/compensation is applicable is still appropriate and sufficient. They also underline the 

need to uphold the contractual freedom of social partners when it comes to collective 5 bargaining 

on pay. Moreover, employers consider it more appropriate to use the term compensation instead 

of remuneration. They also recall that providing in-job training to young people entails indirect 

costs for businesses, for example as regards supervising the trainee. On social protection, 

employers highlight the subsidiarity principle and therefore do not consider that EU action is 

needed in this area.  

Employers highlight the lack of data, in particular on open market traineeships and on the link 

between pay and the quality of traineeships. SMEunited notes that the lack of data makes it difficult 

to identify and quantify what types of traineeships are the most exposed to potential problems. 

CEMR highlights in particular the lack of data on the quality of traineeships that are part of formal 

education and training.  

Regarding a potential revision of the Council Recommendation, BusinessEurope notes that the 

impact of remote forms of learning and working and the impact of the green transition could be 

explored, while SMEunited does not support including principles on hybrid or remote traineeships. 

CEMR sees merit in strengthening cross-border coordination.  

BusinessEurope, SGI Europe, EuroCommerce and CEEMET would also see merit in 

complementing the existing Council Recommendation with additional supporting actions, notably 

mutual learning and awareness-raising activities, for example through the creation of a dedicated 

group of Member States and relevant stakeholders, but without creating a new permanent structure. 

SMEunited suggests using intermediate bodies dedicated to supporting SMEs, for example 

through the exchange of good practices, by explaining to SMEs legal requirements, by providing 

guidance on how to promote diversity, and by offering tailormade support, training, and advice in 

a business language. Employers also consider it relevant to engage in a wider reflection on the role 

of career guidance and advice. SGI Europe and SMEunited would welcome financial support to 

employers, in particular for SMEs, for example to offer mentorship and post-placement support. 

BusinessEurope and EuroCommerce consider that hiring incentives as part of active labour market 

policies could be helpful if they respect employers’ freedom regarding hiring decisions.  

On the possible abuse of traineeships to disguise regular work relationships, BusinessEurope 

recalls that while trainees should not end up in a constant cycle of traineeships, traineeships (in 

particular those that are part of formal curricula in education) are also a way to try out several 

different occupations. SMEunited considers that work relationships disguised as traineeships are 

best addressed at national level. HOTREC and CEEMET underline that problematic traineeships 

should be eliminated, though HOTREC would not agree with defining a maximum duration nor 

with setting specific conditions for renewal or extension. CEEMET adds that traineeships of longer 

duration could be justified in some cases. ECEG and CEEMET consider that non-binding 

measures could be considered for addressing work relationships disguised as traineeships and that 

the QFT already sufficiently addresses the issue of extensive traineeship duration. ECEG considers 

that the current QFT enforcement mechanisms should be strengthened, while CEEMET calls for 

greater enforcement at national level.  

As to the scope, employers do not support enlarging it compared with the current QFT. CEMR 

suggests instead to limit the current scope, focusing on open market traineeships only. 

BusinessEurope, SGI Europe, SMEunited and CEMR argue that traineeships that are part of 

formal education and training processes are already subject to structured and regulated governance 
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systems at national level, with established learning outcomes, oversight and well-established 

quality assurance, and certification systems. HOTREC, ECEG, and HOSPEEM make the same 

argument for traineeships of which the completion is mandatory to access certain professions. 

EuroCommerce, CEEMET, ECEG, and CEMR underline the limitations 6 of Articles 165(4) and 

166(4) TFEU. BusinessEurope and SMEunited also mention the need to differentiate between 

traineeships and apprenticeships and to avoid overlaps between different EU instruments. 

BusinessEurope states that as regards cross-border mobility, it would be better to prioritise efforts 

on the cross-border mobility of apprentices, while SMEunited would be in favour of better support 

for cross-border traineeships.  

Employers do not identify any scope for a European level social dialogue process on this subject. 

Results of the second phase of the consultation 

During the second phase of the consultation (28 September 2023 - 9 November 2023), the same 

13 recognised social partners contributed with written replies as during the first phase of the 

consultation.  

Objectives of a possible EU action  

Trade unions stress that the main objective of EU action must be to set binding minimum 

standards for traineeships in the EU and to establish a level playing field discouraging abuse. 

Specifically, ETUC and Eurocadres highlight that the initiative should ban unpaid traineeships and 

support trainees in accessing their rights. It should support the prevention, detection and combating 

of work relationships disguised as traineeships. Finally, the initiative should improve the quality 

and accessibility of traineeships. CEC European Managers adds that traineeships should be 

integrated into lifelong learning policies and schemes and cautions about presenting traineeships 

as a means to address labour shortages.  

Employers stress that the purpose of a traineeship is to provide skills that will increase 

employability and enhance employment prospects. The objectives to address the problematic use 

of, improve the quality of and foster access to traineeships are supported.   

Potential avenues for EU action  

Trade unions acknowledge the importance of combatting work relationships disguised as 

traineeships. They argue that alongside the potential measures outlined by the Commission to 

support the detection and combatting work relationships disguised as traineeships, there is a need 

to establish common binding quality standards for traineeships across the EU.   

ETUC stresses in this regard that a decrease in the number of work relationships disguised as 

traineeships may lower the overall number of traineeships, but should be seen as a positive impact 

of the initiative. Moreover, ETUC and Eurocadres highlight that a higher quality of traineeships 

will also improve the access to traineeship opportunities for persons in vulnerable situations.  

In this regard, trade unions largely agree with the potential measures on quality traineeships 

presented in the Commission’s consultation document. They notably call for the following quality 

standards to be included:  
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• A written contract registered with relevant authorities according to national practice, 

allowing for transparency, adequate control, and data collection;  

• Setting of a maximum duration of a traineeship for 6 months and in exceptional 

circumstances for one year (where duly justified) and the forbidding of the renewal of the 

traineeship with the same employer;  

• Forbidding employers to require candidates for traineeship positions to have previous work 

experience (including traineeships) in the field of activity;  

• Dedicated complaint channel for reporting work relationships disguised as traineeships;  

• Setting a maximum ratio of trainees in a company (max 20% of the workforce);  

• Setting up learning objectives and adequate mentoring and supervision arrangements in the 

written contract, whereby CEC Managers suggests foreseeing a detailed learning plan, 

certification of traineeship programmes and a limit on the number of trainees per mentor 

coupled with the provision of sufficient resources for mentoring, and Eurocadres argues 

that the Council Recommendation 2022/C 243/03 on individual learning accounts may 

offer a partial solution to ensure decent learning content;  

• Access to workers' representatives and trade unions;  

• Right to a remuneration not lower than the minimum wage in line with Directive (EU) 

2022/2041 on adequate minimum wages in the EU and collective agreements. CEC notes 

that trainees’ remuneration should be set in line with the standard of living in each Member 

States, while CESI argues that, for ECT, the policy objective should be an allowance to 

cover the costs of living. ETUC notes that the compatibility of any traineeship allowance 

with benefits (in particular those related to disability) should be strongly encouraged;  

• Access to social security applicable for workers according to national practice and in line 

with Council Recommendation (2019/C 387/01) on access to social protection for workers 

and the self-employed;  

• Occupational health and safety protection in line with EU and national law and respect of 

rest periods in line with the Working Time Directive (2003/88/EC);  

• EU action should be accompanied by measures to support enforcement authorities and 

allow for access to justice by trainees and trade unions.  

Employers agree with some of the suggested avenues for action. On the misuse of traineeships, 

employers, with the exception of CEMR and HOTREC, agree that having an indicative common 

understanding at EU level would be a useful step to ensure that all relevant actors, especially 

employers, trainees and regulatory authorities, have an objective set of criteria against which to 

assess the conduct of a traineeship. National authorities should carry out dedicated checks and 

inspections, while not increasing reporting obligations for employers. ECEG suggests that the 

exchange of good practices could support addressing the misuse of traineeships.   

Employers can support clarifying that the reasonable maximum duration of traineeships as set out 

in the 2014 QFT (6 months, except where a longer duration is justified) can cover several 

traineeships, but there should be no legally binding limit. SMEunited adds that having to provide 

justification for longer traineeships would generate additional burden for SMEs. Employers also 

agree that candidates for traineeships should in principle not be required to have previous work 

experience in the field of activity. However, they are opposed to include information on the level 

of remuneration in their vacancy notices.  

As regards remuneration, employers state that trainees who are workers under national law should 

be subject to the applicable rules on remuneration, social protection and intellectual property. 

BusinessEurope and SGI Europe stress that in such cases, there can be objective grounds for a 
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lower level of remuneration, considering the learning component of traineeships. BusinessEurope 

and SMEunited argue that where there is no employment relationship, reference should be made 

to compensation. Moreover, employers do not support any measure on increasing transparency of 

remuneration structures. SMEunited and SGI Europe point out that the TFEU does not leave much 

scope for a binding measure on social protection.   

On the learning content, employers oppose obligations on written learning objectives or learning 

agreements. EuroCommerce sees a risk that this would develop in overly prescriptive and 

restrictive learning plans, at the expense of practical experience, while ECEG adds that the learning 

component is sector specific. As regards the strengthening of provisions relating to information on 

mentoring, supervision, and evaluation, employers caution against a too formalistic approach, 

resulting in new administrative or reporting obligations. As for transparency requirements for 

vacancy notices, these are supported provided they remain non-binding, in particular in view of 

the risk of adding administrative burden to SMEs. Employers see an added value in supporting 

information provision on cross-border traineeship opportunities and in the simplification of 

procedures, in particular through the EURES portal.   

SGI Europe agrees that the existing Council Recommendation could be reinforced with principles 

on improving access to traineeships for vulnerable groups. SMEunited notes that employers, 

though supporting inclusiveness measures, may not be best placed to actively reach out to 

vulnerable groups. This would be better left to actors such as Public Employment Services. ECEG 

notes that the Strategy for the Rights of Persons with Disabilities 2021-2030 provides sufficient 

measures to address the accessibility of traineeships for persons with disabilities and welcomes 

the progress made on the Disability Card. Support to employers for making workplaces inclusive 

is viewed as essential. SMEunited supports the extension of the existing Council Recommendation 

to remote and hybrid traineeships, while ECEG rather suggests better promoting relevant existing 

EU initiatives in the area of skills. Employers support financial and non-financial support as well 

as guidance to employers.   

Policy instruments  

Among trade unions, ETUC and Eurocadres argue that EU action should cover all OMT, ALMP 

and MPT by means of a directive, whereas ECT should be covered by means of a Council 

Recommendation. CESI does not see non-binding measures as a promising way forward. Trade 

unions emphasise the need to also cover unpaid trainees by means of the directive, in order to 

avoid that higher quality standards result in a wider use of unpaid traineeships. ETUC adds that 

trainees should either be covered by lawfully paid traineeships in the open labour market or by 

(lawfully unpaid) traineeships in education. According to the ETUC, the legal base for an EU 

initiative to ban unpaid OMT, ALMP and MPT should be Article 153(1)(b) TFEU in conjunction 

with Article 153(1)(h) TFEU. CESI is of the opinion that a possible unanimity requirement in 

Council should not be a reason for the Commission to refrain from a legislative proposal.  

Employers stress that reinforcing the existing Council Recommendation would be a more 

adequate, proportionate and appropriate response than a directive, as the latter may risk 

disincentivising traineeship offers. ECEG, EuroCommerce and HOSPEEM refer to skills 

shortages exacerbated by the digital and green transitions as well as demographic change. 

BusinessEurope adds that the tackling of the misuse of traineeships, where it occurs, does not 

require a directive and should be addressed by better enforcement of existing rules by national 

authorities. SMEunited and ECEG suggest that improved implementation of the Recommendation 
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could be achieved by increased monitoring in the context of the European Semester. Employers 

also suggest strengthened cooperation amongst relevant stakeholders, practical guidance, 

exchange of best practices, and awareness-raising of the benefits that traineeships can bring. 

Moreover, employers oppose the inclusion of traineeships that are part of formal education and 

training and those mandatory to access certain professions in the scope of an updated Council 

Recommendation. In particular the latter type is already subject to structured and regulated 

governance and quality assurance systems at national level. SGI Europe adds that measures 

addressing competent public bodies to support better matching of trainees and employers, as well 

as comparable EU-wide data on trainees(hips) would facilitate the implementation of the 

Recommendation.   

Willingness to enter into negotiations  

Based on the results of the first-phase consultation and the position of employer organisations, the 

ETUC and Eurocadres do not see a substantive basis for negotiations under Article 155 TFEU, 

while CEC Managers is available to initiate a dialogue.  

Employers do not identify any scope for negotiations under Article 155 TFEU. 

European Parliament resolution of 14 June 2023 (2020/2005(INL) 

General 

On 14 June 2023, the European Parliament adopted with 404 votes in favour, 78 against, and 130 

abstentions a resolution in line with Article 225 TFEU on quality traineeships in the Union with 

recommendations to the Commission on quality traineeships in the Union. The resolution calls on 

the Commission “to update and strengthen the 2014 Council Recommendation on a Quality 

Framework for Traineeships and turn it into a stronger legislative instrument”. 

More specifically, the European Parliament requests the Commission to submit a proposal for a 

framework Directive on Quality Traineeships on the basis of Article 153(2)(b) TFEU in 

conjunction with Article 153(1)(b) TFEU setting out minimum requirements for quality standards 

and adequate remuneration for open labour market traineeships, traineeships in the context of 

active labour market policies (ALMP) and traineeships that are a mandatory part of professional 

training, following the recommendations set out in Annex I to the resolution.  

The European Parliament also requests the Commission to submit a proposal for a Decision of the 

European Parliament and of the Council on a Quality Framework for Traineeships on the basis of 

Article 166(4) TFEU for traineeships undertaken with the aim of obtaining educational 

qualifications, following the recommendations set out in Annex II to the resolution.  

Next to these two requests to the Commission for legislative action, the resolution also contains a 

call on the Commission to revise Council Directive 2000/78/EC to improve the article on 

reasonable accommodation in the workplace in line with the UN Convention on the Rights of 

Persons with Disabilities. Moreover, it calls on the Commission to accelerate the introduction of 

the EU disability card to facilitate the mobility of persons with disabilities. 

In its letter of 29 June 2023 to European Parliament President Metsola, the Commission confirmed 

that, as part of its planned initiative on a reinforced QFT and in line with the commitment by 

President von der Leyen, the Commission intends to follow up with a proposal for a legislative 
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act, in full respect of the proportionality, subsidiarity and better law-making principles. It also 

stressed that in the preparation of its initiative, the Commission will do its utmost to take into 

account the various elements of the European Parliament’s resolution, while respecting the legal 

boundaries set by the Treaties and without undermining the existing social acquis. 

With regard to the European Parliament’s call to revise the Employment Equality Directive, the 

Commission recalled that, on 7 December 2022, it proposed a Council Directive on equality bodies 

which, by setting out minimum standards to strengthen the role and independence of equality 

bodies and by extending their competence to the Employment Equality Directive, contributes to 

strengthening its effectiveness and enforcement. In response to the European Parliament’s request 

to accelerate the introduction of the European Disability Card, the Commission confirmed that, in 

line with its 2023 Work Programme, it intended to come forward with a proposal for a European 

Disability Card in the third quarter of 2023, ensuring the mutual recognition of this card across the 

EU. The proposal was adopted in September 2023 and the European Parliament and the Council 

reached a provisional agreement following inter-institutional negotiations on 8 February 2024. 

In detail 

As regards the problematic use of traineeships, the European Parliament calls for the directive 

to cover duration (to be limited and not shorter than one month), renewal and prolongation in order 

to ensure that traineeships do not result in the replacement of entry-level jobs. Furthermore, the 

Parliament includes in the directive the requirement for traineeship providers to provide 

information on the share of trainees recruited by the traineeship provider after their traineeship in 

recent years, traineeship providers to not require previous working experience and to ensure that 

labour inspectors prohibit the substitution of entry level or permanent posts by means of a 

traineeship. The Parliament also calls for reporting of malpractice and poor conditions during the 

traineeship period by means of established channels in cooperation with the national labour 

inspectorates and relevant authorities. 

To improve the quality of traineeships, the European Parliament calls for a proposal for a 

directive, setting out minimum requirements for quality standards (i.e. a written agreement setting 

out the duration (which should be limited but not shorter than one month), provisions for renewal, 

arrangements for mentorship and evaluation, learning objectives) and adequate remuneration and 

access to social protection. The Parliament also calls for the directive to cover recognition and 

validation of knowledge and skills acquired through a certificate and suggests the directive to set 

transparency requirements. The Parliament also includes in its proposed text for the directive that 

trainees shall have access to workers’ representation, including trade unions. 

The Parliament also calls for a decision on a quality framework for traineeships undertaken with 

the aim of obtaining educational qualifications. The decision should oblige the conclusion of a 

written agreement, in which the educational objectives, the training conditions, adequate 

compensation, the rights and obligations of the parties, as well as the duration are indicated. 

Minimum standards are set for the learning and training objectives (including mentorship), training 

conditions (including access to social protection under applicable Union and national law, limits 

to working time, minimum rest periods, minimum holiday entitlements, sick leave, teleworking 

rights, and access to representation, health and accident insurance coverage, adequate 

compensation (relative to cost of living), remote traineeships and channels for reporting 

malpractice and poor conditions), duration (in principle six months unless duly justified), 

recognition, accessibility (in particular for vulnerable groups), transparency, and cross-border 

traineeships. 
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In order to improve the access to traineeships, the European Parliament stresses, in particular, the 

need to support persons with disabilities, calls for a Union-wide definition of disability, to 

accelerate the introduction of the EU disability card, stresses the need for an accessible workplace 

and calls for a revision of Council Directive 2000/78/EC to improve the article on reasonable 

accommodation in the workplace. The Parliament also emphasises the potential of older people. 

As for cross-border traineeships, the Parliament suggests that the Commission further develops 

EURES and that the Commission and Member States facilitate the recognition and validation of 

knowledge, skills and competences acquired during the traineeship, in particular when it comes to 

cross-border recognition of skills. The Parliament also calls for the Directive to gender neutral and 

inclusive vacancy notices as well as the adherence to transparency requirements related to 

remuneration, working conditions, expected tasks, and health and accident insurance. 

In terms of supporting measures, the European Parliament also calls for awareness-raising of the 

Union funds, for supporting the exchange of best practices, the provision of guidance and 

assistance to employers, in particular microenterprises and SMEs, to offer incentives to employers, 

to provide assistance to the Member States on legal enquiries related to the implementation of 

quality principles, suggests the creation of a European Alliance for Traineeships, better and more 

comparative data collection on traineeships at a national and Union level (to be included in the 

social scoreboard). The Parliament also calls on the Commission to publish guidelines to ensure 

the uniformity of data collection and to monitor the application of those guidelines. 

As regards the scope of a future initiative, the European Parliament calls for a directive covering 

open market traineeships, traineeships in the context of active labour market policies and 

traineeships that are  a mandatory part of professional training. Traineeships that are part of formal 

education and training curricula should be covered in a decision. 

Consultative bodies and Conference on the Future of Europe 

In its Opinion “The Equal Treatment of Young People in the Labour Market” of 15 June 20232, 

the European Economic and Social Committee (EESC) notes that traineeships should offer 

good quality learning content and adequate working conditions, and should not be a substitute for 

regular jobs or a precondition for a job placement. The EESC highlights the importance of young 

people's fruitful participation in the labour market and stresses that their first participation should 

be a positive one and measures that treat them less favourably solely on the basis of their age are 

counterproductive. The EESC also recommends that the other EU institutions and bodies take a 

greater interest in the matter of unpaid or not compensated internships as a tangible symbol of their 

commitment to young people following the 2022 European Year of Youth and recalls in this regard 

the role of the European Commission to review whether the quality framework for traineeships 

(QFT) is being properly implemented. 

In its Opinion “Youth Employment Support: a Bridge to Jobs for the Next Generation Reinforcing 

the Youth Guarantee” of 5 February 20213, the Committee of the Regions considered that 

traineeships and apprenticeships should primarily provide a learning experience for young people, 

which can help them to decide on their future career and to develop their skills in order to access 

permanent employment. It highlighted that traineeships and apprenticeships undertaken as part of 

educational curricula or VET should contain clear learning objectives, quality learning content and 

professional mentoring. It also emphasised that, in addition to these learning criteria, further 

 
2 https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:52022IE0638  
3 https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:52020IR3454&from=EN  
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regulations are required to ensure good working conditions for traineeships and apprenticeships 

on the open labour market and as part of active labour market policies (ALMPs); highlighted that 

the practice of unpaid ALMP and open labour market traineeships and apprenticeships can lead to 

the replacement of standard jobs, constitutes a form of exploitation which violates young people’s 

rights and reduces opportunities for young people from poorer socio-economic backgrounds; 

therefore supported the European Parliament in its efforts to enforce fair remuneration and access 

to social protection for traineeships and apprenticeships on the open labour market and in ALMPs 

to ensure young people can access quality opportunities. 

In its final report4, the Conference on the Future of Europe proposed to ensure that young 

people’s internships and jobs adhere to quality standards, including on remuneration, putting an 

end to youth minimum wages and any other discriminatory labour law provisions specific to young 

people, as well as banning through a legal instrument unpaid internships on the labour market and 

outside formal education.  

Other consultation activities 

Study exploring the context, challenges and possible solutions in relation to the quality of 

traineeships in the EU 

Online survey 

As part of the supporting study, an online survey was carried out among national public 

authorities, national business/employer associations, businesses (traineeship providers), national 

trade unions, national youth organisations, civil society organisations and educational institutions 

from 15th June 2023 to 8th September 2023.  

A total of 173 responses were received from all 27 EU Member States and four non-EU countries 

(Albania, Iceland, Moldova, and Norway). A total of 97% (167) of respondents agreed to 

participate to the survey and 3% (6) rejected to participate. Once agreed, the 167 respondents chose 

their stakeholder category which determined the questionnaire they would answer, with different 

questions tailored to the type of respondent. As shown in figure below, within the 167 responses 

that agreed to participate, 11% (18) were businesses (traineeship providers), 36% (60) were public 

authorities, 30% (50) were business / employer associations, 13% (21) were trade unions and 11% 

(18) were youth associations / civil society organisations / education institutions. More details on 

the methodology and the questionnaire can be found in Annex 4. 

 
4 Conference on the Future of Europe. Report on the Final Outcome. May 2022. Available via: 

https://www.europarl.europa.eu/resources/library/media/20220509RES29121/20220509RES29121.pdf  
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Figure 1: Distribution of stakeholder categories 

Among the business respondents (traineeship providers), three companies were active in 

professional, scientific, and technical activities, three in industry (except construction), two in 

wholesale and retail trade, transport, accommodation and food, two in construction, and the 

remaining ones in finance and insurance, public sector & administration, education, consulting, 

food industry or personnel services. Regarding the size of the companies, 11 have over 250 

employees, four have between 51-250 and three have less than 10 employees. In total, 16 out of 

the 18 companies have or had trainees in the last five years, including 10 who had ECT, five who 

had OMT, two who had MPT and one who had ALMP trainees.  

Targeted interviews with EU-level stakeholders were also carried out in two waves. The below 

table below provides a summary of the number and type of stakeholders interviewed for the study. 

More detailed information is provided in Annex 4.  

Table 1: Summary of EU-level interviews 

Type of stakeholder Inception interviews Wave 2 interviews 

 Contacted Interviewed Contacted Interviewed 

Employer organisation 1 1 5 3 

Trade union 1 0 4 2 

EU institutions and policymakers 1 1 0 0 

Youth organisations 1 0 2 2 

Experts 1 1 1 1 

EU institutions as employers 0 0 2 2 

Total 5 3 14 10 

 

• Traineeship practices and problematic use of traineeships 

Regarding the average share of trainees out of total number of employees in the last five years, 

9 out of the 13 companies that responded had between 0-10% of trainees out of total workers, 3 

had between 11-20% and one did not know. Two companies did not have trainees in the last five 

years and the remaining three companies did not answer.  
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Regarding the reasons why companies hired trainees, the majority (77%, or 10 out of 13 recorded 

responses) mentioned it was for training trainees that could potentially be hired after the 

traineeship. Two companies also mentioned the connection with a university that may provide a 

pool of further recruits. The majority of companies mentioned a better performance of 

subsequently retained trainees compared to new hires (10 out of 13, or 77%) or improved 

reputation and attractiveness of the company (9 out of 13, or 69%) as being important or very 

important. 7 out of 13 companies (54%) said that neither the contribution to increased productivity 

of the company, nor the innovation in methods or tools brought by the trainees were important. 

Similarly, 6 out of 13 companies (46%) believed that lower costs of labour for entry level tasks 

was somewhat important, important, or very important. 

Business associations were also asked about the benefits of having trainees for employers and 

similarly, the majority (63% or 31 out of 49) pointed to the better performance of subsequently 

retained trainees compared to new hires for the same role, 53% (26 out of 49) mentioned the 

improved reputation and attractiveness of companies, and 43% (21 out of 49) cited the lower cost 

for future recruitment of trained workers. On the other hand, only 22% of respondents (11 out of 

49) cited lower costs of labour for entry level tasks as a benefit for having trainees.  

Regarding the possibility to offer recurrent (at least two consecutive) traineeship possibilities 

at companies for the same person or the same role, 5 out of 12 (42%) and 4 out of 12 (33%) 

companies that answered said only under certain circumstances, respectively. The reasons given 

why companies offered recurrent traineeship possibilities were because of cheaper labour force, 

the belief that trainees could become future employees, because of pre-established agreements or 

because of the performance of trainees.  

In the survey, among the business respondents that had OMT, 2 out of 15 had them between 4 

and 6 months, one respondent for up to 3 months and one respondent for more than 12 months. 

Among the businesses that had ECT, more than half (6 out of 10 companies) indicated that they 

are contracted only for up to 3 months, one for 4-6 months and one for more than 12 months. 

Among the two businesses that had MPT, one had them for up to 3 months while the other didn’t 

answer. The business that had ALMP trainees had traineeship contracts of 4 to 6 months.  

Analysing the share of trainees that were hired on average in the last five years in the company 

after their traineeship ended, 7 out of 12 companies that answered said between 0-20% were 

hired, two companies said between 21-40% and another two companies said between 61-80% of 

trainees.  

Regarding the replacement of regular employment by traineeships, most respondents 

considered that it was not common in their country (according to 45% or 23 out of 51 public 

authorities, 59% or 26 out of 44 business associations, 40% or 8 out of 20 trade unions, 38% or 5 

out of 13 youth associations/universities). Between 22 and 38% of respondents believed that it was 

somewhat common (31% or 16 out of 51 public authorities, 25% or 11 out of 44 business 

associations, 20% or 4 out of 20 trade unions, 38% or 5 out of 13 youth associations/universities).  

Respondents were asked which measures in place help reduce the risk that traineeships are 

used to replace regular employment. The measures where most respondents at least somewhat 

or completely agreed that they help reduce this risk were mandatory remuneration of trainees 

(86% or 12 out of 14 public authorities, 85% or 11 out of 13 business associations, 35% or 7 out 

of 20 trade unions, 85% or 11 out of 13 youth associations/universities), followed by a written 
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traineeship agreement stating tasks and responsibilities and arrangements for learning, 

mentorship, and evaluation (79% or 11 out of 14 public authorities, 77% or 10 out of 13 business 

associations, 70% or 14 out of 20 trade unions, 77% or 10 out of 13 youth 

associations/universities), and an obligation to offer some social protection to trainees (e.g., 

sickness and healthcare benefits, accident insurance etc.) (79% or 11 out of 14 public 

authorities, 77% or 10 out of 13 business associations, 55% or 11 out of 20 trade unions, 77% or 

10 out of 13 youth associations/universities). The measure receiving the relatively largest share of 

disagreement was a cap on the maximum duration of traineeships (with 21% or 3 out of 14 public 

authorities that at least somewhat or completely disagree, 20% or 4 out of 20 business associations, 

trade unions, and youth associations/universities respectively). However, this measure still 

received support from other respondents (with 65% or 13 out of 20 business associations, trade 

unions and 62% or 8 out of 13 youth associations/universities respectively that at least somehow 

or completely agree).  

• Traineeships of poor quality 

All surveyed companies that had OMTs and ALMPs paid a salary, including one company that 

provided further compensation to OMTs. On the other hand, only 1 out of the 2 companies that 

had MPT paid a salary, and only 2 out of the 10 companies that had ECT paid salaries, with 3 

companies providing some other type of compensation and the remaining 3 not providing any 

remuneration to students. Regarding social protection, 4 out of 5 companies that had OMTs, the 

company that had an ALMP, and 7 out of 10 companies that had ECT, gave a mix between 

maternity and paternity benefits, sickness and healthcare benefits, entitlement to unemployment 

benefits after the traineeship, accident insurance benefits, and pensions contributions. The 

remaining one out of 5 companies that had OMTs, 3 out of the 10 companies that had ECT, and 

both companies that had MPT gave no social protection to their trainees.  

Regarding why companies give benefits (remuneration or social protection) to trainees, the most 

common reason was because of a mandatory requirement by law (3 out of the 5 companies with 

OMTs, the company with ALMPs, both companies with MPT, and 3 out of the 10 companies with 

ECT), followed by the minimum duration of the traineeships (2 out of the 5 companies with 

OMTs and 3 out of the 10 companies with ECT), and finally because of the respective importance 

of tasks/responsibilities (1 company with OMTs and 1 company with ECT). Moreover, regarding 

how much monetary remuneration companies provide to trainees, the majority did not specify, and 

the ones that did gave mixed results between minimum wage and above or below minimum wage. 

Most business respondents (8 out of 15 companies) said they would take the same number of 

trainees if mandatory remuneration of trainees was enforced in their countries, three 

companies said they would take fewer trainees and one company said they would take more 

trainees. Moreover, 7 out of 15 companies said they would take the same number of trainees if a 

mandatory requirement to set remuneration at minimum wage was enforced in their 

countries, two said they would take more trainees and one company said they would take fewer. 

Finally, 6 out of 15 companies said they would take the same number of trainees if mandatory 

provision of social protection to trainees was made compulsory in their countries, one company 

said they would take fewer trainees and one company said they would take more.  

When asked the extent to which the tasks of trainees differed from the tasks of entry-level 

employees, around half said they are ‘somewhat different’ or ‘very different’ (2 out of the 5 

companies with OMTs, the company with ALMP, 6 out of the 10 companies with ECT and 1 out 
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of the 2 companies with MPT). The remaining companies said tasks are “the same”. The main 

reasons given were that trainees need a more in-depth introduction and guidance on the tasks to be 

carried out, meaning that tasks were ‘lighter’ or easier than those of entry-level workers. 

Half of business respondents (6 out of 12 companies) offer mentors to trainees. Moreover, most 

respondents (11 out of 12 companies) believe that giving clear instructions and following up with 

a supervisor is the best way to ensure that trainees acquire the skills needed in companies. Half of 

respondents (6 out of 12 companies) believed that defining the learning and training objectives at 

the beginning of traineeships was equally one of the best ways to ensure trainees acquire the correct 

skills. Finally, two companies believed trainees acquire the correct skills with mentoring by a 

dedicated person and the remaining two companies believe it is acquired by delivering a skill 

certificate at the end of the traineeship.  

On the same topic, 58% of public authorities (31 out 53), 55% of business/employer associations 

(26 out of 47), 25% of trade unions (5 out of 20) and 63% of youth associations/universities (10 

out of 16) said that measures were implemented in their countries to ensure that traineeships are 

a learning experience, whilst the remaining respondents said none existed, were unsure or did not 

know. 

• Unequal access to traineeships 

Concerning cross-border trainees, only 4 out of the 12 companies that answered hired trainees 

from other EU countries and the remaining 8 did not. Those who hired other EU trainees did so by 

publishing the vacancy on university networks or by publishing the vacancy on EURES.  

To facilitate the take-up of cross-border traineeships, 36% (19 out of 53) of public authorities, 

45% (22 out of 49) of business associations, 45% (9 out of 20) of trade unions and 66% (10 out of 

15) of youth associations mentioned publishing the vacancy on a European job portal (e.g., 

Eures). 34% (18 out of 53) of public authorities, 43% (21 out of 49) of business associations, 50% 

(10 out of 20) trade unions and 60% (9 out of 15) of youth associations mentioned publishing the 

vacancy on universities' networks. 45% (24 out of 53) of public authorities, 61% (30 out of 49) 

of business associations, 65% (13 out of 20) of trade unions and 80% (12 out of 15) of youth 

associations mentioned using Erasmus + grants.  

To improve access to and inclusiveness of traineeships, 42% (22 out of 53) of public authorities, 

64% (30 out of 47) of business associations, 45% (9 out of 20) of trade unions and 56% (9 out of 

16) of youth associations said there are measures implemented in their country to improve the 

access of traineeships to vulnerable groups (e.g., persons with disabilities, from minorities or low 

economic background). Some measures that were mentioned included quotas of scholarships and 

traineeships funded by the state for orphans, persons with disabilities, national minorities, Roma, 

refugees, and other vulnerable social groups. Others said that compensation for trainees with 

disability is higher than for other youth groups in their countries. Other examples of measures 

included strong dissemination campaigns by trade unions and incentives for the take-up by persons 

with disabilities and persons in vulnerable situations encouraged through exceptions to the 

duration limits of the traineeships.  

Regarding the impact of these measures, 55% (12 out of 22) of public authorities, 56% (17 out of 

30) of business associations, 55% (5 out of 9) trade unions and 55% (5 out of 9) youth associations 

believed it increased take-up by a great or moderate extent of persons with disabilities. Moreover, 
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32% (7 out of 22) of public authorities, 60% (18 out of 30) of business associations, 66% (6 out of 

9) of trade unions and 66% (6 out of 9) of youth associations believed specific measures increased 

take up of persons with low socioeconomic background by a great or moderate extent. Finally, 

18% (4 out of 22) of public authority, 50% (15 out of 30) of business associations, 44% (4 out of 

9) of trade unions and 44% (4 out of 9) of youth associations believed specific measures increased 

take up of persons from (ethnic, religious, sexual) minorities by a great or moderate extent.  

Interviews 

The interviews focused on the current context and challenges related to the quality of traineeships 

as well as the impacts of policy options to address these challenges.  

Context and challenges 

• Work relationships disguised as traineeships 

The interviews allowed for the identification of a number of potential indications of work 

relationships disguised as traineeships, which include: long duration;  prolongation of a traineeship 

contract or repeated traineeships; “recycling“ trainees i.e. employers hiring consecutive trainees; 

internships requiring previous work experience; a high ratio of trainees relative to employees in a 

company;  lack of educational content, including the absence of well-defined learning objectives 

and lack of mentorship/supervision and  trainees being engaged in tasks that are indistinguishable 

from those of employees 

However, there were diverging opinions on the extent to which the use of work relationships 

disguised as traineeships is a significant issue in European labour markets. According to trade 

union and youth organisation representatives, the practice of work relationships disguised as 

traineeships is one of the biggest problems relating to the quality of traineeships, which is 

observable across countries and sectors, but especially prevalent in OMTs and MPTs. On the other 

hand, views on the extent to which work relationships disguised as traineeships can be observed 

in Member States were split among employer associations. It was emphasised that there is a lack 

of data on the phenomenon, so that the issue cannot be accurately assessed.  

All stakeholders interviewed emphasised that in principle, labour inspectorates play an important 

role in ensuring that provisions related to the quality of traineeships are upheld across Member 

States. Employer association representatives asserted that it was difficult to assess the extent to 

which inspections are currently working well in different Member States, though in principle, 

inspectorates play an important role, also in providing data on phenomena such as work 

relationships disguised as traineeships. Trade unions and youth organisations asserted that 

inspection and enforcement mechanisms were not working well in practice, due to a lack of 

effective mechanisms for monitoring and enforcement, a lack of financial and legal resources, as 

well as an imbalance of power between trainees and traineeship providers, which reduces the 

likelihood that trainees will report malpractice.  

• Remote and hybrid traineeships 

Across stakeholder groups interviewed, it was underlined that ensuring that remote or hybrid 

traineeships have the same learning content as regular traineeships is a significant challenge, 

requiring for instance regular check-ins from supervisors, but also access to sufficient 

technological equipment. There are also some skills, particularly interpersonal skills and other 
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skills that require on-site presence, that cannot be transmitted to the same extent in an online setting 

Moreover, trade unions and youth organisations emphasised that while remote/hybrid traineeships 

could potentially increase access for persons with disabilities, they cannot be a substitute for 

reasonable accommodation in the workplace itself.  

• Working conditions and fair remuneration 

Diverging stakeholder views with respect to working conditions were observed. Though employer 

associations noted that in some cases trainees experience inadequate working conditions, they 

mainly noted that there is a lack of existing data on which types of traineeships are most 

problematic, and in which sectors they are located. On fair levels of remuneration, there were 

diverging views. While some employer associations stated that there should be a level of pay 

adequate to the tasks that the trainee performs and sufficient to cover living costs, others 

emphasised that the learning outcomes are the most significant element of a traineeship, rather 

than the pay.  

In comparison, trade unions, youth organisations and European institutions acting as traineeship 

providers pointed to bad working conditions, and in particular low or lack of pay, as a crucial issue 

related to the quality of traineeships. On setting fair levels of remuneration, some trade union 

representatives and youth organisations suggested that trainees should be covered, at a minimum, 

by the minimum wage. Others suggested that fair remuneration levels should be designed and 

periodically reviewed in accordance with both the cost of living and trainees’ tasks.  

• Inequalities in access to traineeships 

All stakeholders interviewed acknowledged that there are likely inequalities in access to 

traineeships, particularly high-quality traineeships, in Europe. Employer associations pointed out 

that these patterns are reflective of broader inequalities across society and the labour market 

general, where there is widespread discrimination. It was also noted that companies are generally 

very supportive of diversity and inclusion, but there may be cases where it is difficult to adopt to 

the specific needs of a trainee due to lack of resources, particularly for SMEs. Trade union 

stakeholders drew attention to the link between inequality in access and pay, as unpaid traineeships 

mean that trainees have to rely on other resources, such as family support, to support themselves 

during a traineeship. This increases social inequality, as traineeships are not accessible to 

everyone. Moreover, barriers to access for persons with disabilities and for individuals from non-

urban areas were also highlighted.  

While the stakeholders interviewed agreed that cross-border traineeships can be a valuable 

opportunity for young people, it was also emphasised that a number of obstacles to take-up of 

cross-border traineeships persist. Trade unions and youth organisations particularly emphasised 

the financial cost, as well as legal issues related for instance to insurance and work permits.  

Impacts 

• Extending the scope of the QFT 

Stakeholders pointed out a range of impacts of extending the scope of the QFT. Some trade unions 

and youth organisations pointed out that an extension would have beneficial impacts on 

traineeships, by introducing a set of standards for the quality of all traineeships, while no costs 

were identified. However, some trade unions also argued that the scope extension would only have 



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 4: Impact assessment traineeships part 2

 

 

29 

 

limited benefits, given the non-binding nature of the Recommendation, and would not address the 

existing issues with the quality of traineeships sufficiently. Most employers put strong emphasis 

on costs. It was pointed out that an extension of the scope would lead to significant adjustment 

costs for companies, which may put particular strain on sectors that are already suffering from 

tight budgets and/or staff shortages. It was also stressed that there may be adverse effects on 

equality, as better-performing trainees may be selected in order to reduce the time investment 

needed.  

• Actions against work relationships disguised as traineeships 

Youth organisations interviewed stated that the identification of indications of work relationships 

disguised as traineeships would be welcome in principle, though difficult to identify in practice. It 

was also pointed out that action on work relationships disguised as traineeships would benefit 

some trainees, but not address the broader issues relating to quality, such as remuneration. Trade 

union representatives stated that defining indications of work relationships disguised as 

traineeships  would not be beneficial, as only regulatory action is in principle sufficient to address 

the issue.  

On the possible introduction of a maximum length of traineeships or a limit on consecutive 

traineeships, interviewees, including employers, stated that these measures could be beneficial, 

potentially with an exception for MPTs.  

• Increased enforcement and channels for reporting 

The interviewees agreed that strengthening enforcement and channels for reporting could have 

benefits, including the enforcement of existing rights of trainees, increasing trainee awareness of 

their rights and avenues for legal action, enhancing legal clarity and compliance with EU law, 

increasing equality of opportunities and ultimately improving the quality and attractiveness of 

traineeships.  

• Stronger coordination between various social and educational actors 

Trade unions, employer associations and youth organisations all agreed that stronger coordination 

– including stakeholders such as social partners, educational institutions and national authorities 

at different levels – would have benefits for improving the quality of traineeships. Trade union 

organisations emphasised, however, that these measures are only complementary to binding action 

that is needed, in their view, on quality standards for traineeships.  

• Improved data collection and monitoring 

Stakeholders agreed that high-quality data on traineeships is still lacking in the EU and that the 

collection of better data would entail significant benefits, such as improved quality monitoring and 

assessment. It would also allow a better understanding of the issues involved, and therefore enable 

more targeted policy action. Youth organisations also emphasised the importance of collecting 

disaggregated data (e.g. by socio-economic characteristics) and of making the data publicly 

available.  

• Remuneration and social protection 
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Stakeholders pointed out a range of costs and benefits associated with improved working 

conditions – including remuneration and social protection – for trainees. Turning first to the 

former, trade unions and youth organisations largely emphasised the benefits of improved 

remuneration for trainees. This includes access to social rights for trainees, improved/faster 

integration into the labour market, increased social inclusion and the elimination of work 

relationships disguised as traineeships (in the case of binding requirements to pay trainees, due to 

a lack of incentives for employers to use work relationships disguised as traineeships). These 

stakeholders also identified broader benefits for employers, due to increased attractiveness of 

traineeships, and society at large, in the form of increased productivity and tax revenue. However, 

it was acknowledged that businesses would incur costs.  

Employer associations, while recognising the benefits of quality traineeships, placed stronger 

emphasis on the costs associated with remunerated traineeships. It was argued that requirements 

on remuneration would constitute a strong disincentive to provide traineeships, resulting in a 

reduction in the supply of traineeships. These effects would likely be particularly pronounced for 

SMEs, who lack financial and administrative resources. This cost would significantly affect 

trainees, who would have less access to traineeships, and therefore to the labour market. While it 

was acknowledged that remuneration may be a way to attract trainees to a sector, it was argued 

that – particularly in a context of limited resources and tight budgets – the disincentive effect would 

prevail.  

The same arguments on costs and benefits were also used in the case of social protection. An 

additional point made by trade union and youth organisation representatives was that lack of access 

to social protection has long-term costs for trainees, e.g. by reducing their pension. Ensuring access 

to social protection would also have positive impacts on the sustainability of social security 

systems, by increasing contributions.  

SME panel survey 

A SME Panel survey was conducted between 12 October and 9 November 2023, with the support 

of Enterprise Europe Network (EEN). The questionnaire was translated in all EU official 

languages and received 170 responses, mostly from Spain (50 responses), Portugal (34), Italy (27), 

and Poland (21).  

Among the respondents, there were single person business (10 responses), as well as SMEs with 

1-9 employees (57), 10-49 employees (60), and 50-249 employees (43). Most respondent SMEs 

are active in the manufacturing sector (36 responses), in other service activities (27) or in 

professional, scientific and technical activities (22).  

About 73% of respondents (124) had trainees in the past five years. For the most part, these 

traineeships constituted less than 5% of the workforce (65 responses) or between 6% and 20% (39 

responses). The tasks of trainees were either significantly different (44 responses) or with minor 

differences (41) from the tasks of entry-level employees, but in 40 cases trainees performed to a 

large extent the same task.  

Only 19 respondents never offered the possibility to extend or renew a traineeship. Most 

respondents provide information on various elements of the traineeships (working conditions, 

remuneration, social protection, contents of the tasks, contents of the learning elements) through 

various channels, with only a minority explicitly stating they do not provide any such information 

at all (respectively 6, 8, 9, 5, 4 responses).  
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Very few respondents (2) offer traineeships longer than 12 months, with the majority being up to 

3 months (36 respondents), between 4 and 6 months (58) and between 7 and 12 months (30). Many 

respondents have different strategies to ensure that trainees acquire skills needed by the company, 

including via dedicated mentoring (79 responses), clear instructions and follow-up by supervisors 

(78) and defining learning and training objectives at the beginning of the traineeship (75).  

Among the top reasons why SMEs did not offer traineeships there were the fact that training them 

is time-consuming (score 5.94). Administrative burden was scored the lowest among the obstacles 

(score 2.82). On this point, the survey enquired about the number of hours necessary to (1) 

registering the trainee to payroll including preparatory work, (2) registering the trainee to social 

security, if different from payroll registration, (3) registering the trainee to healthcare or accident 

insurance, if different from social security. With the exception of three outliers (from two Member 

States, IT and EL) it appears that the number of hours necessary for the above-mentioned tasks 

did not exceed a total of 24 hours; in some cases, it was below 3 hours for all the tasks combined.  

Among the benefits for SMEs of having trainees, respondents highlighted increases in productivity 

of the company (score 8.61), the ability to develop supervisors’ and/or mentors’ managerial skills 

(score 7.93), reduction of labour costs (score 7.78), reduction of training costs when trainees are 

later hired (score 7.61) as well as their better performance (score 6.82). 

Among the respondents, 93 said that they offer remuneration (including compensation and/or 

allowances) to trainees, mostly at (39) or below (26) minimum wage levels (14 respondents above 

minimum wage level; 19 did not know, 72 did not answer) and 58 that they offer social protection 

coverage.  

In terms of received support, respondents identified primarily support to find suitable candidates 

(37), followed by financial support (35), support to fill administrative formalities (20) and for 

training and monitoring trainees (18). However, 51 respondents said they received no support at 

all.  

Bilateral meetings and position papers 

Apart from the stakeholder consultation activities described above and in support of its work on 

an initiative to improve the use and quality of as well as access to traineeships, the Commission 

gathered evidence from bilateral meetings with different stakeholders and from dedicated position 

papers transmitted to the Commission. These notably include the following: 

• European Youth Forum (EYF) discussion paper ‘The costs of unpaid internships’ of 

January 20235, the interview of Commissioner Schmit and the handing over of the EYF 

petition6 calling for an EU directive that ensures access to remuneration for interns in the 

labour market, signed by 8400 as part of the EYF campaign ‘can you afford to work for 

free?’ on 6 June 2023, the European Youth Forum's Takeaway on the Second Phase 

Consultation of the Social Partners transmitted to the Commission on 31 October 2023; 

and the bilateral meetings of 23 January 2023, 18 April 2023, 21 and 27 September 2023, 

and 15 November 2023. 

 

 
5 https://www.youthforum.org/files/230111-DP-CostUnpaidInternships.pdf  
6 https://www.youthforum.org/topics/no-more-unpaid-internships  
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While welcoming the Commission’s review of the 2014 QFT, the EYF advocates for a 

binding instrument under Article 153 TFEU to ban unpaid traineeships in the EU. In this 

regard, EYF argues that trainees should be considered as future workers and a directive 

should be based on both Article 153(1)(b) TFEU and Article 153(1)(h) TFEU. For the 

EYF, remuneration is the key criterion of what constitutes a quality traineeship, and it is 

directly related to better labour market outcomes and post-traineeship placement. 

According to the EYF’s research “The Costs of Unpaid Internships”, 34% of those 

surveyed have undertaken at least two unpaid internships and 15% have undertaken 3 or 

more, and those coming from marginalised backgrounds are eight times less likely to 

access this type of work placements. Based on its assessment of national traineeship 

policies, EYF also highlights the need for stronger enforcement and for labour 

inspectorates to take a more proactive approach against traineeships which infringe 

national legislation. 

 

EYF emphasises the following key quality principles for traineeships: 

o Use of a written contract; 

o Remuneration at least at the level of the national minimum wage and above the 

national poverty threshold, with overtime additionally compensated; 

o A limit on the length of the traineeship to a fixed number of months; 

o Equal access to social protection in line with other workers; 

o A limited number of trainees per employer; 

o Presence of a mentor and evaluations to discuss progress; 

o Transparent advertisement on the conditions and learning objectives. 

Based on these priorities, the EYF argues that an EU directive must include (on top of the 

principles included in the 2014 Council Recommendation): 

o a binding requirement for all open labour market trainees to be recognised as 

employees and entitled to, at least, either the statutory minimum wage or coverage 

under collective agreement – without exceptions, as well as full access to social 

protection on an equal basis as other employees; 

o a maximum ratio of the number of trainees to staff; 

o break periods for employers between the hiring of trainees (to prevent traineeships 

replacing existing jobs); 

o guidelines and funding to promote proactive enforcement of traineeship policies by 

labour inspectorates, recognising the specific situation and power imbalance facing 

young people; 

o the use of financial incentives to encourage employers to hire trainees permanently; 

o collection of data on trainees at national and EU level disaggregated by all factors 

such as age, ethnicity, gender etc.  

 

• European Trade Union Confederation (ETUC) resolution on quality traineeships7, adopted 

on 31 March 2023, and bilateral meetings of 10 October 2023 and 24 October 2023: these 

contributions are fully reflected in the position of trade unions expressed during the formal 

social partners’ consultation (see point 1 of Annex 2). 

 

 
7https://www.etuc.org/sites/default/files/document/file/2023-04/EN-ETUC%20resolution%20on%20Quality%20Traineeships.pdf  
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• Joint European Employers’ Statement on Traineeships8 (BusinessEurope, SGI Europe and 

SMEunited) of 18 April 2023 and bilateral meeting with SMEunited of 8 May 2023: these 

contributions are fully reflected in the position of employers expressed during the formal 

social partners’ consultation (see point 1 of Annex 2). 

 

• Opinion of German Chamber of Commerce and Industry (DIHK) of 30 August 2023 and 

bilateral meeting of 28 September 2023: 

 

DIHK opposes a binding instrument on quality traineeships at EU level. It refers to the fact 

that Directive (EU) 2022/2041 on adequate minimum wages in the EU already covers 

trainees who are workers and is concerned that obligations on the remuneration of 

traineeships which are part of educational curricula would be a significant financial burden 

on traineeship providers, especially SMEs, and would result in a reduced offer of 

traineeships. Moreover, a limit on the duration of traineeships would restrict the flexibility 

to adapt them to specific needs. DIHK also considers that transparency requirements for 

vacancy notices and measures on certification of traineeship outcomes would significantly 

increase the administrative and financial burden on companies and lead to a reduction of 

the traineeship offer. 

 

• Statement of European Students’ Union (ESU) of 10 May 20239 and bilateral meeting of 

14 September 2023: 

 

ESU believes that the QFT should also apply to ECT and advocates for banning unpaid 

ECT. Overall, ESU considers that the costs related to traineeships, such as travel, food and 

accommodation in a location other than the trainee’s place of study should be covered. 

ECT should also be covered by work safety regulations and insurance, including health 

and accident insurance. Moreover, all learning opportunities should be designed with an 

intention to achieve a set of specific learning outcomes. At the same time, ESU argues that 

it needs to be acknowledged that ECT have certain specificities. Therefore, ESU considers 

that its needs to be carefully assessed which principles of the QFT shall be applied to ECT 

and where there should be exceptions or specific solutions. In this regard, ESU considers 

that ECT who are not employees should have qualified supervision and mentorship from 

both their workplace and higher education institution guiding them to achieve their learning 

outcomes.  

 

• Bilateral meeting with Confederation of Finnish Industries (EK) of 27 September 2023: 

 

EK does not support legislative action at EU level, considers that Member States’ 

competence (including on remuneration) must be respected, and argues that the large 

variety of national regulations concerning traineeships, labour law and social partners’ 

involvement must be taken into account. EU-level cooperation on quality traineeships 

should rather consist of sharing best practices. EK pointed out that industrial sectors are 

facing a growing challenge of recruiting and retaining talent. Additional burden on 

enterprises, especially SMEs, may therefore produce unintended effects, such as 

disincentives for offering traineeships.  

 
8https://www.businesseurope.eu/sites/buseur/files/media/position_papers/social/2023-04-18_traineeships_-

_joint_employers_statement_final.pdf  
9 https://esu-online.org/policies/bm84-ensure-quality-internshipstraineeships-and-apprenticeships-in-europe/  
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Flash Eurobarometer 523 

The Flash Eurobarometer 523 looked into the perception of young people regarding their 

integration into the labour market, with a particular focus on traineeships. Between 15 and 24 

March 2023, 26,334 people between 18 and 35 years from all EU Member States were surveyed 

online.  

Comparisons of the new data with the Flash Eurobarometer 378 on ‘The experience of traineeships 

in the EU” published in 201310 allow the identification of some trends. However, they must be 

interpreted with some caution, due to differences in the method and questionnaire used. 

Additionally, the averages calculated for 2013 include the UK and exclude Croatia. Moreover, due 

to different approaches in EU Member States and methodological constraints, the results of the 

Flash Eurobarometer 523 cannot always be differentiated for the different types of traineeships. 

The Flash Eurobarometer 523 survey shows that traineeships are an important stepping stone for 

young people into the labour market. 78% of young people surveyed did at least one traineeship, 

and 19% their first work experience was a traineeship. 68% found a job following a traineeship, 

with 39% signing a contract with the same employer, according to the data. 

However, although a clear majority of young Europeans (76%) participating in the survey overall 

agree that they learnt things that are useful professionally during their traineeship, 13% did not 

believe they learnt things that are useful professionally Also, 58% of the respondents said that their 

traineeship provider, or another organisation involved, supported them when searching for a job. 

The learning and support is reflected in the fact that the vast majority of young Europeans were 

either employed (68%) or continued their studies (18%) six months following their last traineeship, 

while just 6% were unemployed. 

Looking into more detail, 39% of respondents continued working for the same employer, either 

with a fixed or a permanent contract; 26% found a job with another employer (fixed or permanent 

contract); and 4% became self-employed. 

The survey also showed that more than half (55%) of young Europeans doing traineeships received 

financial compensation, which shows an increase compared to 40% in the 2013 survey. In 70% of 

these cases, the employer paid the salary or another financial compensation. 61% of respondents 

stated that they had full (33%) or partial (28%) access to social protection during their traineeship.  

The number of young people who engage in long traineeships has decreased since the 

last Eurobarometer survey in 2013. This time, around 11% of the respondents stated that their last 

traineeship lasted more than 6 months, 4 percentage points lower than in 2013 (15%). 52% of 

young people who took the survey did more than one internship, and 37% of those stated that they 

have done repeated traineeships with the same employer. 

The share of young Europeans who do traineeships in another country is on the rise, the survey 

shows: more than one in five respondents (21%) stated that they have done at least one traineeship 

in another EU country. This compares to 9% in 2013. 

 
10 European Commission, Directorate-General for Communication, ‘Flash Eurobarometer 378: The experience of traineeships in 

the EU’, version v1.00, 2015, http://data.europa.eu/88u/dataset/S1091_378  
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Among those who did not do a traineeship, 36% indicated they were not interested in doing one, 

18% were not able to find one, 16% felt they were not well-informed about traineeships, and 10% 

did not have enough financial resources. 

Taking into account that the survey does not provide any indication of the respondents’ 

backgrounds, less than half (48%) overall agree that young people from a disadvantaged or migrant 

background have access to the same traineeships opportunities as others. 46% of the respondents 

overall disagree that persons with disabilities have access to the same traineeship opportunities.  
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ANNEX 3. WHO IS AFFECTED AND HOW?   

A3.1. Practical implications of the initiative 

Public authorities in all Member States would have to introduce legislative changes to 

implement the new provisions arising from this initiative e.g., regarding dedicated and effective 

controls and inspections, set up designated channels for reporting malpractices and ensuring that 

trainees are not treated in a less favourable manner as regards working conditions, including 

remuneration, than comparable entry-level workers of the same category in the same 

establishment, unless different treatment is justified on objective grounds (see section 8 for full 

list). In view of ensuring effective controls and inspections to detect and take enforcement action 

against work relationships disguised as traineeships they will have to increase the capacity of their 

labour inspectorates. Also, they will need to ensure that competent authorities carry out an overall 

assessment to determine whether a traineeship constitutes a work relationship disguised as 

traineeship on the basis of a set of elements defined at EU level. To assist the controls and 

inspection Member States would need to Member States to define excessive duration of 

traineeships at national level for the purpose of controls by national authorities and to ensure that 

employers provide in the vacancy notices information on the expected tasks, learning content, 

working conditions, remuneration and social protection. Moreover, Member States will be called 

upon to comply with the recommendations, including regarding maximum duration of traineeships 

and to prevent employers from requesting previous work experience in vacancy notices, dedicated 

and effective controls and inspections for all trainees, ensure fair/proportionate remuneration to all 

trainees and access to social protection coverage, improve the inclusiveness of and access to 

traineeships, improve the quality of /remote/hybrid traineeships and extend the scope of the QFT 

to ECT and MPT. Additionally, recommendations to Member States include improving 

monitoring and data collection, improving awareness raising, and the exchange of best practices 

and providing financial and/or practical guidance to support employers and in particular SMEs, to 

provide high quality traineeships. Member States will also be called upon to ensure the 

involvement of social partners and other relevant stakeholders in the implementation and 

monitoring of the rights and obligation arising from this initiative. 

Traineeship providers would need to comply with the provisions on ensuring that individuals are 

not engaged in work relationships disguised as traineeships and that they do not offer non-

compliant traineeships.  They would also have to ensure that trainees are not treated in a less 

favourable manner as regards working conditions, including pay, than comparable entry-level 

workers of the same category in the same establishment, unless different treatment is justified on 

objective grounds and that they increase the transparency regarding working conditions and the 

learning content in vacancy notices. Moreover, they will have to provide (upon request) to 

competent authorities information regarding their trainees and their working conditions. Last, they 

would have to comply with other provisions which might arise as a result of the implementation 

of the recommendations by Member States.  

The initiative would not entail direct legal obligations for trainees. Nonetheless, they would 

contribute to enforce the provisions of the policy options, both directly and indirectly through their 

membership in workers’ representations and trade unions. In addition, in those countries that 

would introduce reporting channels, trainees would be able to denounce malpractices and poor 

traineeships conditions. 
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A3.2. Summary of costs and benefits 

Trainees – The prevention and decline in the problematic use of traineeships would improve the 

working conditions of trainees. As a result, it is expected that a larger number of individuals will 

start enjoying the new rights associated with their employee status (in the case of reclassification) 

or improved rights (in the case of non-compliant traineeships). Further benefits arise from 

improved working conditions and higher transparency, which in turn contribute better working 

conditions and  better learning opportunities, improved labour market prospects. Trainees 

considered as workers will also benefit in terms of protection from unjustifiably less favourable 

manner as regards working conditions, including pay, than comparable entry-level workers of the 

same category in the same establishment. The recommendations on setting a limit to the maximum 

traineeship duration and preventing employers/traineeship providers from requesting previous 

experience in the field of activity contributes to preventing young individuals from being trapped 

in traineeships of long duration, including repetitive/consecutive traineeships with the same or 

different employers. This will help ease their transition into the labour market. An important 

additional benefit of the policy initiative concerns the expected improvements in the access to 

traineeships opportunities for individuals from vulnerable groups, including people with 

disabilities. Finally, the extension of the scope to ECT and MPT could increase both the relevance 

and coherence of the initiative for all trainees. As far as the costs are concerned, while the initiative 

would not impose direct costs on trainees the measures could result in unintended consequences 

connected to a decline in offer of traineeships, and of paid traineeships, even though they are 

expected to be modest.  

Workers – For workers, the benefits of the initiative would be associated with improvements in 

their working conditions associated to the decline in the problematic use of traineeships and the 

associated downward pressure that they exercise on the rest of the workforce. In addition, workers 

could enjoy the benefits of increased trainees’ productivity (fostered by the fact that they would 

have access to better working conditions, which could enable and motivate them to work better). 

Businesses – Traineeship providers would enjoy the benefits of fairer market competition since 

companies would be prevented from reducing their labour costs by hiring trainees. Moreover, 

employers would benefit from productivity improvements connected to more qualified and 

competent workforce, higher motivation and engagement of trainees, and potentially a better 

matching of trainees’ skills to the needs of their company in the context of the twin green and 

digital transition. To this end, additional benefits would arise from improved labour market 

matching and higher retention rates which could decrease employers’ search, matching and 

recruitment costs of regular workers. Finally, traineeship providers would benefit from a wider 

and more diverse pool of candidates. In terms of costs, employers would have to sustain adjustment 

costs to comply with the new obligations. The costs of familiarisation with new provisions could 

be pooled across the different provisions and thus limited. Limited costs are also expected from 

the need to revise existing contracts and future vacancy notices and more frequent recruitment and 

onboarding processes. In addition, businesses where work relationships disguised as traineeships 

or non-compliant traineeships are identified during implementation or during controls and 

inspections would face higher labour costs arising from the need for adjustment in the rights of 

trainees. Labour costs would also arise to comply with the obligation to ensure that trainees are 

not treated in a less favourable manner as regards working conditions, including pay, than 

comparable entry-level workers of the same category in the same establishment and from the 

recommendations on ensuring fair/proportionate remuneration and access to social protection for 

all trainees.  Some costs would also arise from the need to provide information to authorities in 

charge of inspections and controls, but these would be minimised by the provision to provide these 
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information only upon request. Finally, businesses might face additional costs in cases of increased 

litigations resulting from new provisions of this initiative.   

Public authorities – The requirements to carry out controls and inspections on the basis of a set 

of binding elements defined at EU level would allow competent authorities to improve their 

effectiveness in detecting work relationships disguised as traineeships and take respective 

enforcement measures. Eventually, in the long term the expected decline in the problematic use of 

traineeships would further reduce enforcement costs for public authorities. A positive impact on 

public budgets would be generated by the revenues from the fines issued by the competent 

authorities and some increase in tax payments and social security contributions resulting from 

increasing labour rights of trainees who will benefit from the initiative. Benefits can also be 

expected from a decreased spending on social protection and activation. The main sources of costs 

would be connected to implementing the provisions of the initiative in the national regulatory 

framework, the increase in enforcement costs connected to strengthening the capacity of 

competent inspection authorities and the adjustment costs to set up reporting channels. Finally, if 

traineeship providers decide to reduce the total number of paid positions due to increased labour 

costs, this would lead to a decrease of public revenues from social security contributions, but this 

cost is expected to be small. 

In view of the uncertainties explained in Annex 4, and given that costs of some measure cannot be  

monetised, costs are estimated per measure, while total cost estimates of the preferred option 

cannot be provided. 

 I. Overview of Benefits (total for all provisions) – Preferred Option 

Description Amount Comments 

Direct benefits 

Increase in the number of trainees 

(workers or not) who will enjoy the 

right they are entitled to under EU or 

national law 

Non-legislative: Based on 

hypothetical assumptions regarding 

the degree of  implementation by the 

MS at national level (33%-100%) up 

to 1.02 - 3.1 million trainees could 

benefit.  

 

Decrease in the number of work 

relationships disguised as traineeships 

and non-compliant traineeships 

  

 Not possible to quantify the number of work 

relationships disguised as traineeships and 

non-compliant traineeships due to the absence 

of data. 

A rough estimate of the number of trainees 

being at risk of doing specific types of work 

relationships disguised as traineeships can be 

obtained by combining replies from the 

Eurobarometer with EU-LFS data on the 

number of trainees in the EU in 2019. For 

example 370,000 paid trainees could be 

affected who are doing a long-duration 

traineeship. Out of these, it can be estimated 

that around 100,000 (rough proxy) did a long-

duration traineeships with a poor learning 

content. 
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Decrease in the number of trainees 

doing traineeships of long duration, 

repeated and/or consecutive 

traineeships with the same employer 

Non-legislative: Based on 

hypothetical assumptions regarding 

the degree of  implementation by the 

MS at national level (33%-100%)  up 

to 117,000 -  355,400  doing a 

traineeship longer than 6 months plus 

up to  68,000-207,800 doing repeated 

and/or consecutive traineeships with 

the same employer.   

These estimates are based on the share of 

trainees that in the Eurobarometer reported 

having traineeships longer than six months as 

well as consecutive traineeships with the 

same employer combined with EU-LFS data 

on the number of trainees in the EU in 201911.  

Decrease in the number of trainees 

doing repeated traineeships different 

employers 

  A rough estimate of the number of trainees 

who have done in the past repeated 

traineeships with different employers can be 

obtained on the basis of the share of trainees 

who reported having conducted multiple 

traineeships with different employers (based 

on the Eurobarometer) combined with EU-

LFS data on the number of trainees in the EU 

in 2019). This gives a proxy measure of the 

number of traineeships vacancies asking prior 

work experience to candidates.  

This rough estimation shows that, in 2019, 

around 1.1 million trainees (out of which 

500,000 paid trainees) in the EU had done 

multiple traineeships with different 

employers at some point in their life. It should 

be noted that this is likely to be an 

overestimate, as 1) it is unknown if for all of 

this prior work experience was required and 

2) respondents were asked to consider all the  

traineeships they ever did and not  only those 

related to the current year.  

Improvement in the labour market 

position of trainees in terms of labour 

market empowerment 

 Not possible to quantify due to the qualitative 

nature of the benefits 

Protection of paid trainees from 

unjustifiable differential treatment  

Legislative: Based on hypothetical 

assumptions regarding the number of 

paid trainees not being 

fairly/proportionately remunerated,   

up to 353,000 to 870,000  paid 

trainees (rough proxy, depending on 

scenario) could benefit. 

Rough estimates. The lower bound 

correspond to the  22% of respondents who 

stated that their compensation was not at all 

sufficient to cover basic living expenditures 

(trainees’ survey, evaluation) and the upper 

bound to the 54% who stated that their 

financial allowance/compensation was below 

the minimum wage.  

Access to remuneration for unpaid  

trainees  

 

 

Non-legislative: Based on 

hypothetical assumptions regarding 

the degree of  implementation by the 

MS at national level  (33%-100%)  up 

to 500,000-1.5 million unpaid 

trainees could benefit. 

Rough estimates based on the estimation of 

the prevalence of unpaid trainees under the 

supporting study  

Improved access to social protection 

for trainees  

Non-legislative: Based on 

hypothetical assumptions regarding 

the degree of  implementation by the 

MS at national level (33%-100%)  up 

Estimates for access to social protection are 

based on the share of trainees that in the 

Eurobarometer reported not having any type 

of social protection coverage combined with 

 
11 Without MPT 
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to 352,000 - 1,07 million trainees 

could benefit. 

EU-LFS data on the number of trainees in the 

EU in 2019. 

Increased level playing field/ Fairer 

market competition through the 

alignment of the labour costs to the 

level of compliant traineeships. 

 Not possible to quantify due to the absence of 

data on the number of firms using traineeships 

to disguise regular work relationships. 

Higher productivity and 

competitiveness for employers as a 

result of 1) more skilled workforce and 

2) better working environment  

 Not possible to quantify. 

Improved learning and training for 

trainees. Better and more relevant 

skills to facilitate their integration 

and/or transitions in the labour market 

Non-legislative: Based on 

hypothetical assumptions regarding 

the degree of  implementation by the 

MS at national level (33%-100%) up 

to 212,000-637,000 trainees could 

have access to a mentor.  

Not possible to quantify due to the qualitative 

nature of the benefits 

Improved traineeships opportunities 

for individuals with disabilities and 

people from vulnerable groups 

 Not possible to quantify due to the qualitative 

nature of the benefits. 

Improved labour market matching and 

higher retention rate.  Decrease in 

search, matching and recruitment costs 

for employers/traineeship providers 

 Not possible to quantify. 

Improved effectiveness of controls and 

inspections to detect and combat work 

relationships disguised as traineeships  

 Not possible to quantify. 

The increased transparency on working 

conditions, including in vacancies 

notices.  

Legal certainty for trainees and 

regulatory clarity for 

employers/traineeship providers.  

Non-legislative: Based on 

hypothetical assumptions regarding 

the degree of  implementation by the 

MS at national level (33%-100%)  up 

to 203,0000 – 609,000 trainees could 

benefit from a getting a written 

traineeship agreement. 

Not possible to quantify. 

Indirect benefits 

Increased public revenues generated by 

fines, higher taxes and social security 

contributions 

 Not possible to quantify due to lack of data on 

work relationships disguised as traineeships 

and non-compliant traineeships, remuneration 

levels and social security contributions for 

trainees. 

Reduced enforcement costs due to a 

decline in the problematic use of 

traineeships in the long run 

  Not possible to quantify. Estimates on the 

decline of work relationships disguised as 

traineeships and non-compliant  traineeships 

could not be produced due to the lack of data.  

Reduced skills mismatches   Not possible to quantify. 

Improvements in business reputation  Not possible to quantify due to the qualitative 

nature of the benefit. 

Ensuring of fundamental rights: the 

right to workers’ equality before the 

law; to fair working conditions, access 

to adequate social protection and 

healthcare, to equal opportunities and 

 Not possible to quantify. 
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treatment of under-represented groups 

and non-discrimination, promote the 

freedom of movement within the EU 

and facilitate the right to family life. 

(1) Estimates (gross values) provided with respect to the baseline; (2) costs are provided for each identifiable 

action/obligation of the preferred option otherwise for all retained options when no preferred option is 

specified; (3) If relevant and available, please present information on costs according to the standard typology 

of costs (adjustment costs, administrative costs, regulatory charges, enforcement costs, indirect costs;).  

II. Overview of costs – Preferred option 

 Citizens/Consumers Businesses Administrations 

One-off Recurrent One-off Recurrent One-off Recurrent 

All measures Direct 

enforcement 

costs 

  Small costs 

for 

transversal 

familiarisati

on with all 

new 

provisions 

(between 

EUR 53 for 

SMEs and 

EUR 39 for 

larger 

companies) 

   

Direct 

enforcement 

costs 

    Integration of 

provisions 

into the 

national 

regulatory 

scheme 

 

Effective controls and 

inspections conducted 

by competent 

authorities to detect 

and take enforcement 

action and overall 

assessment based on a 

list of elements 

defined at EU level 

pointing at the risk of 

work relationships 

disguised as 

traineeships .  

Direct 

adjustment 

costs 

None None  None Only for 

businesses where 

work 

relationships 

disguised as 

traineeships or 

non-compliant 

traineeships are 

identified:  

a) increased 

labour costs due 

to offer of 

regular 

employment or 

genuine 

compliant 

traineeships 

b) costs for 

administrative or 

judicial 

procedures  

c) Costs related 

to penalties  

None None 
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II. Overview of costs – Preferred option 

 Citizens/Consumers Businesses Administrations 

One-off Recurrent One-off Recurrent One-off Recurrent 

Also, small 

(negligible)  

costs to undergo 

inspections. 

Direct 

enforcement 

costs 

None None Some small  

costs could 

arise from 

the inclusion 

of 

traineeships 

in existing 

controls and 

inspections 

 

None None 

 

1) Cost from 

including 

traineeships in 

existing  

controls and 

inspections. 2) 

Strengthen the 

capacity of 

labour  

inspectorate 

(training, 

material and 

human 

resources) 

Based on 

hypothetical 

assumptions 

regarding the 

implementatio

n by the MS at 

national level 

the cost could 

range:  EUR 

27,000 (only 

training) to 

around EUR 

1.2 million (if 

optimal 

number of 

inspectors 

hired) 

Direct 

administrativ

e costs 

None None  None Provide 

competent 

authorities (upon 

request) data and 

information 

regarding 

trainees and their 

contracts. 

None 

 

 

Recommendations for 

effective monitoring 

and enforcement to 

ensure that the rights 

and working 

conditions of trainees 

Direct 

enforcement 

costs 

None None None None None 

 

1) Cost from 

including 

traineeships in 

existing  

controls and 

inspections. 2) 
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II. Overview of costs – Preferred option 

 Citizens/Consumers Businesses Administrations 

One-off Recurrent One-off Recurrent One-off Recurrent 

under applicable EU 

and national law are 

respected 

Strengthen the 

capacity of 

labour  

inspectorate 

(training, 

material and 

human 

resources) 

Based on 

hypothetical 

assumptions 

regarding way 

and degree of  

implementatio

n by the MS at 

national level 

(33%-100%) 

the cost could 

range from: 

EUR 9,000 – 

27,000 (only 

training) to 

around EUR 

363,000 - 1.2 

million (if 

optimal 

number of 

inspectors 

hired) 

 

Obligation to 

employers to provide, 

in the vacancy notices, 

information on the 

expected tasks, 

learning content, 

working conditions, 

remuneration and 

social protection 

Direct 

adjustment 

costs 

None None Possible  

costs to 

adjust 

vacancy 

notices. 

EUR 46 

million  

None None None 

Ensure workers’ 

representatives and 

other actors to be able 

to engage in 

procedures to enforce 

the rights of trainees 

and channels to report 

of malpractice and 

poor traineeship 

conditions. 

 

Recommendation to 

ensure workers’ 

Direct 

enforcement 

costs 

None None None . Possible costs 

resulting for 

the measure 

on ensuring 

the channels. 

(awareness 

campaigns to 

inform 

trainees about 

the existence 

of such 

mechanisms)  

 

Possible 

increase costs 

related to 

inspections 



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 4: Impact assessment traineeships part 2

 

 

44 

 

II. Overview of costs – Preferred option 

 Citizens/Consumers Businesses Administrations 

One-off Recurrent One-off Recurrent One-off Recurrent 

representatives and 

other actors to be able 

to engage in 

procedures to enforce 

the rights of trainees 

and channels to report 

of malpractice and 

poor traineeship 

conditions  

Member States to 

define excessive 

duration of 

traineeships at 

national level to assist 

inspections.   

 

Recommendations for 

maximum traineeship 

duration (6 months) to 

include 

consecutive/repeated 

traineeships 

(strengthened 

Principle 10) and to 

prevent employers 

from requesting 

previous work 

experience in vacancy 

notices 

Direct 

adjustment 

costs 

None None Possible  

small costs 

to adjust 

existing 

contracts  

None None None 

Indirect 

adjustment 

costs 

None None None Possible increase 

in costs due to 

more frequent 

recruitment and 

onboarding 

processes:  

Hypothetical 

assumptions 

regarding the 

degree of  

implementation 

by the MS at 

national level 

(33%-100%) 

lead to an 

estimate of  up to 

EUR 22-68 

million.  

None None 

Indirect 

adjustment 

costs 

None None None For companies 

requiring in the  

previous work 

experience: 

higher training 

costs because of 

inexperienced 

trainees  

None None 

Ensure trainees are not 

treated in a less 

favourable manner as 

regards working 

conditions, including 

pay, than comparable 

entry-level workers of 

the same category in 

the same 

establishment, unless 

different treatment is 

Direct 

adjustment 

costs 

None None Possible  

small costs 

to adjust 

existing 

contracts  

Only for non-

compliant 

business: 

increase in 

labour costs. 

EUR 41 million 

for paid trainees 

(minimum wage 

benchmark) and 

EUR 81 million 

(60% of a 

None None 
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II. Overview of costs – Preferred option 

 Citizens/Consumers Businesses Administrations 

One-off Recurrent One-off Recurrent One-off Recurrent 

justified on objective 

grounds 

remuneration of 

a comparable 

entry level 

worker 

benchmark) 

under the 

assumption that 

22% of paid  

trainees are not 

fairly/proportion

ately 

remunerated 

Recommendations to 

ensure that all unpaid  

trainees receive 

fair/proportionate  

remuneration 

/compensation and 

have access to social 

protection  

Direct 

adjustment 

costs 

None None None Possible increase 

in labour costs.  

Based on 

hypothetical 

assumptions 

regarding the 

degree of  

implementation 

by the MS at 

national level 

(33%-100%)  the 

cost for unpaid 

trainees could 

range from: 

Remuneration: 

731,2 million - 

2.19 billion  

(MW 

benchmark); 

EUR 704.2 

million - 2.11 

billion (60% 

benchmark) 

Social protection 

for all trainees: 

EUR 2.8 – 8.4 

billion 

(depending on 

implementation) 

None None 

Recommendations 

for written traineeship 

agreement to include 

additional elements to 

increase   transparency 

and to improve the 

learning component 

Direct 

adjustment 

costs 

None None None Small additional 

costs  to the 

already 

necessary cost 

arising from  the 

TPWC12 under 

the baseline.  

None None 

 
12 The cost under TPWC cost was estimated to EUR 44 for micro enterprises, EUR 57 for small and medium companies and 25 for 

large companies, source, Supporting study. 
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II. Overview of costs – Preferred option 

 Citizens/Consumers Businesses Administrations 

One-off Recurrent One-off Recurrent One-off Recurrent 

(strengthened 

Principle 2)   and for 

access to mentors 

Based on 

hypothetical 

assumptions 

regarding degree 

of  

implementation 

by the MS at 

national level 

(33%-100%)  the 

cost could be in 

the range of EUR 

27 - 80 million 

(depending on 

implementation).    

Cost to combine 

and formalise all 

pieces of 

information in a 

written 

agreement 

(negligible).   

Direct 

enforcement 

costs 

None None None Possible costs 

related to 

litigations 

None None 

Recommendations to 

ensure traineeships 

accessibility to people 

with disabilities and 

equal access to 

vulnerable groups  

Direct 

adjustment 

costs 

None None Possible 

costs to 

tailor 

traineeships 

and to adapt 

workplace 

to trainees 

Possible costs to 

conduct outreach 

and awareness-

raising activities 

Possible costs 

for issuing 

guidance on 

outreach and 

awareness-

raising 

activities as 

well as 

tailoring 

traineeships 

and on 

adapting 

workplace to 

trainees 

None 

Measures to support 

cross border 

traineeships 

Direct 

adjustment 

costs 

None  None  None Possible costs 

for developing 

and producing 

practical 

guidance and 

information 

on national 

traineeship 

frameworks  

Possible costs 

to be incurred 

for updating 

the practical 

guidance and 

information 

on national 

traineeship 

frameworks  

Indirect 

adjustment 

costs 

Possibl

e 

expense

s to 

None None Small costs to 

post vacancies 

and recruit 

None None 
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II. Overview of costs – Preferred option 

 Citizens/Consumers Businesses Administrations 

One-off Recurrent One-off Recurrent One-off Recurrent 

relocate 

to other 

countrie

s  

international 

trainees 

Measures to promote 

remote/hybrid 

traineeships 

Direct 

adjustment 

costs 

None None  Small costs to 

adapt working 

environment 

(e.g. access to 

digital work 

tools) and 

arrangements 

(including 

mentorship) 

Possible costs 

for issuing 

guidance on 

conditions for 

accessibility 

and quality 

remote/hybrid 

traineeships 

None 

(1) Estimates (gross values) to be provided with respect to the baseline; (2) costs are provided for each identifiable 

action/obligation of the preferred option otherwise for all retained options when no preferred option is specified; (3) If 

relevant and available, please present information on costs according to the standard typology of costs (adjustment costs, 

administrative costs, regulatory charges, enforcement costs, indirect costs;).  

III. Application of the “One-in One-Out” approach  
 

One-off Recurrent Total 

Businesses    

New Administrative Burdens None None None 

Removed Administrative 

Burdens 

None None None 

Net Administrative Burdens None None None 

Adjustment Costs See Table II above See Table II above 
 

Citizens    

New Administrative Burdens None  None None 

Removed Administrative 

Burdens 

None  None None 

Net Administrative Burdens None None None 

Adjustment Costs None  None None 

NB: The administrative costs for providing competent authorities (upon request) data and information regarding trainees and their 

contracts, which is indicated in above Table II, is not subject to offsetting in the context of the one-in one-out approach and is 

therefore not included in the above table III (see Better Regulation Tools #58 and #59). 

1. Relevant sustainable development goals 

IV. Overview of relevant Sustainable Development Goals – Preferred Option(s) 

Relevant SDG Expected progress towards the Goal Comments 

SDG no. 1 – End poverty in 

all its forms everywhere 

The expected improvements in access to 

traineeships, remuneration levels and labour 

market integration of young individuals contribute 
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to reducing the number of people at risk of poverty 

and social exclusion in the EU. 

SDG no. 4 – Ensure inclusive 

and equitable quality 

education and promote 

lifelong learning 

opportunities for all 

The expected improvements in access to 

traineeships and in the learning component 

promote the goal of lifelong learning opportunities 

for all. 

 

SDG no. 8 – Promote 

sustained, inclusive and 

sustainable economic 

growth, full and productive 

employment and decent work 

for all 

The expected decline in the number of work 

relationships disguised as traineeships and the 

improvements in the working conditions of 

trainees contribute to the goal of ensuring decent 

working conditions to all. 

  

SDG no. 10 – Reduced 

inequalities within and 

among countries 

Improvements in access to traineeships contribute 

to reduce within countries inequalities. 
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ANNEX 4. ANALYTICAL METHODS 

This annex describes the analytical methods used in the impact assessment. Unless otherwise 

mentioned this Annex is based on the methodology used for the supporting study. 

Data limitations and robustness of evidence regarding the problem definition and estimation 

of benefits 

Significant efforts have been made to collect data to provide an estimate of the size of the problem. 

However, it should be noted that these estimates are subject to several limitations. First, the total 

number of trainees is likely to be underestimated. This is particularly relevant for the number of 

unpaid trainees. The most reliable source to obtain estimates on the prevalence of trainees is the 

LFS data, however, as there are no direct ways to identify them in using this survey. On the 

contrary, data on paid trainees is more accurate (see A4.1.3). Second, the majority of the 

supporting evidence is based on self-reporting surveys, the 2023 Eurobarometer and the trainee 

survey conducted under the evaluation. Results of such surveys have the following limitations: 1) 

they represent only the views of the trainees and 2) are influenced by the self-response bias of the 

replies provided by respondents as well as by the profile of the respondents (which is not 

representative for all types of traineeships). Third, the quantification of the problem in terms of 

absolute numbers was obtained by combining data from two different sources: the 2023 

Eurobarometer and EU-LFS data on the number of trainees (see A4.3 and A4.4). Finally, the data 

to identify work relationships disguised as traineeships rely on an incomplete set of variables (data 

is only available for long duration and poor learning content) work relationships disguised as 

traineeships The assessment of such work relationships disguised as traineeships is also 

complicated by the fact that the distinction between them and regular work is often blurred, thus 

requiring a case-by-case assessment (see A4.3). 

Nevertheless, a compilation of information from literature, case law and the above-mentioned 

surveys provide robust evidence for the existence of the problem and its magnitude. In 

particular, the in-depth legal analysis of national regulatory systems carried out under the 

supporting study identified gaps in these systems that allow for the problematic use of traineeships 

to arise for current and future trainees (A4.11). Regarding the problems of quality and access, the 

results of the evaluation and the dedicated analysis under the supporting study provide robust 

evidence to substantiate the problem.  

Uncertainties regarding estimation of costs 

• Regarding estimation of the costs on enforcement, data on the number of hours dedicated 

to training specific to traineeships could not be retrieved from most of the national labour 

inspection reports. Thus, this information is extrapolated from the Spanish annual labour 

inspection reports (see Annex A4.6). 

• Regarding the cost on recruitment, Empirical evidence on the magnitude of recruitment 

costs of trainees is rare due to the limited availability of suitable data. Therefore estimates 

are based on a study using firm-level data in Germany which estimated recruitment costs 

related to apprenticeships (see Annex A4.7). 

• Regarding the cost on remuneration, the proxy used for the current level of the 

remuneration of trainees leads to an underestimation of the actual level of remuneration of 
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trainees, while the proxy used to construct the benchmark wage is leads to overestimation  

of the benchmark wage. Therefore, the estimated proxy for the gap between current 

remuneration and the proxy for fair/proportionate remuneration is very likely to be 

overestimated (see Annex 4.8). 

• Regarding the costs on social protection these are based on Eurostat data on the share of 

the non-wage costs in the total labour costs, which include but are not restricted to 

employers’ social contributions. Therefore, the costs are likely to be overestimated. 

• In view of the above-mentioned uncertainties and given that costs of some measure cannot 

be  monetised, costs are estimated per measure, while total cost estimates per option cannot 

be provided.  

A4.1. Estimation of the prevalence of trainees 

Quantitative evidence on traineeships in the EU was obtained from the scientific use file13 of the 

EU Labour Force Survey (EU-LFS).14 Eurostat granted the contractor of the study supporting the 

impact assessment15 access to the relevant anonymised files.  

Prevalence of paid trainees  

In order to assess the prevalence of paid trainees, the main variable used from the EU-LFS was 

the TEMPREAS variable, available on a yearly basis. This variable records paid fixed-term work 

experiences, identifying the reasons why respondents report being on fixed term contracts.16  

The analysis accordingly focused on response option 5: “Training other than apprenticeship 

(trainees, internships, research assistants, etc.)”. This category encompasses also other temporary 

work arrangements than traineeships/internships. However, these alternatives are likely to 

represent a small share of the answers given that apprenticeships and traineeships are the two main 

forms of temporary work arrangements aiming at providing work-based training to individuals.17 

It is important to note that before 2016, apprenticeships and traineeships were not disaggregated. 

Since 2016, Member States have been offered the possibility, on a voluntary basis, to provide the 

split between apprenticeships and traineeships. Therefore, for data before 2016, trainees cannot be 

identified from apprentices in any Member State, whereas the distinction is available between 2016 

and 2020 for the 14 Member States which provided the split (BE, CY, DE, IE, EE, EL, LV, HU, 

NL, AT, PL, RO, SK, FI). In order to obtain estimates of the number of trainees for years in which 

these workers are aggregated with apprentices, a Multiple Imputation by Chained Equations 

 
13 Scientific use files are the datasets provided by Eurostat after anonymisation. 
14 See https://ec.europa.eu/eurostat/web/microdata/european-union-labour-force-survey. The EU-LFS is the official source for 

labour market statistics in the EU and presents the advantage of providing (more) harmonised and comparable information 

(compared to e.g. administrative data) on labour market status of the population aged 15 to 89. The EU-LFS is conducted in all EU 

countries, 4 candidate countries, and 3 European Free Trade Association (EFTA) countries. EU-LFS microdata for scientific 

purposes currently contain data for all EU countries, as well as data for Iceland, Norway, Switzerland, and the United Kingdom 

(up to third quarter of 2020).  
15 Study exploring the context, challenges and possible solutions in relation to the quality of traineeships in the EU, forthcoming 

(VT/2022/047). 
16 Since 2021, the variable TEMPREAS includes the following categories: 1.Could not find a permanent job; 2. Did not want a 

permanent job; 3. Fixed-term probationary contract; 4. Apprenticeship; 5. Training other than apprenticeship (trainees, internships, 

research assistants, etc.); 6. This type of job is only available with a temporary contract; 7. Other reasons; 8. Blank Not stated; 9. 

Not applicable. 
17 This is an assumption which is in line with most of the research on the topic and that either focus on apprenticeships or 

traineeships.  
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(MICE) approach was applied. Further details are available in the supporting study to the impact 

assessment. 

Several proxies were used to identify the types of paid traineeships and quantify their prevalence: 

- For Mandatory Professional Traineeships (MPT) 3-digit codes, available through the EU-LFS, 

associated with specific professions (e.g. doctors, dentists, pharmacists, legal professions) were 

combined with the variable HATLEV1D = 3 is also applied. This restriction implies that MPT 

have a completed level of education equivalent to at least tertiary education. 

- For Education Curriculum Traineeships (ECT) those who were not classified as MPT were 

filtered against the variable EDUCFED4 = 1, meaning they are still in formal education. 

- For Active Labour Market Programme (ALMP) traineeships, the computation used EU-LFS  

variables capturing a highest level of education corresponding to upper secondary and aged 

lower than 30; or variables showing that the trainees are currently not in education and report 

receiving active support either from a Public Employment Service (PES) or another institution, 

or they claim to have received some help in finding their current employment (i.e. traineeship) 

arrangements. 

- Open Market Traineeships (OMT) are obtained as residual, i.e. subtracting the number of MPT, 

ECT and ALMP as calculated above from the total number of trainees.   

The above approach, which was deemed appropriate given resource constraints and the poor 

availability of data, does have a few limitations.   

A first limit is that the distinction between MPT and ECT is not necessarily clear-cut. In theory, 

MPT should take place after the completion of university studies and are usually a requirement to 

be eligible for examinations required to access specific professions. On the other hand, mandatory 

traineeships can also be required to obtain university diplomas, with the said diploma being the 

requirement to access the profession. The distinction between these two types of traineeships is 

not always clear.  

Furthermore, the EU-LFS provides only information on the highest level of education completed 

aggregated into three categories. It is therefore not possible to disentangle a traineeship that would 

take place at Master’s level (HATLEV1D = 3 since the grade of Master’s implies that a bachelor 

diploma has been obtained) from a traineeship taking place after the completion of the Master’s 

level (typically the case for lawyers). 

Moreover, the conditions of MPT for several occupations are specific to each Member State, which 

limited the applicability of the quantitative analysis as outlined above.  

Another limit of the proxy measures regards ECT and OMT. In many Member States, it is common 

(often during the summer period) for students to undertake traineeships which are not compulsory 

and do not give rise to a recognition of the traineeships for the obtention of the diploma. These 

traineeships take place without the involvement of the education provider, and as such, they should 

be recorded as OMT. The available data did not allow to appropriately capture this phenomenon.  
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Prevalence of unpaid trainees 

Due to aspects such as lack of pay, unpaid trainees are recorded in the EU-LFS as unemployed (if 

they meet given criteria, i.e. search effort and availability to start working within four weeks), or 

as inactive. Furthermore, it seems reasonable to assume that the largest part of unpaid trainees are 

young. The age composition of paid traineeships indicates that the 15-29 age group represents 80% 

of the total number of trainees on average in the EU, so the same share could be assumed to apply 

to unpaid, but it could be even higher. One could reasonably assume that unpaid traineeship 

opportunities are (more likely to be) rejected by ‘older’ people who often have more financial 

constraints. 

Following this reasoning, the pool of not-employed individuals aged 15-29 constituted the 

reference group for the computation of unpaid trainees18 and within this group, the four types of 

trainees were proxied and extracted: 

- Based on the evidence from the legal analysis, while not all trainees in MPTs have 

employee status nor benefit from employee-equivalent remuneration, in most countries and 

for most professions (in particular health and education) they are paid. Furthermore, given 

the relatively small employment share that MPT represent, the assumption that all such 

trainees are paid should have a small impact on the overall number of unpaid trainees. 

- ECT trainees are proxied by exploiting the variable HATWORK which informs on unpaid 

working experiences during education. Unpaid work experiences could include other types 

of working arrangements, in particular apprenticeships. However, apprenticeships tend to 

be highly regulated and almost all Member States provide specific provisions guaranteeing 

a certain level of pay.  

- For what concerns ALMP traineeships, several proxy variables were used, focusing on the 

reference group of 15-20 year old not employed, receiving active support (REGISTER = 1 

or 3) and narrowed with the variables EDUCNFE4 and AVAIREAS, which provide 

information on attendance to training, after filtering out people in education. This is not 

equivalent to traineeship and there is no certainty on whether the training activity took 

place at work.  

- For unpaid OMT traineeships, the reference population of not employed is restricted by 

removing individuals in education and those registered at a PES (i.e. we focus on 

REGISTER = 4). The methodology then relies on the variables EDUCNFE4 and 

AVAIREAS, as above. This approach is complemented by computing the total number of 

ECT and ALMP traineeships, retrieving the share of paid traineeships among these 

aggregated numbers, and applying this proportion to the total number of OMTs to recover 

the number of unpaid ones. 

It is clear from the above explanations, which are further detailed in the supporting study, that the 

limitations already outlined in the previous section for assessing the prevalence of paid 

traineeships, are significant for unpaid traineeships, too. Significant efforts were put in place, in 

cooperation with the contractor of the supporting study, but ultimately the paucity of available data 

was a constraining factor.  

 
18 From this group, various individuals are removed: 1) inactive because they are waiting for their new job to start, 2) inactive due 

to absence for parental leave, 3) inactive due to disability and 4) individuals who report not currently seeking and wanting work. 
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Underestimation of the number of paid and unpaid trainees 

The methodology to estimate the number of trainees in the EU (presented above) suffers from 

some limitations, which are likely to result in an underestimation of the actual number of paid and 

unpaid trainees. 

Paid trainees 

As many surveys, also the EU-LFS suffers from issues affecting the reliability of data. The issue 

of stock sampling19, i.e. the fact that respondents are interviewed at precise moments in time20, is 

probably leading to an underestimation of the number of short-duration trainees. Labour market 

status, in particular short-term activity, of the interviewee outside the interview moments (i.e. 

reference weeks) is not captured. This could be the case in particular for short-duration 

traineeships, which would not be recorded in the EU-LFS, leading to an underestimation of the 

total number of trainees over the year. This issue is particularly relevant if one compares survey 

and administrative data, as the latter type of data would record all traineeships, irrespective of their 

duration21. The underreporting of traineeships can be expected to be greater for Member States 

with high shares of short-duration traineeships.22 

Unpaid trainees 

The estimations on the numbers of unpaid trainees are even more uncertain, as there are no direct 

ways to identify these trainees in the EU-LFS. Therefore, to make the estimations, a more 

conservative approach seemed appropriate. A minimum number (i.e. lower bound) of trainees was 

computed, rather than providing larger numbers without possibilities to cross-check the values. 

For ECT, the population currently in education was restricted to individuals who are at least in the 

second or third year of their curricula. Furthermore, the definition of pay used for the HATWORK 

variables appears to be broader than that used by the EU-LFS to determine employment. This 

should decrease the number of unpaid work activities reported by HATWORK, and it should be 

noted that in the event of multiple traineeships, the variable HATWORK records a paid work 

experience, if at least one of these activities is paid. Nevertheless, unpaid ECT are computed from 

a variable that provides information on unpaid work activities as part of the curriculum, which is 

not the case for unpaid ALMP and OMT. Hence, the uncertainty around the number of unpaid 

ALMP and OMT is greater.23 These two numbers are computed by equating attendance to training 

activities with traineeships, which constitutes a very narrow definition of what a traineeship is. As 

 
19 See European Commission, Directorate-General for Employment, Social Affairs and Inclusion (2020). ‘How to use 

administrative data for European Social Funds counterfactual impact evaluations – A step-by-step guide for managing authorities’, 

Publications Office, 2020 
20 All Member States’ samples are longitudinal. 
21 If administrative data on trainees existed. Note that this is the case for FR and IT. In FR, the DARES published a note 

(https://dares.travail-emploi.gouv.fr/Dares_Formation_Stages_en_entreprise_2020.pdf) reporting a number of 289 000 paid 

trainees in 2019. This number is much greater than the EU-LFS (166 000). The SIES also report the number of trainees in education 

(see also box 1 in the DARES note) which is again greater than the number of paid ECT obtained through the EU-LFS (175 000 

and 114 000 respectively). In IT, ANPAL publishes a report on ALMP (extracurricular) traineeships 

(https://www.anpal.gov.it/volume_monitoraggio_tirocini.pdf) showing a total of 318 521, 370 544, 351 153 and 355 802 for the 

years 2016-2019. The number of ALMP trainees from the EU-LFS for the same years are 262 369, 296 299, 290 428 and 311 636, 

again smaller than reported by administrative data, though we note the similar profile across the two sources with an increase in 

2017, followed by a decrease in 2018. These two examples tend to confirm that the EU-LFS is likely to underestimate the number 

of paid trainees. 
22 Furthermore, this issue with short duration traineeships also provides a (partial) explanation for why the distribution of traineeship 

duration in the EU-LFS displays high shares of long duration traineeships. 
23 The uncertainty is even greater for OMT. For unpaid ALMP, it is at least known that the individual is registered at a PES. 

Furthermore, the legal analysis indicate that this type of traineeship provides trainees with some form of remuneration in most 

Member States. 
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a matter of fact, between 7% and 10% of paid trainees at the EU level report attending a training 

activity in the last four weeks. This number cannot be extrapolated to obtain the total number of 

unpaid trainees, but it suggests that using attendance to training is likely to underestimate the actual 

number of unpaid trainees. 

Baseline projections 

This section describes the trend impact analysis24 used to obtain projections of the future number 

of the different types of traineeships in the EU for the period 2022-2030. The analysis uses the 

prevalence trends estimated through the EU-LFS. The baseline scenario assumes for each type of 

traineeship an annual growth rate equal to the average yearly growth rate observed in the five years 

before the outburst of the COVID-19 pandemic in Europe.  

The motivation for selecting the 2014–2019 time-window is twofold. First, it allows to capture 

potential long-lasting effects of the QFT on the prevalence of traineeships in the EU. In addition, 

it allows to analyse structural trends in traineeship prevalence before the disruptive impacts of the 

COVID-19 pandemic. By applying the average yearly growth rate by traineeship type to the 

baseline number of trainees in 2021 we obtain the projected trends in traineeship prevalence for 

the period 2022-2030. Importantly, these figures should not be interpreted as point forecasts but 

rather as a baseline scenario based on current knowledge of trends, socio-economic and political 

developments. In addition to the baseline scenario, we consider an alternative scenario in which 

OMT grow at a stronger rate. The high-growth scenario accounts for the potential impacts of future 

economic developments connected to the impacts of the green and digital transition on the EU 

labour market and the needs for re-skilling and up-skilling. Thus, it contributes to relaxing the 

assumption that future trends consist of a simple continuation of earlier trends. 

The table below shows the average yearly growth rate of each type of traineeship for the period 

2014 and 2019, conditioning on whether the traineeships were paid or not. The third column shows 

the growth rates of OMT in the high-growth scenario. In this scenario, the growth rate of paid and 

unpaid OMT are assumed to be equal to the average yearly growth rate of paid and unpaid 

traineeships (for all types of traineeships) for the period 2014-2019. These correspond to 2.3% for 

paid traineeships (as opposed to the -0.04% yearly growth rate of the baseline scenario) and 0.4% 

for unpaid traineeships (as opposed to the 2.3% of the baseline scenario). 

Table 2: Average yearly growth rate 2014-2019 by traineeship type and remuneration coverage 

Traineeship 

Type 

Average Yearly Growth Rate 2014-

2019 (Baseline projections) 

Average Yearly Growth Rate 

2014-2019 (high growth 

scenario for OMT) 

Paid OMT -0.4% 2.3% 

Paid ALMP 2.8% 2.8% 

Paid ECT 5.1% 5.1% 

Paid MPT 4% 4% 

 
24 Quantitative methods assume that forces at work in the past will continue to work in the future and future events 

that can change past relationships or deflect the trends will not occur or have no appreciable effect. The TIA is a 

simple approach to forecasting in which a time series is modified to take into account perceptions about how future 

events may change extrapolations that would otherwise be surprise-free. In generating a TIA, the set of future events 

that could cause surprise-free trends to change in the future must be specified. When TIA is used, a data base is created 

of key potential events, their probabilities, and their impacts. 
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Unpaid OMT 2.3% 0.4% 

Unpaid ALMP 3.7% 3.7% 

Unpaid ECT 0% 0% 

 

The tables below show the projected yearly growth of the number of traineeships for the period 

2022-2030 under the reference and high growth scenarios, by traineeship type and conditioning 

on whether the traineeship was paid or unpaid. In brackets each type of traineeship is reported as 

a fraction of the total number of traineeships, conditioning on whether they were paid or unpaid.  
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Table 3: Historical and projected number of traineeships in the EU (in thousands of traineeships) 

1.25 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 2024 2025 2026 2027 2028 2029 2030 

Paid 

MPT 

122 

(9.5%) 

125 

(8.7%) 

131 

(8.8%) 

162 

(10.9%) 

161 

(10.6%) 

155 

(10.1%) 

149 

(9.3%) 

157 

(11.3%) 

159 

(11.6%) 

165 

(11.7%) 

172 

(11.8%) 

179 

(11.9%) 

186 

(11.9%) 

193 

(12%) 

201 

(12.1%) 

209 

(12.1%) 

218 

(12.2%) 

226 

(12.2%) 

Paid 

ECT 

360 

(28.1%) 

398 

(27.8%) 

378 

(25.4%) 

448 

(30.1%) 

441 

(29%) 

484 

(31.6%) 

504 

(31.4%) 

443 

(31.9%) 

575 

(42.2%) 

605 

(43%) 

636 

(43.7%) 

669 

(44.5%) 

703 

(45.2%) 

740 

(45.9%) 

778 

(46.7%) 

818 

(47.4%) 

860 

(48.1%) 

904 

(48.8%) 

Paid 

ALMP 

431 

(33.6%) 

466 

(32.5%) 

492 

(33.1%) 

496 

(33.3%) 

521 

(34.3%) 

508 

(33.1%) 

533 

(33.2%) 

461 

(33.2%) 

370 

(27.2%) 

380 

(27%) 

391 

(26.9%) 

402 

(26.7%) 

413 

(26.5%) 

425 

(26.4%) 

436 

(26.2%) 

449 

(26%) 

461 

(25.8%) 

474 

(25.6%) 

Paid 

OMT 

371 

(28.9%) 

445 

(31%) 

487 

(32.7%) 

384 

(25.8%) 

396 

(26.1%) 

389 

(25.4%) 

420 

(26.2%) 

326 

(23.5%) 

258 

(19%) 

257 

(18.3%) 

256 

(17.6%) 

255 

(16.9%) 

254 

(16.3%) 

252 

(15.7%) 

251 

(15.1%) 

250 

(14.5%) 

249 

(13.9%) 

248 

(13.4%) 

Paid 

OMT  

linearity 

scenario) 

371 

(28.9%) 

445 

(31%) 

487 

(32.7%) 

384 

(25.8%) 

396 

(26.1%) 

389 

(25.4%) 

420 

(26.2%) 

326 

(23.5%) 

258 

(19%) 

264 

(18.7%) 

270 

(18.4%) 

276 

(18.1%) 

283 

(17.8%) 

289 

(17.6%) 

296 

(17.3%) 

303 

(17%) 

310 

(16.8%) 

317 

(16.5%) 

Unpaid 

ECT 

     
 

1,237 

(85.9%) 

1,227 

(85.4%) 

1,228 

(86.1%) 

1,237 

(85%) 

1,297 

(87.5%) 

1,299 

(81.8%) 

1,299 

(81.4%) 

1,299 

(81%) 

1,299 

(80.5%) 

1,299 

(80.1%) 

1,299 

(79.6%) 

1,299 

(79.1%) 

1,299 

(78.7%) 

1,299 

(78.2%) 

1,299 

(77.7%) 

Unpaid 

ALMP 

    
 

69 

(4.8%) 

69 

(4.8%) 

67 

(4.7%) 

76 

(5.2%) 

50 

(3.4%) 

119 

(7.5%) 

124 

(7.7%) 

128 

(8%) 

133 

(8.2%) 

138 

(8.5%) 

143 

(8.7%) 

148 

(9%) 

153 

(9.3%) 

159 

(9.6%) 

165 

(9.9%) 

Unpaid 

OMT 

  
 

  134 

(9.3%) 

141 

(9.8%) 

131 

(9.2%) 

143 

(9.8%) 

135 

(9.1%) 

169 

(10.6%) 

173 

(10.8%) 

177 

(11%) 

181 

(11.2%) 

185 

(11.4%) 

190 

(11.6%) 

194 

(11.8%) 

199 

(12%) 

203 

(12.2%) 

208 

(12.5%) 

Unpaid 

OMT 

(High 

growth 

scenario) 

   134 

(9.3%) 

141 

(9.8%) 

131 

(9.2%) 

143 

(9.8%) 

135 

(9.1%) 

169 

(10.6%) 

170 

(10.7%) 

170 

(10.7%) 

171 

(10.7%) 

172 

(10.7%) 

172 

(10.7%) 

173 

(10.7%) 

174 

(10.7%) 

174 

(10.7%) 

175 

(10.7%) 
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Estimation of certain cases of work relationships disguised as traineeships and of 

traineeships of long duration, including consecutive/repeated traineeships 

Estimation of certain cases of work relationships disguised as traineeships 

This section describes the methodology used to estimate the number of certain cases of work 

relationships disguised as traineeships in the EU, based on the data from the Eurobarometer 523 

Survey and the estimated number of trainees obtained from the EU-LFS survey.  

The methodology used to estimate this number builds on existing evidence from policy reports 

documenting the existence of practices where work relationships can be disguised as 

traineeship. While there are no available estimates on the number of work relationships 

disguised as traineeships such traineeships in the EU (partially due to the usual difficulties in 

identifying fraud), numerous studies have identified a list of criteria to distinguish between 

“real” work and traineeships. Building on empirical evidence (see A8.1) a list of elements were 

selected to determine work relationships disguised as traineeships. The Eurobarometer has a 

number of questions which allows estimate a proxy for one type of such traineeships by 

identifying those with long duration and poor learning content.   

Table 4: Survey questions used to assess work relationships disguised as work relationships disguised as traineeships 

Traineeship 

dimension 

Eurobarometer Survey Question 

Duration a) Thinking about your last traineeship, how long did this traineeship 

last?  

b) Thinking about your last traineeship, could you turn to a mentor who 

helped you and explained how to do the work? 

 

Learning  c) During you last traineeship you learnt things that are useful 

professionally 

d) During your last traineeship you could turn to a mentor who helped 

you and explained how to do the work  

   (agreement on a scale from 1-4) 

 

The identification of work relationships disguised as traineeships is based on the decision tree 

depicted below. The green boxes represent proper traineeship relations, the red box represents 

work relationships disguised as traineeships. 

 



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 4: Impact assessment traineeships part 2

 

 

58 

 

 

 

A traineeship is considered to have good learning content if the respondent agreed (i.e., if they 

strongly or partially agreed) with the fact that they learnt things that are useful for their 

profession and they could rely on a mentor during the traineeship. Otherwise, the traineeship 

was assumed to have poor learning content (i.e., if the respondent was in disagreement with one 

or both statements). Excessively long traineeships include traineeships longer than six months 

and multiple short traineeships (lasting between three and six months, i.e. with total duration 

exceeding 6 months) with the same employer. The algorithm described above allows to estimate 

the fraction of work relationships disguised as traineeships by traineeship type. The product 

between the estimated share of such traineeships and the total number of trainees by country 

and traineeship type (estimated through the EU-LFS data) gives the number of work 

relationships disguised as traineeships in absolute terms. 

These estimates are subject to numerous limitations. To start, they are influenced by the self-

response bias of the respondents of the survey. In addition, they rely on an incomplete set of 

variables to identify work relationships disguised as traineeships. Last and most importantly, 

the assessment of work relationships disguised as traineeships  is complicated by the fact that 

the distinction between training and regular work is often blurred, thus requiring a case-by-case 

assessment. 

Estimation of traineeships of long duration, including consecutive/repeated traineeships 

This section explains the methodology adopted in the supporting study to estimate (i) the 

number of trainees with traineeship contracts longer than six months, (ii) the number of trainees 

who did repeated traineeships with the same employer that were overall longer than six months 

and (iii) the number of trainees who did multiple traineeships with different employers. The 

approach proposed combines two sources of data, namely the Eurobarometer Survey and the 

EU-LFS data. Results of the Eurobarometer are used to obtain information on the prevalence 

of excessively long traineeships and repeated traineeships. The EU-LFS data are used to 

estimate the number of trainees in Europe. For results of these calculations, please see Annex 

8 and for details Annex 4 of the study supporting the Impact Assessment. 

• Traineeships longer than six months 

Poor learning content

Duration longer than 
six months (including 

consecutive 
traineeships)

Duration shorter than 
six months

Good learning content
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In the Eurobarometer Survey respondents were asked to report the length of their last 

traineeship. This allows for computing the share of trainees who reported having undertaken a 

traineeship longer than six months, by country, traineeship type and whether the traineeship 

was remunerated or not. By multiplying the share of traineeships longer than six months by the 

total number of trainees estimated through the EU-LFS (by country, traineeship type and 

remuneration) we obtain an estimate of the number of trainees who conducted a traineeship 

longer than six months in absolute terms.  

• Consecutive/Repeated traineeships with the same employer 

In addition to the number of traineeship contracts longer than six months, excessively long 

traineeships occur when an individual does multiple short traineeships with the same employer 

whose overall duration exceeds six months. In the Eurobarometer survey, participants were 

asked whether they had undertaken multiple traineeships, and whether any of these traineeships 

occurred with the same employer. Unfortunately, respondents were not asked about the length 

of each single traineeship, except for their last one. Thus, it is not possible to precisely compute 

whether the traineeship with the same employer was longer than six months overall. To 

overcome this data limitation, we assume that a respondent had a traineeship longer than six 

months if she/he had more than one traineeship with the same employer and her last traineeship 

was between three and six months long. Clearly, this approach leads to an overestimation of the 

number of consecutive traineeships longer than six months. Importantly, information on the 

type of traineeship and remuneration coverage is also missing for traineeships different from 

the last one. Thus, we assume that prior traineeships were of the same type and had the same 

remuneration policy as the last one.  

• Consecutive/Repeated traineeships with different employers 

On the basis of Eurobarometer, the estimation of respondents conducting multiple traineeships 

with different employers was made based on whether (i) participants reported having done 

multiple traineeships, (ii) none of these traineeships were with the same employer. This allows 

us to obtain an approximation of the number of trainees who were asked for prior work 

experience to conduct a traineeship. This approach is likely to overestimate the (annual) number 

of employers requiring prior work experience25 of trainees for two reasons. First, not all trainees 

who undertook numerous traineeships were required to have prior work experience. Secondly, 

in the Eurobarometer survey respondents were asked to consider all possible traineeships, not 

only those related to the current year. This implies that the annual number of multiple 

traineeships with different employers could be lower.  

Estimation of trainees likely to benefit from the measures to address poor quality 

traineeships  

Proxy for the number of trainees which could potentially benefit from fair/proportionate 

remuneration 

In the survey of trainees conducted for the 2023 Study Supporting the Evaluation of the Quality 

Framework for Traineeships  respondents were asked whether their compensation was 

sufficient to cover the basic living costs such as rent, food, etc. The vast majority of the 

 
25 For more information on employers requiring previous experience, please see below section ‘Supporting study - Vacancy 

analysis’. 
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respondents said that the compensation received was either sufficient to a small extent (40%) 

or not sufficient at all (22%).  In addition, in the survey respondents were also asked whether 

they considered the compensation value to be adequate relative to the national minimum wage. 

54% of them considered the financial allowance/compensation received to be below the 

national minimum wage. This corresponds to 870 thousand paid trainees according to the 2019 

estimates from the EU-LFS. Remarkably, the fraction of respondents who reported receiving a 

compensation below the minimum wage was significantly higher among females (36%) than 

males  (17%). 

Combining this data with the estimates of prevalence of trainees from the EU-LFS a rough 

proxy can be obtained for the number of trainees which could potentially benefit.   

Share Absolute number 

22% 353,000 

38% 610,000 

54% 870,000 

62% 1 million 

Proxy for the number of trainees to benefit from the written agreement  

Based on the evaluation and the legal analysis it is possible to identify the Member States and 

traineeship types where the written agreement has been implemented. Combining this with the 

estimates of prevalence of trainees provides an estimate for the number of trainees who would 

benefit from the measure on the written agreement.  

Table 5: Number of trainees to potentially benefit from a written traineeships agreement 

MS 

Affected 

paid 

trainees 

(number) 

Affected 

unpaid 

trainees 

(number) 

Total 

AT 5786 4272 10058 

BE 6338 41894 48232 

BG 0 0 0 

CY 387 1561 1948 

CZ 6355 19847 26202 

DE 0 0 0 

DK 257 2764 3021 

EE 1010 5953 6963 

EL 7346 602 7948 

ES 0 0 0 

FI 11472 35918 47390 

FR 0 0 0 

HR 0 0 0 

HU 140 554 694 

IE 12284 8339 20623 

IT 96724 36018 132742 

LT 0 0 0 

LU 0 0 0 
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LV 483 1232 1715 

MT 1832 1582 3414 

NL 1527 29976 31503 

PL 106138 21276 127414 

PT 1099 61303 62402 

RO 0 0 0 

SE 3688 43957 47645 

SI 189 0 189 

SK 1728 26862 28590 

Total 264780 343908 608688 

Costs of familiarisation with new provisions 

The unit cost for familiarisation of businesses with new provisions is based on the estimations 

from the REFIT study on the working time Directive26, revised in the impact assessment for the 

Directive on transparent and predictable working conditions to take account of inflation. The 

total price per person to familiarise with EU legislation is provided in the table below. The 

average familiarisation costs result in EUR 53 for SMEs and EUR 39 for large companies. 

 
Table 6: Unit cost per person for familiarisation with new EU legislation 

Member State SMEs Large companies 

AT  74.4  53.6  

BE  69.2  49.0  

BG  7.2  5.5  

CY  34.1  26.5  

CZ  17.8  12.9  

DE  68.3  45.6  

DK  76.2  51.0  

EE  14.3  9.8  

EL  25.7  18.3  

ES  44.6  33.7  

FI  62.6  43.9  

FR  65.0  47.2  

HR  26.9  20.7  

HU  19.3  14.0  

IE  62.6  43.0  

IT  73.2  56.3  

LT  11.1  8.0  

LU  84.1  58.0  

LV  12.8  8.0  

MT  24.6  16.5  

NL  54.4  35.3  
 Source: SWD Impact assessment for the transparent and predictable working condition Directive. 

 
26 ICF (2014) Study measuring the impacts of various possible changes to EU working time rules in the context of the Review 

of the Directive 2003/88/EC 
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Costs of enforcement and reporting channels 

Three different scenarios were considered to estimate the costs arising from the policy options 

on controls and inspections (Policy Area A1).  

 

In the first, conservative scenario, the number of labour inspectors in the Member States 

remains unchanged while a share of current labour inspectors receives new training specific to 

traineeships. Data on the number of hours dedicated to training specific to traineeships could 

not be retrieved from most of the national labour inspection reports. Thus, this information is 

extrapolated from the Spanish annual labour inspection reports, which explicitly indicate the 

amount of hours of training dedicated to traineeships rules. In particular, between 2020 and 

2021, 40 hours of training were dedicated to traineeships rules (13 hours in 2020 for 16 

participants27 and 27 hours in 2021 for nine participants28). In this scenario, it is assumed that 

the same additional number of hours of traineeships specific training is introduced in the EU 

Member States, independently of the number of labour inspectors and trainees in each country. 

The product between the 40 hours and the country specific labour costs gives an estimate of the 

costs of training in the EU MS in the two years following the introduction of the initiative. 

Summing up across MS, the initiative would cost EUR 27,256 under this scenario.  

Table 7: Estimated costs of traineeships specific training for labour inspectors. 

Country Hourly Labour Costs Estimated training costs 

AT 39 1560 

BE 43.5 1740 

BG 8.2 328 

CY 19.4 776 

CZ 16.4 656 

DE 39.5 1580 

DK 46.8 1872 

EE 16.4 656 

EL 14.5 580 

ES 23.5 940 

FI 35.9 1436 

FR 40.8 1632 

HR 12.1 484 

HU 10.7 428 

IE 37.9 1516 

IT 29.4 1176 

LT 13.1 524 

LU 50.7 2028 

LV 12.2 488 

MT 14 560 

NL 40.5 1620 

PL 12.5 500 

PT 16.1 644 

RO 9.5 380 

SE 40.1 1604 

SI 23.1 924 

SK 15.6 624 

EU 27 
 

27256 

 

In a second, optimistic, new labour inspectors may be hired. The optimal number of inspectors 

to be hired is obtained as follows. First, in countries with at least 10,000 trainees, the optimal 

number of inspectors (denoted by L* in what follows) is determined by dividing the number of 

 
27 Informe Anual de la Inspección de Trabajo y Seguridad Social 2020. Ministerio de Trabajo y Economía Social.  
28 Informe Anual de la Inspección de Trabajo y Seguridad Social 2021. Ministerio de Trabajo y Economia Social. 
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paid trainees in each country by 10,000 – the optimal ratio inspectors/employees recommended 

by the ILO. Next, the gaps in the optimal number of inspectors per employees is obtained from 

the ILO database It is assumed that the gaps in the relative number of inspectors for trainees are 

equal to the gaps in the relative number of inspectors per employees.  For instance, the table 

below shows that the optimal number of labour inspectors per trainees is 5 in Austria 

(45,127/10,000). Since Austria has 0.71 inspectors per 10,000 employees, we assume that 

0.29*5 new inspectors would have to be hired to reach the optimal target of inspectors for 

trainees. This corresponds to one new labour inspector.  In countries with less than 10,000 

trainees it is assumed that a new labour inspector needs to be hired if there is less than one 

labour inspector per 10,000 employees.  

Table 8: Costs of new labour inspectors and traineeship specific training under the high bound scenario 

Country Paid 

trainees 

Optimal 

number of 

inspectors 

Labour 

inspectors/10,000 

New 

inspectors 

Annual 

labour 

costs 

public 

sector 

Total costs of 

new 

inspectors 

Training 

costs 

Total 

costs 

AT 45127 5 0.71 1 102134.39 102134.4 1560 103694.4 

BE 16484 2 0.58 1 86641.53 86641.5 1740 88381.5 

BG 2205 NA 1.13 0 22812.11 0 328 328 

CY 427 NA  0.53 1 69004.15 69004.1 776 69780.1 

CZ 11998 1 0.95 0 56143.44 0 656 656 

DE 380508 38 1.41 0 137908.83 0 1580 1580 

DK 20337 2 NA NA 114741.38 NA 1872 NA 

EE 1193 NA  0.69 1 72624.16 72624.2 656 73280.2 

EL 13207 1 NA NA 26129.61 NA 580 NA 

ES 163266 16 1.07 0 81769.03 0 940 940 

FI 11893 1 1.26 0 108422.33 0 1436 1436 

FR 166353 17 0.8 3 89948.28 269844.8 1632 271476.8 

HR 12764 1 1.1 0 30222.86 0 484 484 

HU 3956 NA  0.58 1 31821.93 31821.9 428 32249.9 

IE 18645 2 0.25 2 77237.16 154474.3 1516 155990.3 

IT 438063 44 NA NA 53938.78 NA 1176 NA 

LT 1929 NA  1.01 0 44415.09 0 524 524 

LU 20 NA  2.76 0 147834.05 0 2028 2028 

LV 2232 NA  1.3 0 42930.5 0 488 488 

MT 2222 NA  0.21 1 38198.41 38198.4 560 38758.4 

NL 3053 NA  NA NA 102062.07 NA 1620 NA 

PL 273372 27 0.92 2 28436.72 56873.4 500 57373.4 

PT 4503 NA  0.87 1 43981.48 43981.5 644 44625.5 

RO 1212 NA  1.92 0 27767.95 0 380 380 

SE 5469 NA  0.52 1 77118.16 77118.2 1604 78722.2 

SI 2706 NA  0.88 1 49079.72 49079.7 924 50003.7 

SK 1877 NA  1.13 0 55327.87 0 624 624 

EU27 1605023 161 
 

16 
 

1,051,796 27,256 1,160,445 

Note: The table shows the estimated enforcements costs for hiring and training new labour inspectors. Data on the 

ratio between the number of labour inspectors per 10,000 employees were missing for DK, EL, IT, NL. 

The third, intermediate, scenario only deviates from the second scenario by assuming that 

only 50% of the new inspectors will be hired. For instance, if a country would have to hire 4 

inspectors according to the procedure described above, we assume that only 2 will be hired. 

Here we also assume that training is provided as outlined above.  

Table 9: Costs of new labour inspectors and traineeship specific training under the intermediate scenario 

Country Paid 

trainees 

Optimal 

number of 

inspectors 

Labour 

inspectors/10,000 

New 

inspectors 

Annual 

labour 

costs 

public 

sector 

Total costs of 

new 

inspectors 

Training 

costs 

Total 

costs 

AT 45127 5 0.71 1 102134.39 102134.4 1560 103694.4 

BE 16484 2 0.58 1 86641.53 86641.53 1740 88381 
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BG 2205 NA 1.13 0 22812.11 0 328 328 

CY 427 NA  0.53 1 69004.15 69004.1 776 69780.1 

CZ 11998 1 0.95 0 56143.44 0 656 656 

DE 380508 38 1.41 0 137908.83 0 1580 1580 

DK 20337 2 NA NA 114741.38 NA 1872 NA 

EE 1193 NA  0.69 1 72624.16 72624.2 656 73280.2 

EL 13207 1 NA NA 26129.61 NA 580 NA 

ES 163266 16 1.07 0 81769.03 0 940 940 

FI 11893 1 1.26 0 108422.33 0 1436 1436 

FR 166353 17 0.8 2 89948.28 179896.6 1632 181528.6 

HR 12764 1 1.1 0 30222.86 0 484 484 

HU 3956 NA  0.58 1 31821.93 31821.9 428 32249.9 

IE 18645 2 0.25 1 77237.16 77237.2 1516 78753.2 

IT 438063 44 NA NA 53938.78 NA 1176 NA 

LT 1929 NA  1.01 0 44415.09 0 524 524 

LU 20 NA  2.76 0 147834.05 0 2028 2028 

LV 2232 NA  1.3 0 42930.5 0 488 488 

MT 2222 NA  0.21 1 38198.41 38198.4 560 38758.4 

NL 3053 NA  NA NA 102062.07 NA 1620 NA 

PL 273372 27 0.92 1 28436.72 28436.7 500 28936.7 

PT 4503 NA  0.87 1 43981.48 43981.5 644 44625.5 

RO 1212 NA  1.92 0 27767.95 0 380 380 

SE 5469 NA  0.52 1 77118.16 77118.2 1604 78722.2 

SI 2706 NA  0.88 1 49079.72 49079.7 924 50003.7 

SK 1877 NA  1.13 0 55327.87 0 624 624 

EU27 1605023 161  14  769,532.9 27,256 791,540 

Note: The table shows the estimated enforcement costs for hiring and training new labour inspectors. Data on the 

ratio between the number of labour inspectors per 10,000 employees were missing for DK, EL, IT, NL. 

From the perspective of the employers, this policy measure is not expected to introduce any 

additional enforcement costs. The enforcement costs for employers connected to the visits to 

workplaces by inspectors would not be affected by the intervention since the organisation of 

inspectors’ visits would not change. 

Costs of reporting channels  

The legal analysis conducted for this study indicates that most MS already have reporting 

channels where employees and some categories of trainees can report malpractices.  Hence, the 

provision would not entail any adjustment cost to introduce new reporting mechanisms but only 

costs connected to awareness campaigns to inform trainees about the existence of such 

mechanism. Due to the lack of reliable data, these costs could not be quantified.  

Costs transparency of vacancies and cost of recruitment  

Costs of transparency of vacancies 

The study supporting the evaluation estimated that on average it takes 1 to 2 hours for a 

traineeship provider to draft a vacancy notice under the baseline scenario (2014 QFT). The 

measure would add the following elements: the overall working conditions, coverage of social 

protection, and the learning and training component. Conservatively, one could estimate an 

additional hour per vacancy notice in order to cover these new elements. An estimate of the 

number of vacancies that would be affected can be obtained from the 2023 QFT Evaluation 

Study, which found that 42% and 59% of OMT and ALMP vacancies mentioned the allowance 

and compensation of the traineeships. Thus, we assume that, on average, around 50% of the 

yearly vacancies would have to be affected the initiative. The product between the number of 
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vacancies (obtained from the total number of paid and unpaid trainees from the 2019 EU-LFS) 

and the hourly labour costs gives the aggregate costs of the binding measure. These are reported 

in the table below: 

Table 10: Costs of transparency of vacancies 

Country Hourly Labour Costs Estimated 

number of 

vacancies affected 

Aggregate Costs (€) 

AT 39 36259 1414101 

BE 43.5 51280 2230701.75 

BG 8.2 1900 15584.1 

CY 19.4 1000 19409.7 

CZ 16.4 15922 261129 

DE 39.5 254025 10033987.5 

DK 46.8 37212 1741545 

EE 16.4 3672 60212.6 

EL 14.5 13134 190435.75 

ES 23.5 226042 5311975.25 

EU27 30.5 1530327 46674973.5 

FI 35.9 24080 864454.05 

FR 40.8 191722 7822278 

HR 12.1 11220 135755.95 

HU 10.7 11632 124457.05 

IE 37.9 16707 633195.3 

IT 29.4 333056 9791846.4 

LT 13.1 11636 152438.15 

LU 50.7 966 48950.85 

LV 12.2 1732 21130.4 

MT 14 1942 27181 

NL 40.5 31502 1275851.25 

PL 12.5 147839 1847987.5 

PT 16.1 35613 573369.3 

RO 9.5 21866 207731.75 

SE 40.1 25606 1026780.55 

SI 23.1 1483 34257.3 

SK 15.6 14370 224164.2 

 

Costs of recruitment  

Empirical evidence on the magnitude of recruitment costs of trainees is rare due to the limited 

availability of suitable data. Recruitment costs are determined by numerous factors, including 

the costs of filling a vacancy and of screening and selecting candidates, workers representation 

at the firm level and collective bargaining agreements coverage.  

 

A recent study using firm-level data in Germany estimated the average costs to fill an 

apprenticeship vacancy at EUR 600, distributed in EUR 496 for screening and selection costs, 

EUR 121 for posting vacancies. Recruitment costs for trainees can be expected to be similar to 

those of apprentices. Importantly, these costs are significantly lower than those for hiring skilled 

workers, which have been estimated at EUR 160029. To obtain an updated country-level 

estimate of the recruitment costs, the average costs estimated in Germany (EUR 600) is divided 

 
29 Pfeifer et al. “The Structure of Hiring Costs in Germany: Evidence from Firm-Level Data (2013). IZA DP No. 7656. 55 (2), 

193-218.; We expect these costs to be higher than those for trainees since such hiring processes generally require a more 

thorough screening process and the involvement of a higher number of staff involved in the procedure. 
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by the average hourly labour costs in Germany in 2012 (EUR 30.5), i.e. the year of the study. 

This gives the average number of hours required to recruit a trainee. It corresponds to 19.7 hours 

of work. These are then evaluated at the average hourly labour costs of the EU Member States 

in 2022 to obtain the average recruitment costs per trainee at the country level.  

 

The aggregate additional costs introduced by the measures are obtained by multiplying the 

recruitment costs by the number of paid trainees who had traineeships longer than six months 

and did not remain in the company at the end of the traineeships period. Data on duration and 

retention come from the 2023 Eurobarometer data on the number of trainees come from the 

EU-LFS. The original proposed approach of computing the recruitment costs in proportion to 

the contract length and to drop traineeships between six and nine months long could not be 

implemented since the Eurobarometer only contains information on whether the traineeships 

lasted more than six months.  

 

 
Table 11: Estimated recruitment costs by traineeship type 

country 
Paid 

OMT 

Paid 

ALMP 

Paid 

ECT 

Paid 

MPT 
Total  

AT 183363 307651 951340 236301 1678655 

BE 673467 171148 220781 285817 1351213 

BG 18067 2420 323 0 20810 

CY 0 1145 763 25188 27096 

CZ 37424 18712 119692 6452 182280 

DE 1869582 3155600 12805007 0 17830189 

DK 21175 18413 954724 61684 1055996 

EE 323 323 7098 0 7744 

EL 19682 29381 117808 288102 454973 

ES 4618377 811799 1449310 322685 7202171 

EU27 22271814 19296766 23606324 2317026 67491930 

FI 10593 0 156783 30368 197744 

FR 0 0 5054901 258444 5313345 

HR 184235 136153 66410 113064 499862 

HU 2736 6946 38309 42519 90510 

IE 1293564 111836 405590 102143 1913133 

IT 10532514 12762670 726999 411214 24433397 

LT 773 0 5412 258 6443 

LU 0 0 1995 0 1995 

LV 0 62640 2160 0 64800 

MT 33049 8813 46820 0 88682 

NL 293990 45413 0 0 339403 

PL 2103920 1396958 368850 80655 3950383 

PT 163111 94066 6651 36740 300568 

RO 20745 1121 0 5794 27660 

SE 88351 130949 78096 8677 306073 

SI 73618 19540 4544 0 97702 

SK 29155 3069 15958 921 49103 



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 4: Impact assessment traineeships part 2

 

 

67 

 

 

Costs of remuneration and access to social protection 

Cost of the policy options on remuneration (Policy Area B1) 

a) Estimation of the current remuneration of trainees 

Quantitative data on the current remuneration of trainees does not exist. To obtain a proxy for 

the current remuneration of trainees  use the result of the legal analysis, which provide 

information on the legal minimum level of remuneration of trainees in the Member States. In 

most Member States this level can be assumed to be the minimum wage (as these trainees are 

all considered workers under EU law because they are paid), while some Member States allow 

for a proportion of the minimum wage or for an actual value provided by law (e.g. for ALMP 

in IT trainees‘ minimum remuneration is set at 500 EUR, in BE and RO it is 50%, in PT at 80% 

of the MW).  

b) Benchmark remuneration and gap 

Following the practice in the 2 MS where provisions on proportionate remuneration exist in 

relation to a comparable worker (SI and ES)30, a sensitivity analysis could be conducted by 

setting the benchmark level for fair/proportionate remuneration for OMT to a) minimum wage 

(conservative scenario) and b) 60% (optimistic scenario) of the average remuneration of 

employees aged less than 30 years old. Given the different nature of these types of traineeships, 

we assume that ALMP, ECT and MPT would not be paid above the minimum wage in all the 

scenarios.  

Calculating the cost of the measure on fair/proportionate remuneration for paid trainees 

The difference between the benchmark for fair/proportionate remuneration and the estimation 

of the current minimum remuneration of trainees can provide a range for the rough estimate of 

the cost of this measure per trainee per month. The product between the cost per trainee and the 

number of trainees who do not receive fair remuneration gives the aggregate monthly costs of 

ensuring fair remuneration to trainees. Proxy estimates for the fraction of paid trainees who 

potentially received unfair remuneration in the EU is obtained from the 2023 Study Supporting 

the Evaluation of the Quality Framework for Traineeships. In the survey of trainees conducted 

for the study, respondents were asked whether they considered their 

remuneration/compensation to be adequate relative to the national minimum wage and whether 

their compensation was sufficient to cover basic living costs such as rent, food, etc. 54% of the 

participants considered their remuneration/compensation below the minimum wage, while 22% 

reported that their compensation was not at all sufficient to cover basic living expenditures. The 

average between the two answers (38%) is used in an upper bound scenario and the 22% to 

construct a lower bound scenario. The product between the fraction of trainees receiving unfair 

remuneration and the number of paid trainees estimated through the EU-LFS data gives an 

estimate of the number of trainees receiving an inadequate/unfair remuneration. Last, the 

monthly costs of ensuring fair remuneration to trainees are multiplied by the country specific 

 
30 In ES, the remuneration of trainees should be at least 60%-75% (depending on duration) of the remuneration of a comparable 

worker as established in the respective collective agreement. In SI the law states that the trainee has the right to at least 70% of 

the remuneration of a comparable worker. 
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average traineeships duration taken from the Eurobarometer survey31. Under the assumption 

that trainees would be paid the minimum legal requirement over the baseline period, the 

aggregate cost of the measure during the baseline period can be obtained by multiplying the 

cost per trainee by the predicted number of paid traineeships in the EU.  

 

Calculating the cost of the measure on fair/proportionate remuneration for unpaid trainees 

An upper bound to the costs of extending fair remuneration to unpaid trainees can be obtained 

by multiplying the number of unpaid trainees from the EU-LFS (around 1,5 million trainees in 

2019) by the two measures: MW and  60% of the average remuneration of employees aged less 

than 30 years old and multiplying the monthly costs by the country specific average length of 

traineeships duration from the Eurobarometer survey. In the optimistic scenario it is assumed 

that only OMT would be paid a fraction of the average remuneration of employees aged less 

than 30 years old. The benchmark level of remuneration for ALMP is set at the minimum wage 

in all the scenarios. For ECT, a sensitivity analysis is performed by considering the following 

three alternative scenarios: a) unpaid ECT are not affected, b) 22%  of unpaid ECT are affected 

(that is, the fraction of participants who reported receiving insufficient remuneration in the 

survey conducted for the evaluation study), c) all ECT are affected and are paid 60% of the 

minimum wage.  

Calculating the total cost of the measure on fair/proportionate remuneration 

An upper bound of the total costs of ensuring fair remuneration to all trainees in the EU is 

obtained by adding the estimated costs from ensuring fair/proportionate remuneration for paid 

trainees to the respective costs for unpaid trainees. This estimate corresponds to full 

implementation of the non-binding measure.  However, not all MS are expected to implement 

the measure. Therefore, a sensitivity analysis is performed where two scenarios are considered:  

we assume that only some MS will implement the recommendation. In particular, we consider 

a)  9 out of 27 Member States (33%) will implement the initiative in the respective national 

regulatory framework (this corresponds to the number of countries that introduced the least 

implemented QFT principle in their national regulatory framework for OMT according to the 

Study Supporting the Evaluation of the Quality Framework for Traineeships) and b) 18 out of 

27 Member States will implement the non-binding measure. To obtain an estimate of the costs 

under this scenario, we multiply the aggregate costs of ensuring fair remuneration to paid and 

unpaid (the prior method always assumed full implementation for the measure on paid trainees) 

trainees across the EU MS under the three scenarios in the above by 33% (9/27) and 66% 

respectively. 

For exact calculations of these costs, please see the methodological annex of the study 

supporting this impact assessment. 

Social protection 

To obtain an upper bound to the costs of extending social protection to all trainees, data from 

the 2023 Eurobarometer on the share of participants who reported not having access to social 

protection (by traineeship type and remuneration coverage) is combined with the estimated 

 
31 In the EB survey duration is a categorical variable with values: “less than one month”, “between one and three months”, 

“between three and six months”, “more than six months”. For each of these categories, the median value was considered to 

compute the average traineeships duration in each country. Traineeships longer than six months were assumed to be six months 

long. 
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number of traineeships from the EU-LFS to obtain the total number of trainees without social 

protection coverage.  

Next, Eurostat statistics on the share of the non-wage costs in the total labour costs is used to 

obtain an estimate of the hourly social protection costs. These are then scaled at the monthly 

level by multiplying them by the country average number of weekly hours of work (Eurostat) 

and by four weeks. It should be noted that these costs are not restricted to employers’ social 

contributions, therefore, the costs are likely to be overestimated. 

The product between the monthly non-wage costs and the number of trainees without access to 

social protection gives the monthly costs of ensuring social security to all uncovered trainees. 

The yearly costs in each MS are obtained by multiplying the monthly costs by the average 

duration of traineeships from the Eurobarometer survey, an indicative measure of the average 

traineeship duration. 

Since not all MS are expected to implement the recommendation, a sensitivity analysis is 

performed in which there are scenarios where only some MS will implement the 

recommendation in the scenario called ‘partial implementation. In particular, a conservative 

scenario in which 33% (i.e. 9 out of 27 MS will implement the initiative in the respective 

national regulatory framework is assumed, which corresponds to the number of countries that 

introduced the least implemented QFT principle in their national regulatory framework for 

OMT according to the Study Supporting the Evaluation of the Quality Framework for 

Traineeships) and a more positive partial implementation scenario of 66%, as well as a full 

implementation scenario. The results at the EU level are presented in the table below.  

For exact calculations of these costs, please see the methodological annex of the study 

supporting this evaluation. 

Uncertainties and data limitations 

The estimates of the cost of the measures on remuneration are subject to a number of 

limitations:   

 

• Data on the level of remuneration of trainees  in the EU does not exist. A (lower bound) 

proxy for the level of remuneration of trainees can be obtained from the results of the 

legal analysis which provides information of the legal provisions on remuneration in 

each Member State. However, this proxy will result in an underestimation of the actual 

level of remuneration of trainees.   

• Data on the level of  level of the remuneration of a “comparable worker” does not exist. 

No data is available on the wages   of entry level employees, which could be considered 

as a proxy of a “comparable worker” to trainees.  However, this proxy results in an 

overestimation of the benchmark wage, as this dataset also include individuals with 

several years of experience and not only entry-level employees. Also, the data coming 

is based on the Structure of Earnings Survey, which refers to the year 2018. 

Cost of issuing a written agreement 

The estimation of the cost of issuing a written agreement is based on time estimates from the 

QFT evaluation study. These include 4 hours for drafting the learning objectives of the trainees 

in the written agreement. Setting and drafting learning objectives is a recurrent cost per trainee, 

are estimated for 2023. Information on countries where this has already been implemented is 
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taken from the QFT evaluation study for OMT and ALMP, and from the legal analysis for ECT 

and MPT, carried out as part of the supporting study. 

Taking note only of countries and traineeship types where this will create an additional cost, 

the two above time measures are extrapolated across Member States through average public 

and private sector labour costs (plus a 25% overhead) and applied to the overall number of 

trainees.  

Table 12: Costs of issuing a written traineeships agreement 

MS 
Paid 

OMT 

Paid 

AL

MP 

Paid 

ECT 

Paid 

MPT 

Unpaid 

OMT 

Unpai

d 

ALM

P 

Unpaid 

ECT 

Unp

aid 

MPT 

Total 

paid 

Total 

unpaid 
Total 

AT 1128270 0 0 0 833040 0 0 0 1128270 833040 1961310 

BE 542010 0 462188 374318 92111 0 9019725 0 1378516 9111836 
1049035

2 

BG 0 0 0 0 0 0 0 0 0 0 0 

CY 0 0 3492 34047 1261 0 150156 0 37539 151417 188956 

CZ 0 0 521110 0 0 0 1627454 0 521110 1627454 2148564 

DE 0 0 0 0 0 0 0 0 0 0 0 

DK 60138 0 0 0 646776 0 0 0 60138 646776 706914 

EE 2132 1353 65600 13694 46166 16154 425826 0 82779 488146 570925 

EL 41434 0 0 491115 43609 0 0 0 532549 43609 576158 

ES 0 0 0 0 0 0 0 0 0 0 0 

FI 102315 0 1782435 174474 595485 0 6426639 0 2059224 7022124 9081348 

FR 0 0 0 0 0 0 0 0 0 0 0 

HR 0 0 0 0 0 0 0 0 0 0 0 

HU 7463 0 0 0 29612 0 0 0 7463 29612 37075 

IE 1602412 0 725406 0 361566 0 1218580 0 2327818 1580146 3907964 

IT 13796979 0 0 421376 
529464

6 
0 0 0 

1421835

5 
5294646 

1951300

1 

LT 0 0 0 0 0 0 0 0 0 0 0 

LU 0 0 0 0 0 0 0 0 0 0 0 

LV 0 0 31637 0 0 0 80696 
8069

6 
31637 161392 193029 

MT 74200 0 54040 0 17780 0 92960 0 128240 110740 238980 

NL 224370 
8474

6 
0 0 483469 0 5586671 0 309116 6070140 6379256 

PL 4456000 0 1931438 246156 50250 0 1279500 0 6633594 1329750 7963344 

PT 0 0 20528 67942 0 0 4934892 0 88470 4934892 5023362 

RO 0 0 0 0 0 0 0 0 0 0 0 

SE 403807 0 306164 29474 0 0 8217894 0 739445 8217894 8957339 

SI 0 0 21830 0 0 0 0 0 21830 0 21830 

SK 92040 0 39780 2964 20643 0 2095236 0 134784 2115879 2250663 

Total 22533570 
8609

9 
5965645 

185555

9 

851641

4 
16154 

4115622

8 
0 

3044087

3 

4968879

6 

8012966

9 

Source: Supporting study 

Table 13: Costs of issuing a written traineeships per policy option  

  B2.1 B2.2 

 Scenario Total 
Paid 

trainees 
Unpaid 
trainees 

Total  

Conservative 27 30 17 47 

Optimistic 53 30 33 63 

Full 80 30 50 80 
 

Cost for extending the written agreement to ECT and MP 

Regarding the costs for extending the written agreement to ECT and MP these are based on the 

findings from the REFIT study supporting the evaluation of the Written Statement Directive 
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(91/533/EC). The computation of the REFIT study is based on two distinct approaches, namely 

the average time per contract and the annual fixed costs methods. The first approach is based 

on the time required by an employer to issue a written statement (as elicited through a survey), 

multiplied by the annual number of statements. The time spent for each type of contract is then 

evaluated at the hourly wage of the respective Member State using data from Eurostat on 

national average wages. The cost per company is then divided by the number of employed 

persons in the company to calculate the cost per employed person. The second method is based 

on the reported average cost of companies considering the cost of complying with the obligation 

of the Written Statement Directive as annual fixed costs (estimates through a panel survey 

conducted in eight Member States). The two measures are then combined to obtain an overall 

estimate less biased by the survey population. The table below shows the estimated average 

annual cost per contract in EURO. 

 Average time per 

contract method  

Annual fixed cost 

method 

Merged approach 

Micro enterprises 22 198 44 

Small enterprises 13 156 57 

Medium enterprises 18 127 57 

Large enterprises 10 45 25 
Source: REFIT 

Methodologies for Stakeholder Consultations  

This section provides some further details on the methodologies that were followed for the 

stakeholder consultation activities mentioned in Annex 2. Particular care was followed in the 

analysis to factor the inherent bias of some types of stakeholder consultations, either because 

they were not statistically representative, or because the evidence being gathered focused on 

the perceptions of respondents. In general, throughout the impact assessment, the best practices 

of the Better Regulation Toolbox, in particular Tools 51-55 (Stakeholder Consultation), were 

followed to the maximum extent possible.  

Supporting study – interviews  

The research team of the supporting study conducted interviews to gather input on the current 

context and issues relating to the quality of traineeships as well as the potential impacts of 

policy options. Interviews were conducted using a semi-structured approach, which is 

commonly used to collect qualitative data. Using semi-structured interviews allows for asking 

comparable questions across interviews but also leaves space for the conversation to develop 

according to the expertise of the interviewee.  

Semi-structured interviews were conducted with a number of different stakeholders and experts 

at the EU level. These interviews in particular sought to focus on aspects not covered by the 

evaluation, to avoid duplicating information. The aim of the interviews was to:  

(i) gather stakeholders and experts’ input on existing challenges related to the identified 

problem(s), including on the quality of traineeships, and depending on the 

stakeholder, the policy options; 

(ii) collect stakeholders and experts’ insights on the potential impact of the different 

policy options to be assessed. 

Consequently, interviews were conducted in two waves. A first wave of inception interviews 

was carried out at the start of the project. This wave of interviews primarily addressed the issues 
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in (i) and were mainly connected to the problem definition and related drivers identified at the 

outset of the project, to establish stakeholder perspectives on traineeships quality, in particular 

aspects that are complementary to what had already been addressed in the evaluation , such as 

cross-border traineeships and work relationships disguised as traineeships. Particular emphasis 

was also put on socio-economic inequalities in access to (quality) traineeships and resulting 

long-term labour market disadvantage. The second wave of interviews was focused on the 

current challenges and context, but also on the impact of policy options as set out in (ii). The 

stakeholders were asked to provide their assessment of the identified policy options to address 

the quality of traineeships in Europe, as well as their opinion about their potential impact. These 

interviews especially sought to emphasize aspects or elements of the options that cannot easily 

be quantitatively estimated as part of the cost-benefit analysis (CBA). For instance, this 

included the second-order effects of increasing remuneration and social security of trainees for 

businesses, particularly SMEs. The interviews were also used to identify additional relevant 

data and literature on the issue as well as further relevant stakeholders to involve in the 

assessment.  

Overall, 13 semi-structured interviews were conducted at EU level. A range of stakeholders 

were targeted, including EU policymakers, EU social partners and European youth 

organisations, as well as experts. A particular focus was also placed on the sectoral dimension, 

with interviews targeting a number of sectoral social partners.   

Table 14: Summary of EU-level interviews 

Type of stakeholder Inception interviews Wave 2 interviews 

 Contacted Interviewed Contacted Interviewed 

Employer organisation 1 1 5 3 

Trade union 1 0 4 2 

EU institutions and policymakers 1 1 0 0 

Youth organisations 1 0 2 2 

Experts 1 1 1 1 

EU institutions as employers 0 0 2 2 

Total 5 3 14 10 

 

The interview questionnaire used for the semi-structured interviews is available as an annex to 

the supporting study. Questions were adapted depending on the stakeholder interviewed and 

the timing of the interview.  

Supporting study – survey 

An online survey was carried out among national stakeholders to collect data on current 

practices of businesses regarding traineeships, to identify relevant national measures and 

understand how these approaches are positively influencing the overall quality of traineeships. 

The survey was targeted to national public authorities, national business/employer associations, 

businesses (traineeship providers), national trade unions, national youth organisations, civil 

society organisations and educational institutions. The survey targeted at least one 

representative of each stakeholder category by Member State.  

The survey was disseminated through email invitations and publications on social media 

(LinkedIn). Business associations were invited to disseminate the survey to their member 

companies. The survey included separate questionnaires for each stakeholder category with a 
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mix of closed and open questions. The survey was available in all EU languages and ran online 

on Qualtrics from 15 June 2023 to 8 September 2023.  

Five interview questionnaires adapted for different stakeholder groups were prepared for the 

survey. These questionnaires are available as an annex to the supporting study.  

Supporting study – vacancy analysis 

An analysis of traineeship vacancies included in the EURES platform was carried out to 

examine to what extent previous experience is required for traineeship positions.  

Out of the different categories in EURES, the category ‘internships’ was chosen as this was 

considered to be closest to the concept of traineeship. From vacancies in this category, 

information on experience was extracted on the following aspects: i) whether experience is 

explicitly included in the vacancies, and if it is, ii) whether this is a requirement to apply for the 

position and hence potentially to access the internship. 

EURES offers a classification of cross-border vacancies according to whether the ‘experience’ 

is explicitly included in the vacancy and, when it is the case, whether it is required or not and 

its level. In order to get a deeper understanding, the relevant vacancies were analysed also more 

closely, and classified according to the level of experience required. 

One of the limitations of the platform for this kind of analysis is that it is not used to the same 

extent in the different countries where it is available (EU27 and Switzerland). The distribution 

of vacancies by country is reflected in the figure below. In addition, only 1% of vacancies (9 

vacancies) are posted in English. 

 

Figure 2: EURES vacancies by country  

Flash Eurobarometer survey 

A Flash Eurobarometer survey on the “Integration of young people into the labour market 

with particular focus on traineeships” (FL523) was carried out by Ipsos European Public affairs, 

on behalf of the European Commission, between 15 and 24 March 2023. The survey covered 

the population of EU citizens, aged 18 to 35, residents in one of the 27 Member States of 

the EU. A total of 26.334 interviews were conducted.  

All interviews were carried via Computer-Assisted Web Interviewing (CAWI), using Ipsos 

online panels and their partner network. Respondents were selected from online access panels, 

groups of pre-recruited individuals who have agreed to take part in research. Sampling quota 
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were set based on age, gender and geographic region. Survey data were weighted to known 

population proportions (age group by gender, geographic region). The EU27 averages were 

weighted according to the size of the 18-35 year-old population of each EU Member State.  

All the relevant information, including the text of the questionnaire, the margin of error, and 

other methodological details, are available in the public reports that were published between 

April and June 2023.32 

SME Panel 

A “SME Panel” survey was conducted in cooperation between DG EMPL, DG GROW, 

EISMEA and the support of the European Enterprise Network (EEN). The survey questionnaire 

was translated in all EU official languages. The survey was launched on 12 October 2023 and 

closed on 9 November 2023. 170 responses were received from 13 Member States plus 

Norway.33 

Legal analysis 

A comprehensive mapping and legal gap analysis across Member States was conducted. The 

analysis focused on the provisions related to the quality of traineeships and provided 

information for the estimation of the prevalence/quality of traineeships, the definition of policy 

options, and estimation of impacts. 

The legal analysis aimed at:  

• Mapping the legal frameworks governing traineeships across EU Member States, 

including the legal status of trainees; 

• identifying whether EU and national legal frameworks and provisions are 

effectively and adequately protecting trainees and addressing challenges regarding 

their working conditions, including remuneration, their access to social protection, 

and quality assurance.  

The existing legal literature on the topic provided a solid basis for constructing a legal mapping 

and gap analysis. Work by the European Centre of Expertise (ECE) in the field of labour law, 

employment and labour market policy, the 2023 study supporting the evaluation of the QFT 

and other relevant studies mapping legal provisions relating to the quality of traineeships in the 

EU (see non-exhaustive list of sources, below) served as a starting point for the analysis. Further 

research by a team of legal experts, in the framework of the study supporting the impact 

assessment, was conducted. 

Table 15: Sources used in the analysis of national legal framework governing traineeships 

Entity Title Scope Coverage 

European 

Commission 

(2023) 

Commission Staff 

Working Document. 

Evaluation of the 

Council 

Recommendation on 

Evaluation of the 2014 QFT. Type of traineeship: Open market, 

ALMP 

Country: EU 27 

 
32 See https://europa.eu/eurobarometer/surveys/detail/2964  
33 Namely BE (3 responses), BG (4), DE (3), EL (8), ES (50), FR (1), IT (27), LI (1), HU (6), PL (21), PT (34), RO (11),  NO 

(1). See Annex 2 for a summary of the main results.  
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Entity Title Scope Coverage 

a Quality Framework 

for Traineeships 

Ecorys (2022) Study supporting the 

evaluation of the QFT 

for traineeships 

Mapping of the legal 

implementation of each 

principle of the QFT in 

EU27. 

Type of traineeship: Open market, 

ALMP 

Country: EU 27 

European 

Network of 

Public 

Employment 

Services 

(2021) 

Remuneration of 

Open-Market 

Traineeships in EU-

27 

Mapping of the legal 

provisions regarding the 

remuneration for open-

market traineeships in all 

EU member states 

Type of traineeship: Open market 

Country: EU 27 

ILO (2021) Internships, 

Employability and 

the Search for Decent 

Work Experience 

Study of several aspects 

such as whether traineeships 

deliver quality training, the 

effects on employability, 

and assessment of 

regulations in selected 

countries.   

Type of traineeship: Open Market, 

ALMP, Apprenticeships, Curricular 

Country: Selected EU MS  

Sprint Project 

(2018) 

General report on 

internships 

legislation in 

Member States of 

European Union 

Mapping of student 

placements legislations in 

Member States. 18 elements 

have been analysed to 

characterise national 

legislations, including the 

definition, the accessibility, 

protection for civil liability 

or accident …  

Type of traineeship: Focus on 

traineeships through (higher) 

education but the scope could be 

broader for certain countries and 

include vocational training or 

apprenticeship. 

Country: EU 27 + Switzerland 

European 

Commission 

(2018) 

Traineeships under 

the Youth Guarantee. 

Experience from the 

ground 

Report on good practices on 

how different types of 

traineeships can comply 

with the QFT principles in 

each EU MS. 

Type of traineeship: Open Market, 

ALMP 

Eurofound 

(2017) 

Fraudulent 

contracting of work: 

abusing traineeship 

status (Austria, 

Finland, Spain, and 

UK) 

Studying the fraudulent use 

of traineeships and provide 

practices to combat them in 

Austria, Finland, and Spain. 

 

Type of traineeship: Traineeships 

outside education (ALMP or open 

market) 

Country: AT, ES, FI, UK 

European 

Commission 

(2016). 

Commission Staff 

Working Document. 

Applying the Quality 

Framework for 

Traineeships 

The staff working document 

maps out in how far different 

types of traineeships comply 

with the QFT principles in 

each EU member state. 

Type of traineeship: Open market, 

ALMP 

Country: EU 27 

European 

Commission 

(2018) 

Commission Staff 

Working Document. 

Impact Assessment 

Accompanying the 

document Proposal 

for a Council 

recommendation on 

access to social 

protection for 

The impact assessment 

contains information on lack 

of formal coverage to social 

security for people in non-

standard employment, 

including trainees. 

Type of traineeship: all 

Country: EU 27 + UK 
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Entity Title Scope Coverage 

workers and the self-

employed 

European 

Commission 

(2013) 

Commission Staff 

Working Document. 

Impact Assessment 

accompanying the 

document Proposal 

for a Council 

Recommendation on 

a Quality framework 

for Traineeships 

The Impact Assessment 

aiming at identifying the 

policy option that can 

increase the share of quality 

traineeships and help 

discourage substandard 

traineeships. 

Type of traineeship: Open market and 

transnational traineeships 

European 

Commission 

(2012) 

Study on a 

comprehensive 

overview of 

traineeship 

arrangements in 

Member States Final 

Synthesis Report 

Overview of traineeship 

arrangements. 

Type of traineeship: Open Market, 

ALMP, Apprenticeships, Curricular, 

Transnational 

Country: EU27 + UK 

Comparison of options 

The different policy measures under each policy area are compared against the baseline 

scenario, based on their effectiveness, efficiency and coherence. The approach used is a multi-

criteria analysis conducted in line with the Better Regulation Toolbox (“Tool#11. Format of the 

IA report” and “Tool#62. Multi-criteria decision analysis34). 

The criteria – effectiveness, efficiency and coherence – are operationalised through the use of 

selected indicators for each policy area. For the purpose of comparing the impacts of the 

packages, all criteria have equal weight, and a seven-stage qualitative grading scale is used:  

Seven-stage qualitative grading scale 

+++ Positive effect compared to the baseline 

++ Moderate positive effect compared to the baseline 

+ Small positive effect compared to the baseline  

0 No significant deviation from the baseline 

- Small negative effect compared to the baseline 

-- Moderate negative effect compared to the baseline 

--- Negative effect compared to the baseline  

 

The overall score for effectiveness and coherence of each measure is an average of the score 

for the different indicators (presented in the table below). The overall efficiency score is based 

on the ratio of the effectiveness score and the efficiency indicators’ scores (see section A13.2   

for more details on the comparison of options, including the indicators used).  

 

 

  

 
34 https://ec.europa.eu/info/files/chapter-2-how-carry-out-impact-assessment_en  
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ANNEX 5. COMPETITIVENESS CHECK 

A5.1.  Overview of impacts on competitiveness  

Dimensions of 

Competitiveness 

Impact of the 

initiative 

(++ / + / 0 / - / -- / n.a.) 

References to sub-sections of the 

main report or annexes 

Cost and price 

competitiveness 
+ Sections 6 and 7 

International 

competitiveness  
0 Sections 6 and 7 

Capacity to innovate + Sections 6 and 7 

SME competitiveness 0 
Sections 5.7, 6 and 7, Annex 2, 

Annex 14 

A5.2. Synthetic assessment  

Under the preferred option, businesses that provide traineeships would enjoy the benefits of 

fairer market competition, by reducing competitors’ use of trainees to lower labour costs. 

Businesses could also benefit from productivity improvements connected to a larger and more 

diverse pool of skilled candidates (as those belonging to vulnerable groups will be more likely 

to apply to traineeships), a more qualified and competent workforce, and higher motivation and 

engagement of trainees. Additional benefits would arise from a better matching of trainees’ 

skills to the needs of their company, which is particularly important in the context of the twin 

green and digital transition. Better skill matching and increased learning opportunities for 

trainees can foster companies’ medium- and long-term innovation capacity, for example 

because companies are more likely to retain young talent they trained. Therefore, the preferred 

option would have a positive impact on the capacity to innovate of traineeship providers, albeit 

relatively small. Improved labour market matching and higher retention rates could also 

decrease employers’ search, matching and recruitment costs of regular workers. It should be 

noted that these benefits could play a significant role, particularly in sectors where innovation 

is a key driver of growth and competitiveness, even though the prevalence of trainees is 

relatively small compared to the overall working population.   

Businesses would have to sustain limited costs to familiarise and comply with the new 

obligations, as well as to revise existing contracts and future vacancy notices, and to handle 

more frequent recruitment and onboarding processes.  

Where necessary, the adjustment in the rights of trainees could increase labour costs. This could 

also be the case, depending on how the recommendations on fair/proportionate remuneration 

and access to social protection for all trainees would be implemented at national level.  

Concerning this possible increase of labour costs - one of the many drivers of competitiveness 

- it is worth noting that the preferred option under policy area B (B1.2) envisages that Member 

States should ensure that trainees are not treated in a less favourable manner as regards working 
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conditions (including pay) than comparable entry-level workers of the same category in the 

same establishment, unless different treatment is justified on objective grounds, for example 

due to different tasks and lower responsibilities, intensity or economic value of work. This 

approach allows businesses to retain significant margins of manoeuvre to modulate labour costs 

according to their requirements. 

The need to provide information to authorities in charge of inspections and controls could 

generate some administrative costs. Finally, businesses might face additional costs in cases of 

increased litigations resulting from new provisions of this initiative.  

All things considered, the short-term effects are likely to be more than offset by medium and 

long-term gains yielded by increased market competition, increased productivity, better skill 

matching and cross-border flow of talent and higher innovation capacity by European 

companies. 

The effects of the preferred option on international competitiveness and trade are more difficult 

to assess. Although positive effects in domestic markets (as discussed above) may also increase 

EU companies’ long-term competitiveness in international markets, the sheer number of 

variables at play, many of which are exogenous to the initiative (e.g. EU trade flows, labour 

policies of third countries, overall geopolitical context, etc) suggest a prudent, neutral, 

assessment of impacts.   

Concerning specifically SMEs, the preferred option may have a slightly negative impact on 

their competitiveness in the short term, as some of the envisaged measures could incur slightly 

higher costs for SMEs compared to large companies, due to the lack of economies of scale. 

However, some data (including from the SME Panel survey) suggest that SMEs benefit 

significantly from traineeships, including in terms of increased productivity of the company, 

the ability to develop supervisors’ and/or mentors’ managerial skills, reduction of labour costs, 

reduction of training costs if/when trainees are later hired as well as their better performance. 

These can also help SMEs find skilled workers, which is key to their success, as evidenced by 

the September 2023 Eurobarometer on “Skills shortages, recruitment, and retention strategies 

in SMEs.” This is expected to result in slightly positive impact on SMEs’ competitiveness in 

the mid- and long-term.   

Such positive impact is arguably better or only achievable with high-quality traineeships, and 

since these do require an investment from the traineeship provider (the SME in this case) it is 

important to ensure a level-playing field among SMEs in the EU, which is one of the goals of 

the initiative. Furthermore, given the skill shortages35 and the overall economic situation, it is 

necessary to complement the broader financial and non-financial supporting measures outlined 

in the SME Relief Package36 with specific accompanying measures. The initiative plans to do 

this as discussed in sections 5.7 and 6.8, i.e. by: ensuring the effective involvement of social 

partners and other relevant stakeholders, in the implementation and monitoring of the rights and 

obligation arising from this initiative; strengthening awareness raising, partnerships between 

relevant stakeholders and the exchange of best practices, also between Member States and 

stakeholders, in the area of high-quality traineeships, including on cross-border traineeships; 

supporting employers (financial and/or practical guidance), in particular small and micro 

enterprises, to provide high quality traineeships.  

 
35 https://europa.eu/eurobarometer/surveys/detail/2961 
36 SME Relief Package (europa.eu) 
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ANNEX 6. THE PRINCIPLES OF THE 2014 QFT 

In March 2014, the Council adopted the Recommendation on a Quality Framework for 

Traineeships (QFT). The 2014 QFT aimed to set EU-wide quality standards for traineeships 

and to discourage the offer of traineeships with poor learning content or working conditions.  

According to the 2014 QFT, traineeships are understood as “a limited period of work practice, 

whether paid or not, which includes a learning and training component, undertaken in order to 

gain practical and professional experience with a view to improving employability and 

facilitating transition to regular employment”. 

The QFT urges Member States to improve the quality of  open-market traineeships (OMT)  and 

active labour market policy (ALMP) traineeships, particularly in terms of learning and training 

content and working conditions, with the aim of facilitating the transition from education, 

unemployment or inactivity to work.  

• Open-market traineeships (OMT) are non-mandatory, bilateral agreements agreed 

between a trainee and a traineeship provider (public/private/non-profit) – the 

involvement of a third party and without a formal connection to education or training.  

• Traineeships as part of ALMPs are organised by public employment services (PES) in 

cooperation with employers, based on a tripartite agreement, with the aim of helping 

unemployed or inactive people into employment37. 

The 2014 QFT comprises a list of 21 principles in 10 main areas:  

1) a written traineeship agreement  

2) learning and training objectives  

3) working conditions  

4) rights and obligations  

5) a reasonable duration  

6) proper recognition of traineeships  

7) transparency requirements 

8) cross-border traineeships 

9) use of European Structural and Investment Funds  

10) applying the QFT with the active involvement of social partners and stakeholders 

The QFT also outlines how the Commission supports Member States’ action through EU funds, 

the exchange of good practices, and monitoring.  

The QFT explicitly excludes from its scope work experience placements that are part of 

curricula of formal education or vocational education (ECT) and training as well as traineeships 

that are regulated under national law and whose completion is a mandatory requirement (MPT) 

to access a specific profession (e.g. medicine, architecture, etc.). 

 
37 European Commission, SWD/2016/0324 final and SWD(2023) 9 final. 
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 The 2014 Council Recommendation asks Member States to:  

1. Improve the quality of traineeships, in particular as regards learning and training content and 

working conditions, with the aim of easing the transition from education, unemployment or 

inactivity to work by putting in practice the following principles for a Quality Framework for 

Traineeships: 

Conclusion of a written traineeship agreement 

2. Require that traineeships are based on a written agreement concluded at the beginning of the 

traineeship between the trainee and the traineeship provider; 

3. Require that traineeship agreements indicate the educational objectives, the working 

conditions, whether an allowance or compensation is provided to the trainee by the 

traineeship provider, and the rights and obligations of the parties under applicable EU and 

national law, as well as the duration of the traineeship, as referred to in recommendations 4-

12; 

Learning and training objectives 

4. Promote best practices as regards learning and training objectives in order to help trainees 

acquire practical experience and relevant skills; the tasks assigned to the trainee should 

enable these objectives to be attained; 

5. Encourage traineeship providers to designate a supervisor for trainees guiding the trainee 

through the assigned tasks, monitoring and assessing his/her progress; 

Working conditions applicable to trainees 

6. Ensure that the rights and working conditions of trainees under applicable EU and national 

law, including limits to maximum weekly working time, minimum daily and weekly rest 

periods and, where applicable, minimum holiday entitlements, are respected; 

7. Encourage traineeship providers to clarify whether they provide coverage in terms of health 

and accident insurance as well as sick leave; 

8. Require that the traineeship agreement clarifies whether an allowance or compensation is 

applicable, and if applicable, its amount; 

Rights and obligations 

9. Encourage the concerned parties to ensure that the traineeship agreement lays down the rights 

and obligations of the trainee and the traineeship provider, including, where relevant, the 

traineeship provider's policies on confidentiality and the ownership of intellectual property 

rights; 

Reasonable duration 

10. Ensure a reasonable duration of traineeships that, in principle, does not exceed 6 months, 

except in cases where a longer duration is justified, taking into account national practices; 

11. Clarify the circumstances and conditions under which a traineeship may be extended or 

renewed after the initial traineeship agreement expired; 
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  12. Encourage the practice of specifying in the traineeship agreement that either the trainee or the 

traineeship provider may terminate it by written communication, providing advance notice of an 

appropriate duration in view of the length of the traineeship and relevant national practice; 

Proper recognition of traineeships 

13. Promote the recognition and validation of the knowledge, skills and competences acquired 

during traineeships and encourage traineeship providers to attest them, on the basis of an 

assessment, through a certificate; 

Transparency requirements 

14. Encourage traineeship providers to include in their vacancy notices and advertisements 

information on the terms and conditions of the traineeship, in particular on whether an 

allowance and/or compensation and health and accident insurance are applicable; encourage 

traineeship providers to give information on recruitment policies, including the share of 

trainees recruited in recent years; 

15. Encourage employment services and other providers of career guidance, if providing 

information on traineeships, to apply transparency requirements; 

Cross-border traineeships 

16. Facilitate the cross-border mobility of trainees in the European Union inter alia, by clarifying 

the national legal framework for traineeships and establishing clear rules on hosting trainees 

from, and the sending of trainees to, other Member States and by reducing administrative 

formalities; 

17. Examine the possibility to make use of the extended EURES network and to exchange 

information on paid traineeships through the EURES portal; 

Use of European Structural and Investment Funds 

18. Make use of the European Structural and Investment Funds, namely the European Social Fund 

and the European Regional Development Fund, in the programming period 2014-2020, and 

the Youth Employment Initiative, where applicable, for increasing the number and quality of 

traineeships, including through effective partnerships with all relevant stakeholders; 

Applying the Quality Framework for Traineeships 

19. Take appropriate measures to apply the Quality Framework for Traineeships as soon as 

possible; 

20. Provide information to the Commission by the end of 2015 on the measures taken in 

accordance with this Recommendation 

21. Promote the active involvement of social partners in applying the Quality Framework for 

Traineeships; 

22. Promote the active involvement of employment services, educational institutions and training 

providers in applying the Quality Framework for Traineeships. 

 



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 4: Impact assessment traineeships part 2

 

 

82 

 

ANNEX 7. PREVALENCE OF TRAINEESHIPS IN THE EU 

A7.1. Prevalence and distribution of paid traineeships 

Following the COVID-19 outbreak in early 2020, the number of paid trainees decreased 

to below 1.4 million in 2021 (latest available figures). As suggested by Stewart, A. et al. 

(2021)38, trainees are likely to have been particularly affected by the disruptions created by the 

pandemic (e.g., school closures and stay-at-home orders) and evidence already suggest that 

young individuals were particularly affected by the pandemic. Evidence from the EU-LFS 

indicates that the number of paid trainees dropped more sharply than the number of employees. 

This holds for (almost) all sectors but is particularly significant in the public administration, 

accommodation and education sectors.  

The evolution in the number of trainees over the 2006-2021 period suggests a certain alignment 

with economic developments. The number of paid trainees peaked in 2008 at the onset of the 

Great Recession, decreased continuously until 2013 (Euro Area crisis) and then increased 

steadily until 2019, in line with the recovery of EU labour markets39. Paid OMT tend to be more 

countercyclical, while paid ALMP traineeships seem to follow the economic cyclical trends. 

 

Figure 3: Number of paid trainees in the EU27, by type of traineeship (2006-2021) 

Note: Number of paid trainees at EU27 level in thousands, with 95% confidence obtained from the missing value imputation 

procedure. The EU27 level includes all Member States except IE in 2006 (missing data). 

Source: Study exploring the context, challenges and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047). 

 

 
38 Stewart, A., Owens, R., O'Higgins, N., & Hewitt, A. (2021). Internships: A policy and regulatory challenge. Edward Elgar 

Publishing/International Labour Organization. 
39 This result is consistent with evidence reporting increase in traineeships uptake over the last decade(s), for example see: 

Stewart, A., Owens, R., O'Higgins, N., & Hewitt, A. (2021). Internships: A policy and regulatory challenge. Edward Elgar 

Publishing/International Labour Organization.;  Owens, R., & Stewart, A. (2016). Regulating for decent work experience: 

Meeting the challenge of the rise of the intern. International Labour Review, 155(4), 679-709;  Saniter, N., & Siedler, T. (2014). 

Door opener or waste of time? The effects of student internships on labor market outcomes and Cerulli-Harms, A. (2017). 

“Generation internship: The impact of internships on early labour market performance”. 
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Concerning the composition by types of paid traineeships (Figure 4), ALMP traineeships 

represent around one-third of paid trainees in the EU27 over the most recent years, though their 

share has decreased by 3.2 percentage points between 2013 and 2019. ECT and OMT are the 

next most common, representing respectively around 30%40 and just over 20% of paid 

traineeships. MPT account for the residual share of approximately 10%. Moreover, it is 

interesting to note the increase in the share of OMT during the Euro Area crisis and the early 

phase of the labour market recovery, peaking at 27.5% in 2015. This suggests a potential 

countercyclical nature of OMT, whereby its share is less affected by economic downturns than, 

for instance, the ECT share. ALMP traineeships appear to be cyclical, as their share (and 

numbers) did not particularly rise when (youth) unemployment was high in the aftermath of the 

financial crisis. 

 

Figure 4: Composition (%) of paid traineeships by type of traineeship, 2013-2021Note: Values in stacked bar charts are 

percentages of each type of traineeships out of the total number of paid traineeships 

Source: Study exploring the context, challenges and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047).  

 

At Member State level, the estimates suggest important differences in the shares of paid 

traineeships, and in the distribution of the different types of paid traineeships. In absolute 

figures, the number of paid trainees over the entire sample period is highest in the five most 

populous EU countries – DE, ES, FR, IT, and PL – which account for more than 80% of the 

overall number of paid trainees in 2019. Numbers of at least ca. 10 000 paid trainees per year 

are on average also observed in seven other Member States (BE, DK, IE, EL, HR, AT, and FI). 

In the remaining Member States, the numbers of paid trainees are comparatively quite low. 

A significant variation exists among Member States regarding the composition of paid 

traineeships by type of traineeships. In one-third of Member States (CZ, DE, DK, EE, FR, 

LT, AT,  and FI), the largest share of trainees is doing ECT, where the share of ECT is at least 

equal to 50% (or very close to) while it reaches 90% in DK. Trainees doing ALMP traineeships 

 
40 Note that ECT increased significantly in 2016, by around 70 000 trainees. Part of this increase can be traced back to DE (+55 

000) and a possible explanation is therefore the introduction of the minimum wage (MILOG). The minimum wage covers 

traineeships lasting longer than 3 months, which actually corresponds to the evidence obtained by duration of traineeship (not 

reported here). The increase in DE ECT comes from traineeships lasting three to six months and six to twelve months, whereas 

the number of ECT lasting less than three months did not change. 
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constitute a significant share of all trainees in almost every country, but the share is especially 

significant in BE, IT, PL and SE where they account for around 40% of traineeships (more than 

70% in IT). The share of trainees doing OMT varies substantially across Member States, and is 

especially large in BG, IE, EL, ES, HR, LV, LU, MT, NL, PL, PT, RO, SI and SK41. In contrast, 

in a quarter of Member States, shares of OMT in recent years are very low (DK, DE, EE, FR, 

LT, AT and FI). Finally, the shares of MPT are relatively high in nine Member States (BE, DE, 

EE, EL, CY, HU, AT, PT and RO) where they represent around 20% (BE, DE, HU, AT, PT) to 

more than 50% of the traineeships in specific years (EL, CY, and RO).  

Looking at the sector distribution of paid traineeships, according to the LFS data, the highest 

share of the trainee population (2019 data) is found in the manufacturing sector (17.3%), 

followed by wholesale and retail trade (12.9%), human health (12.5%), education (11.6%), and 

real estate and professional and administrative support services (11.1%). In general, these 

patterns are aligned with shares of these sectors in the overall economy. For instance, 

manufacturing, is the sector with the largest share of employees in the EU27 and is also the one 

with the largest share of trainees.   

Additional, evidence from the EU-LFS (2019 data) provides data on the prevalence of paid 

traineeships per sector of economic activity (NACE 2). The highest prevalence of paid 

trainees is found in the education sector, with a prevalence rate of 1.4% in 2019, followed by 

real estate and professional and administrative support services (1.2%), accommodation (1.2%), 

arts/entertainment and others (1.0%), and health and social work (1.0%).  

Data at Member State level show higher prevalence of traineeships in the service sectors for 

most Member States. This is particularly true for the REPASS sector (53.3%, 26.6% and 21.4% 

in CY, SK and BG), education (33.7%, 32.8%, 27.7%, 25.9%, and 21.8% in LU, CZ, DE, DK, 

and AT), health (34.1%, 34%, 31.6%, 29%, 27.5%, 22.7%, 22.3%, 20.6%, and 20.0% in SI, 

RO, EL, DK, AT, BE, FR, FI) and public administration sectors (34.9% and 21.4% in HU and 

LU), for which a majority of Member States tend to display shares for paid trainees greater than 

for employees. As noted for prevalence rates, IT and PL stand out for their higher shares of 

trainees in the manufacturing sectors (respectively, 25.7% and 23.5%). Furthermore, a 

significant number of traineeships in these two Member States take place in the wholesale and 

retail trade (respectively, 19.7%, 19.5%). Other Member States show a high share of trainees 

in industrial and/or low-skilled services sectors. These Member States include LV for the 

manufacturing sector (19.6%), SE for the electricity and construction sector (15.9%), LT for 

the wholesale and retail trade and the accommodation sectors (17.7% and 17.9%), and LV and 

RO for the transport and storage sector (29.4% and 19.4%). 

With regards to sectoral composition by type of traineeships, MPT mostly take place in the 

health (41.1% in 2019) and education sectors (32.3% in 2019), while a high share of ALMP 

traineeships takes place in the manufacturing and wholesale and retail sectors (22.3% and 

18.9% respectively, 2019 data). A high share of OMT also takes place in the manufacturing 

sector (19.6% in 2019) but the sectoral composition appears less concentrated than what is 

observed for MPT and ALMP traineeships. A similar conclusion can be reached for ECT as the 

concentration of trainees does not exceed 15% in any sector of economic activity.   

Data on the share of paid trainees by occupational category (ISCO code) show that the 

largest share of paid trainees can be found in the managerial and professional occupations  

(27.1% for the period 2016-2019).  Trainees are also more concentrated in occupations that can 

 
41 The shares vary from 35-40% (ES, IE, PT) up to 60-70% in BG, NL, and SK. 
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be linked to the service sector, like clerical support workers (13.1% of trainees and 10.9% of 

employees) or service and sales workers (18.9% and 16.6%).  In contrast, the more manual and 

medium- or low-skilled occupations (e.g. elementary occupations and plant/machine 

operators/assemblers) only represent marginal shares of traineeships. Overall, traineeships are 

therefore more common in highly skilled occupations.  At Member State level, the occupations 

linked to managers and professionals account for more than one in two trainees in CY, PT, LU, 

RO, and CZ (71.9%, 66.6%, 56.6%, 51.4% and 50.5%). The shares are also greater for trainees 

compared with employees in all Member States, but SE, LT, PL, IT, LV, and BG. This 

observation tends to hold consistent with the evidence extracted from the sectoral composition 

analysis, since these six Member States often display higher shares of trainees in the industrial 

and/or the low-skilled service sectors. More precisely, LT, IT, MT and PL display higher shares 

of trainees (above 20%)42 in the service and sales occupation (36.5%, 26.6%, 24.7% and 

20.5%), whilst BG, BE, SE and IT do so in the craft and related trade workers occupation 

(26.8%, 20.8%, 19.3% and 19.0%), and LV, LT do so in elementary occupations (23.7% and 

20.6%)43. 

Finally, data regarding the composition of paid trainees by firm size44 shows that the smallest 

share (around 25%) of traineeships can be found in micro companies (less than 10 employees), 

followed by 30% in small companies (10-49 employees) and 45% in large companies (more 

than 50 employees). The share of traineeships is largest in large companies in almost all EU27 

countries.   

The results of the 2023 Eurobarometer45 confirm these findings as they show that in terms of 

the size of the host company or organisation, the following distribution was found for young 

people’s last traineeship: 20% is completed in a micro company (less than ten employees), 34% 

in small companies (10 to 49 employees), 24% in medium-sized companies (50 to 250 

employees) and 18% in large companies (more than 250 employees). Also, the proportion of 

paid traineeships in micro companies (with 1 to 9 employees) was 48% and increases to 54% 

for traineeships in companies with between 10 and 49 employees and to 59%-60% in companies 

with 50 or more employees.  

A7.2. Profile of trainees 

In terms of prevalence rates46 of paid traineeships and composition of trainees’ population by 

gender, men and women are in a similar situation in the EU.  Namely, the prevalence rate is 

only marginally higher for women as compared to men in particular during recent years (2016-

2019), e.g., for 2019 the rate was 0.98% for women compared to 0.94% for men. In terms of 

the composition of the trainees’ population by gender, the differences are even less pronounced 

(e.g., the share was 50.4% for men and 49.6% for women, EU average 2016-2019). At Member 

State level  there is a larger share of women than men among paid trainees in 16 Member States 

(CY, BG, NL, SK, SI, AT, HU, HR, PT, CZ, DK, LU, PL, EL, DE, FR ). The share of women 

is particularly high (above 55%) in CY (69%), BG (66%), NL (62%), SK (57%), SI (57%), and 

 
42 CZ, NL, SE and EL also show shares of trainees in this occupation greater than the EU27 value (19.2%, 19.2%, 19.2% and 

19.1% - 18.9% at EU27 level). 
43 HU, BG, SK and SE display shares for elementary occupation much greater than the same shares for employees. 
44 Prevalence rates cannot be computed for this category, as the total number of employees by firm size cannot be computed. 
45 Flash Eurobarometer FL523 (April 2023) “Integration of young people into the labour market with particular focus on 

traineeships” (2964/FL5235). 
46 Number of trainees as compared to the employed population of each gender. 
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AT (56%). By contrast, paid traineeships are particularly male-dominated in LV (70%), BE 

(66%), RO (64%), MT (58%), IT (57%) and SE (56%). 

Regarding the gender composition of paid traineeships in the EU27 by type of traineeships data 

shows that MPT tend to have a higher share of women than men (around 61% in 2019). The 

other three types of traineeships are more evenly split between genders. 

Trainees are usually young people, but they can also be people in a transitioning stage in 

their professional carrier. The vast majority of trainees (77.9%) are in the age group 15-29, 

with trainees in the age group of 20-24 constituting almost 40% of the share of trainees followed 

by trainees aged 25-29 (29.3%). The trainees in these groups are young people, who are entering 

the labour market, and are doing a traineeship as their first work experience. In fact, according 

to the results of the 2023 Eurobarometer47, about one in five respondents (19%) stated that their 

first work experience as a traineeship. Furthermore, according to the LFS data, 1 in 5 trainees 

(21.9%) were 30 years old and above (9.9% for 30-34 and 12% for 35+), however, the 

prevalence rates of these groups are much lower as compared to younger trainees (0.8% and 

0.2% respectively). The latter is to be expected as these are mostly people who are transitioning 

from one job to another or starting a professional career in a new specific field and who they 

do not have sufficient professional experience in the same field of activity to secure an entry-

level position as a permanent employee. Therefore, they form a small percentage of employees 

in their respective age groups. 

In most Member States, trainees aged 20-24 and 25-29 represent more than 50% of trainees in 

all Member States but EL, SE, MT, NL, LV, and BG. The shares of paid trainees aged 15-19 is 

relatively large (above 15%) in LV, LT, MT, EE, AT, and DE.  

The age composition of paid traineeships by type of traineeship (Figure 6) shows that the 

youngest age group, 15-19, is only found in ECT and ALMP traineeships. Trainees aged 20-24 

take up the largest share of these two types of traineeships (52.8% and 49.8% respectively in 

2019), while trainees above 24 represent a large majority of MPT and OMT (around 90% for 

MPT and between 84% and 89% for OMT). The share of paid trainees above 35 years is highest 

for OMT (33.4% in 2019). 

 

 
47 Flash Eurobarometer FL523 (April 2023) “Integration of young people into the labour market with particular focus on 

traineeships” (2964/FL5235). 



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 4: Impact assessment traineeships part 2

 

 

87 

 

 

Figure 5: Evidence on paid trainees in the EU27, disaggregated by age.  

Notes: Prevalence rates are calculated as the sum of paid trainees divided by the total number of employees of the relevant 

age group. Results are displayed in percentages. Panels b) and c) on composition show the share of each age group among 

paid trainees. Data by Member States displays the average for 2016-2019. Percentages below 15% are not displayed in panels 

b) and c). 

Source: Study exploring the context, challenges and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047). 
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Figure 6: Age composition of trainees by type of traineeship in the EU27  

Source: Study exploring the context, challenges and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047). 

The share of paid trainees above 35 years is highest for OMT (33.4% in 2019).  

The EU population of paid trainees is clearly dominated by medium and highly educated 

individuals48. Looking at the composition of the trainee population, individuals with a low level 

of education constitute the smallest share (around 12%) of all paid trainees. Around half of the 

paid trainees have a medium level of education (49.7%), while around 38.6% are highly 

educated Moreover, the share of highly-educated trainees has increased over time (from 37% 

in 2013). In most EU countries, the share of low-educated trainees is well below 10%. 

Data on the prevalence rates of paid trainees shows that prevalence increases with the 

level of education. The prevalence rate of trainees with low education was 0.7% as compared 

to 1.0% for trainees with a medium level education and 1.1% for highly educated trainees (2019 

data). 

Evidence on the composition of the different types of paid traineeships by education level 

show that highly educated trainees represent the largest share of MPT49 and OMT (around 

65.9%, 2019), a share that has significantly increased from 2018 onwards (45% 2013, 66% in 

 
48 Low education: below secondary education, medium education: secondary education, high education: above secondary. 
49 For MPT, highly educated individuals represent 100% of the trainees by construction (see Annex 4). 
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2018). In contrast, highly educated trainees are least likely to participate in ALMP traineeships, 

where most trainees have a medium level of education (73.5% in 2019).  

The analysis of the profile of trainees responding to the 2023 Eurobarometer survey50  confirms 

the analysis of the LFS data. The proportion of young people with traineeship experience is 

higher for respondents who completed post-secondary education (75%) than for respondents 

with a secondary (or lower) qualification (61%). Similarly, respondents currently working as a 

skilled employee or worker (85%) or being self-employed (86%) are more likely than 

respondents working as an unskilled worker or employee (70%) to have undertaken at least one 

traineeship.  

 
Figure 7: Evidence on paid trainees in the EU27, disaggregated by level of education  

Note: Prevalence rates are calculated as the sum of paid trainees divided by the total number of employees of the relevant 

education level group. Results are displayed in percentages. Panels b) and c) on composition show the share of each education 

level among paid trainees. Data by Member States displays the average for 2016-2019. Percentages below 15% are not 

displayed in panels b) and c).  

Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047). 

 

In terms of prevalence of paid traineeships in cities, towns/suburbs and rural areas, 45.2% 

of paid traineeships took place in cities, 32.9% in towns/suburbs and 21.9% in rural areas 

(2019).  

 
50 Flash Eurobarometer FL523 (April 2023) “Integration of young people into the labour market with particular focus on 

traineeships” (2964/FL5235). 
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Figure 8: Paid trainees in the EU27, disaggregated by degree of urbanisation  

Note: Prevalence rates are calculated as the sum of paid trainees divided by the total number of employees of the relevant 

degree of urbanisation. Results are displayed in percentages. Panels b) and c) on composition show the share of paid trainees 

by degree of urbanisation. Data by Member States displays the average for 2016-2019 and is sorted based on the share trainees 

residing in cities. Percentages below 5% are not displayed in panels b) and c).   

Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047). 

In terms of types of traineeships, the composition of paid traineeships across cities, 

towns/suburbs and rural areas is more even within AMLP traineeships, while for the other three 

types of traineeships, the shares of paid traineeships are highest in the cities (for MPT 67.6%, 

ECT 53.1% and OMT 46.6% in 2019) and lowest in rural areas (for MPT 9.1%, ECT 18.2% 

and OMT 22.3% in 2019). 
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Figure 9: Composition of trainees by type of traineeship and degree of urbanisation in the EU27 – LFS  

Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047). 

A7.3. Prevalence of unpaid traineeships  

Evidence on the prevalence of unpaid traineeships is scarce. Yet the EU-LFS contains 

information that could be used to generate indicative estimates of the prevalence of unpaid 

trainees, which are recorded in the EU-LFS as inactive individuals or unemployed (not-

employed). The precise methodology is described in Annex 4. 

Additional evidence on unpaid traineeships can be obtained from the Flash Eurobarometer 

523 and the proxy measure used in EC (2023). Across all traineeships, 44% of the respondents 

did not receive any type of financial compensation, down from 59% in the 2013 Flash 

Eurobarometer. Although the results from the Eurobarometer are not comparable to the EU-

LFS numbers51, the two data sources demonstrate a similar share of unpaid trainees (44% in the 

EB, 48% in the LFS). Furthermore, both results indicate that the share of unpaid trainees has 

 
51 Eurobarometer focuses on a cohort and inquire about traineeships that could have taken place a few years before the survey. 
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been on a decreasing trend. According to the EU-LFS 65% of all are concentrated in the 

following countries BE, DE, ES, FR and IT.  

The upper panel of the Figure 10 below shows estimates of paid and unpaid trainees in the 

EU27. Between 2016 and 2019, the overall number of traineeships increased in the EU27 (+132 

400 or 4.5%), due to an increase in the number of paid traineeships (+116300 or +7.8%). The 

number of unpaid traineeships only slightly increased, by 16 000 units (+1.1%). On unpaid 

traineeships per type of traineeship, the middle panel below further shows that ECT account 

for the vast majority of unpaid traineeships in the EU27 (1 237 2000 trainees in 2019 or ca. 

85% of all unpaid traineeships (1 455 600)), while ALMP and OMT only account for marginal 

shares. The lower panel further shows the share of unpaid traineeships within each type of 

traineeships. ECT have by far the largest share of unpaid traineeships (71.1% in 2019). 

However, approximately a quarter (25.3%) of OMT are also unpaid, as well as 12.5% of ALMP 

traineeships. 

 
Figure 10: Paid and unpaid trainees in the EU – an estimate using the LFS 

According to the Flash Eurobarometer results, there is a considerable cross-country variation 

in the share of unpaid traineeships. In HR, 78% of respondents received compensation 

whereas at the other end of the spectrum, in BE, it is only half of this rate. These figures are 

generally in line with the findings of the trainee survey conducted as part of the EC (2023) study 
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supporting the QFT evaluation52. With a sample of 1836 respondents covering OMT and ALMP 

traineeships, the survey results showed that 47% of trainees received a financial allowance or 

compensation monthly, while a further 14% benefitted occasionally. 39% indicated that they 

have not received any allowance or compensation.  

Although not representative, data from the 2023 Eurobarometer offers some indication on the 

socio-demographic characteristics of unpaid trainees. According to it, a slight majority of 

unpaid trainees are women at EU level (54.8%). In all countries except HR (44.9%), PL 

(47.1%), IT (49.8%) and CZ (50%), more than 40% of unpaid trainees are women. This is in 

contrast to paid trainees in the Eurobarometer, where men make up a larger share (56.6%) of 

the population.  

As regards the age of unpaid trainees, at EU level (using the results of the 2023 

Eurobarometer), the largest share is in the age group 18-24 (37.9%), followed by trainees aged 

30-34 (34.4%) and then 25-29 (27.6%). As such, unpaid trainees overall are younger than paid 

trainees. However, there is significant variation in these patterns across Member States. In FR 

(46.4%), PT (43.6%), IT (41.1%), NL (38.2%), HR (38.1%), DE (36.9%), ES (36%), SI (36%) 

and LU (34.6%), the largest share of unpaid trainees are aged 18-24. In contrast, in BG (48.4%), 

EE (45.7%), HU (42.9%), LV (42.5%), LT (42.1%), RO (40.9%), FI (40.7%), MT (40%), CY 

(39.2%), SK (38.9%), IE (38%), SE (36.5%), PL (36.4%), CZ (35.8%), EL (35.2%) and BE 

(35%), the age group 30-34 is the most represented. AT (35.2%) and DK (37.4%) are the only 

two countries where the age group 25-29 constitutes the largest share of unpaid trainees.  

With regard to education level of unpaid trainees, (using the results of the 2023 

Eurobarometer), the majority of unpaid trainees are in either post-secondary non-tertiary 

education (33.8%) or tertiary education (26.3%), followed by upper secondary VET (24.8%). 

The Eurobarometer data for paid trainees shows similar patterns, with the largest share in post-

secondary non tertiary (39.2%), followed by upper secondary VET (24.6%) and tertiary 

education (24%). Individuals with either post-secondary non-tertiary education or tertiary 

education constitute the largest share of unpaid trainees in all EU countries, with the exception 

of SE, where upper secondary VET is the most represented (44.4%). Finally, on urbanisation, 

across the EU27, the largest share of unpaid trainees is located in a small or medium town 

(42.4%) or a large town/city (30.2%), with the smallest share in a rural area or village. These 

shares are similar to the ones for paid trainees. However, there are also a minority of Member 

States where the largest share of unpaid trainees is in a rural area or village, including LU 

(53.9%), SI (47.3%), BE (40%), MT (38.7%) and AT (36.8%).  

A7.4. Territorial and sectoral prevalence of trainees  

Territorial distribution 

At Member State level, the estimates suggest important differences in the shares of paid 

traineeships, and in the distribution of the different types of paid traineeships. Five Member 

States represent almost 90% of the total number of paid trainees (ca. 1.4 million, 2019 data) in 

the EU (DE, ES, FR, IT, PL), which are also the Member States with the highest population in 

the EU. At the same time, these Member States also demonstrate the highest prevalence rate of 

paid traineeships in the population of employees aged 15-64. This indicates that the high share 

of trainees in these countries is not only driven by population size but is a structural feature of 

 
52 Study supporting the evaluation of the Quality Framework for Traineeships (VC/2021/0654), Final Report, January 2023. 
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these countries’ labour markets. Seven other Member States each account on average for at 

least 10,000 paid trainees per year (BE, DK, IE, EL, HR, AT, FI). In the remaining Member 

States, the share of paid traineeships is comparatively low. 

Furthermore, evidence of paid traineeships by degree of urbanisation shows that the largest 

share of traineeships takes place in cities (45.2% in 2019), followed by traineeships in 

towns/suburbs (32.9%). These traineeships show an increasing trend, whereas traineeships in 

rural areas, which are already rarer (21.9% of traineeships in 2019), show a declining trend (see 

Figure 8).  

The situation varies, though at Member State level. The majority of traineeships in LU are in 

rural areas, with significant share (more than one third) of traineeships are taking place in rural 

areas also in SI, PL, LT and HU. In 14 Member States, 50% or more of traineeships are in cities. 

When looking at the different types of traineeships, the trend is similar for most types, except 

for ALMP traineeships, which are more common in rural areas, and the minority of these 

traineeships take place in cities. For more information, please see the supporting study. 

Sectoral distribution 

In terms of sectoral distribution, five sectors make up the largest share of the trainees. In 2019, 

manufacturing, wholesale and retail, health, education and real estate and professional, 

administrative and support activities counted more than 1 million (paid) trainees, or close to 

two-thirds of the total.  

Not all types of traineeships are distributed evenly across sectors. ALPM are concentred in two 

main sectors. In 2019, mining, quarrying and manufacturing (NACE2) and wholesale and retail 

trade; repair of motor vehicles and motorcycles (NACE4), hosted 240,000 paid trainees or about 

40% of the total. Italy and Poland alone account for about 2/3 of total ALPM in the EU. 

Also, MPT trainees are very concentrated in a few sectors, which are associated with the 

professions for which the MPT is a requirement. The education (NACE 10), the health (NACE 

11) and the real estate and professional sectors (NACE8) account for about 85% of the total. 

Both ECT and OMT are quite spread across the sectors. The most interesting development in 

ECT is its growth over time. ECT increased strongly in all the service sectors. The most 

dramatic increase is observable in the transport, storage and communication sectors. While 

starting from a very low level, the number increased by more than three times between 2006 

and 2019 (and it continues to increase during the COVID period). Interesting to note as well 

that ECT paid traineeships are highly concentrated in two countries. Germany and France in 

2019 accounted for more than 60% of the total trainees of the EU.  
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Data on sectoral differences between traineeships is available from the survey conducted by the 

study supporting the evaluation . Evidence shows that some of the sectors with a high number 

of trainees – notably wholesale, health and social work and education – are also some of the 

ones exhibiting lower scores across (some of) the quality dimensions where data is available.  

In terms of overall attitude towards traineeships, there is some variation across the different 

sectors, ranging from 23% having reported a negative or very negative opinion in the wholesale 

& retail trade, transport, accommodation & food sectors to 10% in the agriculture, forest and 

fishing, education and construction sectors. 

 

Figure 11 Overall opinion about traineeships 

Source: Study support the evaluation, p.408. 
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Other quality-related indicators, however, point to a more nuanced picture than what the overall 

trainee perceptions imply. The study supporting the evaluation looked at the share of trainees 

offered a job at the end of their traineeship. The respective shares were:  43% for  Wholesale & 

retail trade, transport, accommodation & food with 43%, 31% in education, 34% in health and 

social work and 36% in arts, entertainment & recreation. These shares are still below the 60% 

in finance and insurance and the 56% in construction. 

 

Figure 12 Were you offered a job at the end of your traineeship? 

Source: Study support the evaluation,p.53. 

The study also asked about the implementation across sectors of three principles of the QFT, 

namely the provision of a written agreement, the stipulation of learning objectives, and the 

provision of a certificate at the end of the traineeship. The respective shares were:  Wholesale 

& retail trade (65%), arts, entertainment & recreation (66%) and education (68%) rank as the 

lowest. Conversely, financial & insurance activities have a 78% implementation rate across the 

three principles. 

Projected trends in traineeship prevalence 

The table below shows the projections of the number of the different types of traineeships based 

on the prevalence trends estimated through the EU-LFS. Using a simple extrapolation exercise, 

the baseline projections assume for each type of traineeship an annual growth rate equal to the 

average yearly growth rate observed in the five years before the outburst of the COVID-19 

pandemic in Europe. The motivation for selecting the 2014-2019 time-period is two-fold. First, 

it allows to obtain estimates that are not influenced by the shock caused by the COVID-19 

pandemic. In addition, it allows to capture the trends in traineeship prevalence that occurred 

since the introduction of the Council Recommendation on a Quality Framework for 

Traineeships. This approach is, however, subject to limitations. To start, the assumption of a 

linear growth rate might not hold true in the time horizon considered, because of major 

transformations in the labour market driven by the acceleration in the digital transformation and 

the green transition. In addition, the limitations that apply to the estimated prevalence (see 

Annex 4) also affect the projected prevalence trends, especially those related to unpaid 

traineeships. Lastly, these projections are subject to considerable uncertainty connected to the 

impacts of future political, economic, and socio-demographic changes. To mitigate these 
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limitations, we carry out a sensitivity analysis which incorporates prospected socio-economic 

and political developments in the EU. 

The linear trend assumption suggests that by 2030 the total number of trainees in Europe will 

increase by 16.3% compared to its level in 2021. While the number of paid traineeships is 

expected to increase by 36%% (from 1,4 Mn to 1,9 Mn trainees), the projections for the number 

of unpaid traineeships suggest a small increase by 5.3% (from 1,6 to 1,7 Mn trainees).  

Looking at the trends by type of traineeship, the largest growth in relative terms concerns 

MPT, which are projected to increase by 42.8% (from 159 thousand in 2021 to 227 thousand 

trainees in 2030). The number of ALMP traineeships  is expected to increase by 30.7% (from 

489 thousand  to 639 thousand trainees), while ECT are expected to increase by 17.5% (from 

1,9 to 2,2 Mn trainees). The projections for the number of OMT suggest a small increase by 

6.8% (from 427thousand to 456 thousand trainees), driven by a decline in the number of paid 

OMT and an increase in the number of unpaid OMT. 

The small overall growth in the number of OMT is supported by recent findings in the literature 

on the existence and projected increase of labour shortages in various sectors of the economy53. 

The study suggests that labour shortages are driven by structural factors such as the green and 

digital transition54.  

Nonetheless, the transformations in the nature of work and skills induced by the green and 

digital transition could potentially increase the number of trainees in the coming years by 

increasing the needs for upskilling and reskilling and by stimulating policies promoting 

investments in trainings throughout the working life. In addition, labour shortages connected to 

poor working conditions could be associated to an overall decline in the number of unpaid OMT 

traineeships55. To capture these trends, we consider a high-growth scenario that envisages an 

increase in OMT driven by fast developments connected to the green and digital transition and 

the national targets on employment and training to deliver on the European Pillar of Social 

Rights Action Plan56. The high growth scenario is based on the assumption of a 2.3% yearly 

growth rate of paid OMT and a 0.4% yearly growth rate for unpaid OMT. These correspond to 

the weighted average yearly growth rates of paid and unpaid traineeships (all types of 

traineeships) in the time horizon considered. Under this assumption, the overall number of 

traineeships in the EU would increase by 17% due to the increase in the number of paid OMT 

(+22%) and a small increase in the number of unpaid OMT traineeships of 3.4%.   

The increase in the number of ALMP traineeships could be consistent with the expected 

impacts of the Council Recommendation on the Reinforced Youth Guarantee (RYG) which can 

be expected to produce larger impacts on traineeship prevalence as (i) it extends its coverage to 

all young people aged 15-29 years old, compared to the 15-24 age group targeted by the 

previous YG; (ii) it mobilises a significantly larger amount of financial resources. In particular, 

the main source of EU funds for the programming period 2021-2027 is represented by the Youth 

 
53 European Commission. (2023) Employment and Social Developments in Europe 2023: addressing labour shortages and skills 

gap in the EU. 
54 Employment and Social Developments in Europe 2023: addressing labour shortages and skills gap in the EU. European 

Commission. 2023. 
55 Even though job quality is a multidimensional concept, the study found that several subsectors facing persistent labour 

shortages recorded an above average share of low-wage earners and an above average proportion of workers facing difficulties 

in making ends meet.  
56 The three EU-level social targets to be achieved by 2030 are: a) at least 78% of people aged 20 to 64 should be in employment; 

b) at least 60% of all adults should participate in training every year; c) the number of people at risk of poverty or social 

exclusion should be reduced by at least 15 million, including at least 5 million children, compared to 2019.  
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Employment Initiative, one of the four funding instruments of the European Social Fund Plus 

(ESF+)57. In addition, Member States with a rate of young people (aged 15-29) not in 

employment, education or training (NEET) exceeding the average for the 2017-2019 period 

should devote at least 12.5% of their ESF+ resources to youth employment. Under the ESF+, 

almost EUR 99.3 billion will be invested in EU’s employment, social education and skills 

policies for the programming period 2021-2027.  

Finally, the projected increase in the total number of trainees in education58 (ECT) is supported 

by current evidence from Eurostat suggesting that the share of people with tertiary education in 

the EU is trending upward59. In particular, the share of people aged 25-74 years with tertiary 

education has increased from 24.5% in 2012 to 31.8% in 2022, with younger people attaining 

higher levels of education than older ones. In 2022, 37.7% of those aged 25-54 years had 

attained tertiary education as opposed to 22.7% of those aged 55-74 years. These trends reflect 

the influence of both socio-economic dynamics and policy initiatives. From an economic 

perspective, the higher flexibility and complexity of jobs induced by digital technology has 

resulted in a growing number of employers seeking staff with capacities to think autonomously 

and manage complex information. These forces are expected to further increase the demand for 

highly skilled people in the coming years60. In addition, at EU level, the Council Resolution on 

a strategic framework for European cooperation in education and training towards the European 

Education Area and beyond (2021-2030)61 sets an EU level target of 45% of persons aged 25-

34 years with tertiary educational attainment62. Within the EU, the share of the population aged 

25-34 years with tertiary education was 42% in 2022. Almost half of the EU Member States 

already reached the target for 2030 (the highest shares were found in Luxembourg and Ireland, 

over 60%; the lowest shares of people with tertiary educational attainment were observed in 

Romania and Italy, below 30 %)63.   

Table 16 : Projections in traineeships trends in the EU27 by type of traineeship (in thousands of traineeships) 

  Linear Trend Assumption High Growth Scenario 

Year 2021 2030 2030 

Paid MPT 159  226  

(42.8%) 

226  

(42.8%) 

Paid ECT 575  904  

(57.1%) 

904, 

(57.1%) 

Paid ALMP 370  474  

(28.2%) 

474, 

(28.2%) 

Paid OMT 258  2487  

(-4%) 

319 

 (22.6%) 

Unpaid ECT 1,299  1,299  

(0%) 

1,299  

(0%) 

 
57 The other instruments of the ESF+ are represented by the European Social Fund, the Fund for European Aid to the most 

Deprived and the European Programme for Employment and Social Innovation. 
58 It is estimated that between 2021 and 2030 the number of ECT and MPT traineeships would increase by 17.5% and 42.8% 

respectively. 
59 Source:  https://ec.europa.eu/eurostat/statistics-

explained/index.php?title=Educational_attainment_statistics#:~:text=This%20resolution%20sets%20an%20EU,this%20share

%20amounted%20to%2042.0%20%25.  
60Eurostat Tertiary Education Statistics.  
61 Council Resolution on a strategic framework for European cooperation in education and training towards the European 

Education Area and beyond (2021-2030) (2021/c 66/01) 
62 Within the EU the share of the population aged 25-34 years with tertiary education  was 42 % in 2022. Almost half of the 

EU Member States already reached the target for 2030 (the highest shares were found in Luxembourg and Ireland, over 60%; 

the lowest shares of people with tertiary educational attainment were observed in Romania and Italy, below 30 % (source: 

Eurostat statistics. 
63 Eurostat statistics explained: Educational statistics. 
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Unpaid ALMP 119  165  

(38.4%) 

165  

(38.4%) 

Unpaid OMT 169  208  

(23.2%) 

175  

(3.4%) 

Total 2,949  3,525  

(16.3%) 

3,560  

(17.1%) 
Note: The table shows the projected number of traineeships by traineeship type and based on whether the trainee is paid or 

not. For each type of traineeship, the projections are based on the average yearly growth rate observed between 2014 and 

2019. Column (4) considers a high growth scenario for OMT based on the assumption of a 2.3% and 0.4% yearly growth rate 

for paid and unpaid OMT, respectively. The percentage growth compared to the 2021 levels is shown in brackets.  

Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047). 
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ANNEX 8. MORE INFORMATION ON WORK 

RELATIONSHIPS DISGUISED AS TRAINEESHIPS 

This annex presents additional information on the sources used to identify the elements which 

can be used to distinguish work relationships disguised as traineeships from genuine 

traineeships. 

A8.1. Selection of elements indicating possible work relationships disguised as 

traineeships 

Work relationships disguised as traineeships occur when an employer disguises regular 

(entry-level) employee positions as traineeships. In such cases, the individual performs the tasks 

of a regular employee but is wrongly treated as a trainee. As a result, the individual is deprived 

of a genuine learning experience and the full set of worker rights enshrined in labour law64.  

Based on the following sources, a set of elements can be identified which can serve as 

indications to distinguish work relationships disguised as traineeships from genuine 

traineeships:  

1) The 2014 QFT definition of traineeships  

2) Evidence in the literature, in particular Eurofound reports;  

3) Evidence from case law65,  

4) Stakeholder views, including interviews under the supporting study66 the replies to the 

second phase social partners’ consultation.   

The 2014 QFT definition of traineeships highlights three important aspects which can be used 

as guiding elements in distinguishing work relationships disguised as traineeships from 

genuine traineeships:  

(1)  the limited duration of the work experience (usually 6 months or less);  

(2)  a learning and training component, and 

(3) the development of practical/professional experience to improve employability and 

facilitate the transition to employment. 

Eurofound67 establishes a definition of fraudulent traineeships based on case studies of four 

countries (AT, FI, ES, and the UK), drawing on desk research and interviews with stakeholders 

from the four countries. Differences between “real” work and a traineeship are determined 

by the length and intensity of the activity performed and the existence of coaching and 

management.  Fraud is associated with inadequacy or lack of training content, guidance and 

 
64 Eurofound (2016) Exploring the fraudulent contracting of work in the European Union, and Eurofound (2017.).) Fraudulent 

contracting of work: Abusing traineeship status (Austria, Finland, Spain and UK). 
65The concept of work relationships disguised as traineeships has gained policy and media attention following a complaint 

lodged in 2017 with the ECSR by the European Youth Forum (EYF) on issues of unpaid work relationships disguised as 

traineeships in BE, on which the ECSR ruled against BE. The ECSR judgments have legal force and binding effect on the 

countries that have ratified the European Social Charter. 
66 Interviewed trade unions, employer associations and youth organisations.  
67 Eurofound (2017) Fraudulent contracting of work: Abusing traineeship status (Austria, Finland, Spain and UK). 
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supervision, and may involve situations where trainees are required to carry out tasks that 

cannot be distinguished from those performed by regular workers in a company.   

Evidence in the case law:  

• the ECSR ruling in a complaint lodged in 2017 by the European Youth Forum (EYF) on 

issues related to unpaid work relationships disguised as traineeships in BE68 stated that  work 

relationships disguised as traineeships can be defined as cases where an internship involves 

performance of real and genuine work without allowing for a real learning experience69.  

• In DE, the regional labour court Berlin-Brandenburg reclassified a traineeship as an 

employee relationship, on the basis that the written contract contained “typical employee 

obligations” and did not indicate the predominance of the training purpose or provide 

sufficient detail on training, such as a written training plan. The duration (one year) was 

also indicative of an employment relationship. 

Stakeholders interviewed under the supporting study70, including trade unions, employer 

associations and youth organisations, similarly highlighted that traineeships with low learning 

content and with similar task-load as the one assigned to employees, as well as traineeships of 

long duration or consecutive traineeships, may be indicative of cases of work relationships 

disguised as traineeships. They also clearly emphasised that genuine trainees typically carry out 

less specialised tasks, have a lighter workload, are supervised closely and are not expected to 

meet specific productive objectives. However, the extent to which a trainee in practice performs 

duties which are comparable or equivalent to a regular employee can only be assessed on a 

case-by-case basis by competent national inspection authorities71. Some elements of the 

traineeship vacancy and/or in the traineeship agreement, like a description of tasks 

corresponding to the ones of an employee and/or the requirement of having previous 

experience, can point to work relationships disguised as traineeships. An analysis of traineeship 

vacancies within the EURES portal conducted for the supporting study72 found evidence of a 

number of cases where employers require trainees to have previous experience.   

Also, all stakeholder groups interviewed for this study stated that learning is a crucial element 

of traineeships. A structured learning component includes, for instance, clearly defined 

objectives and supervision during the traineeship. While the absence of a learning component 

per se does not automatically imply the use of a traineeship to disguise a regular work 

relationship (which can be of poor quality traineeship), it can lead to work relationships 

disguised as traineeships if combined with other indications. For instance, low/no learning 

content combined with an intensity of activity comparable to an employee may lead to the 

presumption that the traineeship constitutes a work relationship disguised as traineeships. While 

this cannot be measured by statistics, the quality of the learning content can be crossed with 

other factors pointing to work relationships disguised as traineeships, e.g. the duration of 

traineeships.  

 
68  European Youth Forum (YFJ) v. Belgium (Complaint No. 150/2017) 
69 The ECSR judgments have legal force and binding effect on the countries that have ratified the European Social Charter (EU 

Member States are signatory countries). 
70 Study exploring the context, challenges and possible solutions in relation to the quality of traineeships in the EU, forthcoming 

(VT/2022/047).. 
71 Findings of national inspection authorities are covered by strict confidentiality rules (see ILO guide on how the labour 

inspectorate should protect personal and business privacy) therefore data on the scale of this problem is not available.  
72 Study exploring the context, challenges and possible solutions in relation to the quality of traineeships in the EU, forthcoming 

(VT/2022/047). 

 



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 4: Impact assessment traineeships part 2

 

 

102 

 

Finally, both ETUC and the European Youth Forum have pointed to the ratio of trainees within 

an organisation as an indicator of work relationships disguised as traineeships. According to 

the ETUC, the ratio of trainees within an organisation, should not exceed 20%.  

On the basis of the above the following set of elements were identified as indications to 

distinguish work relationships disguised as traineeships from genuine traineeships:  

• The excessive duration of traineeships and previous experience in the field of 

activity, gained also by doing recurrent or consecutive traineeships with the same or 

different employer (sources: QFT definition, stakeholders views)  

• The fact that the trainee is performing the same/similar tasks with the same intensity 

and having the same/similar responsibilities as regular (entry-level) employees 

combined with the absence of a significant learning/training component, which also 

constitutes an element of a poor-quality traineeship (source: QFT definition, evidence 

in the case law, stakeholders’ views). 

• The high ratio of trainees within an organisation, pointing to the substitution of 

employees with trainees73 (stakeholders views).   

A8.2. Quantitative data on the excessive duration of traineeships  

As mentioned above, the excessive duration of traineeships can be considered another 

indication of work relationships disguised as traineeships. Principle 10 of the 2014 QFT states 

that, in principle, a reasonable duration does not exceed 6 months for OMT and ALMP 

traineeships. However, an important aspect to consider when discussing the duration of 

traineeships, is the type of traineeship. In many countries, the duration of MPT is defined by 

law to be longer than 6 months (e.g., doctors). 

According to the evaluation74, 22% of respondents (OMT and ALMP traineeships) to the 

trainee survey75 stated that their traineeship lasted longer than 6 months76.  

These results are consistent with the results of the 2023 Eurobarometer77 which suggested that 

long (exceeding 6 months) traineeships (including paid and unpaid) exist in the EU. While 

the EU average is relatively low (11%), and down from 15% in the 2013 Eurobarometer78, in 

six Member States (IE, HR, CY, NL, MT and PT), 20% or more of respondents indicated that 

their last traineeship lasted more than 6 months. This result is relatively consistent among the 

four types of traineeships, (13% of OMT, 11% for the ECT, 12.5% for the MPT, 10.5% for the 

ALMP). In general, countries that have a higher overall share of long traineeships also have 

higher shares of such traineeships across the different traineeship types.  

 
73 Data on the share of trainees in a company is not available. A cap on the  maximum share of trainees in a company, in 

particular for OMT, is legally defined d in 8 Member States (BG, LT, LU, HU, AT, PL, PT, RO).   
74 European Commission (2023) Evaluation of the Council Recommendation on a Quality Framework for Traineeships 

(SWD(2023) 9 final). 
75 Study supporting the evaluation of the Quality Framework for Traineeships (VC/2021/0654), Final Report, January 2023. 
76 17% of the respondents indicated that their traineeship lasted for a duration ranging from 7 to 12 months, while a further 5% 

reported having engaged in a traineeship that extended beyond a 12-months period. 
77 Flash Eurobarometer FL523 (April 2023) “Integration of young people into the labour market with particular focus on 

traineeships” (2964/FL5235). 
78 Flash Eurobarometer 378 (November 2013) “The experience of traineeships in the EU” (1091_378). Please note that 

comparisons between the results of the 2023 and 2013 must be interpreted with caution, due to differences in the survey method 

and questionnaire used. Additionally, the EU averages calculated for 2013 include the UK and exclude Croatia. 
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However, according to the results of the Eurobarometer79 around 15% of respondents who stated 

that they did a traineeship of more than 6 months do not agree that they learnt useful things 

during their traineeships, while 24% of them do not believe that their (long) traineeship was 

helpful to find a job.  This is lower than the percentage who stated they did learn things that are 

useful professionally among trainees who did a traineeship of three to 6 months (20.5%) or 1 

to 3 months (22.9%), but nevertheless constitutes a significant percentage of respondents, 

particularly considering that the longer traineeship by definition involves a more significant 

time investment.  

 

Figure 13: Flash Eurobarometer results - Proportion of individuals whose last traineeship lasted more than 6 months 

Note: Member States ordered based on the traineeships that last more than 6 months, lowest to highest percentage. 

Source: Flash Eurobarometer 2023 (FE 523)3; Study exploring the context, challenges, and possible solutions in relation to 

the quality of traineeships in the EU, forthcoming (VT/2022/047). 

A high share of long traineeships is also observed for ALMP traineeships. While the latter might 

be justified by the target group of such traineeships, the duration of these traineeships should 

be closely monitored as on the one hand they are typically supported by public funds, in the 

form of subsidies or tax benefits for hosting companies and on the other hand they offer 

monetary advantage to the employer. For example, in Italy, ALMP makes the largest part of 

those traineeships. In Italy, ALMP are paid, but the minimum (gross) remuneration is only 500 

EUR per month, suggesting that even when the productivity of the trainee is higher, 

compensation may remain very low.  

There are also differences in the incidence of traineeships longer than 6 months between paid 

and unpaid trainees. As shown in the figure below according to the 2023 Eurobarometer, 14% 

of paid trainees indicated that their traineeship lasted longer than six months, compared to 8% 

of unpaid trainees. The incidence of traineeships longer than six months among paid trainees is 

highest in PT (39%), HR (38%), MT (28%), IE (24%), CY (22%), NL (22%) and HU (20%). There is 

largely an overlap with the countries which have the highest rates of long traineeships among unpaid 

traineeships. These are HR (26%), NL (23%), CY (22%), PT (17%), EL (16%), RO (16%), IE (14%), 

MT (12%) and HU (11%).  

 
79 Flash Eurobarometer FL523 (April 2023) “Integration of young people into the labour market with particular focus on 

traineeships” (2964/FL5235). 
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Figure 14: Flash Eurobarometer results -: Share of paid and unpaid trainees whose traineeship lasted longer than 6 months, 

2023 Eurobarometer  

Source: Flash Eurobarometer 2023 (FE 523)3; Study exploring the context, challenges, and possible solutions in relation to 

the quality of traineeships in the EU, forthcoming (VT/2022/047). 

• Evidence (approximate estimation) on the prevalence of long (more than 6 months)   

An estimate of the number of trainees who have done a traineeship longer than 6 months (by 

country and type of traineeship) can be obtained by combining data from the 2023 

Eurobarometer with the estimated number of trainees obtained from the EU-LFS (see Annex 4 

for methodological details). The results are presented in the table below. Considering all 

traineeships80 it is estimated that more than 350,000 individuals undertook traineeships longer 

than six months in the EU 27, out of these 230,795 individuals were paid trainees.  

Table 17: Estimated number of paid and unpaid traineeships longer than six months, by traineeship type, 2019 

MS Paid 

OMT 

Paid 

ALMP 

Paid 

ECT 

Total 

paid 

Unpaid 

OMT 

Unpaid 

ALMP 

Unpaid 

ECT 

Total 

Unpaid 

Overall 

total 

EU27 67,088 

(16%) 

91,832 

(17.2%) 

71,875 

(14.3%) 

230,795  16,949 

(11.9%) 

7,616 

(10%) 

100,076 

(8.1%) 

124,641 

 

355,436  

Note: The table shows the estimated number of paid and unpaid trainees undertaking traineeships longer than six months in 

absolute and percentage terms (in parenthesis). Data on the share of trainees in traineeships longer than six months come from 

the Eurobarometer 523 Survey. Data on the total number of paid trainees by traineeship type come from the EU-LFS. 

Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU,  

forthcoming(VT/2022/047). 

A8.3. Quantitative evidence on repeated/consecutive traineeships with the same 

employer 

The number of recurrent, including consecutive and/or traineeships with the same employer 

can also constitute an indication of work relationships disguised as traineeships. In the 2023 

Eurobarometer81, respondents who have completed more than one traineeship were asked if any 

of these traineeships were with the same employer. On average, across the EU, 37% of these 

respondents have completed recurrent traineeships with the same employer. Across most 

countries, a considerable share of respondents who have had more than one traineeship reply 

that at least two of these traineeships were with the same employer. In fact, in 17 Member States  

 
80 Without MPT 
81 Flash Eurobarometer FL523 (April 2023) “Integration of young people into the labour market with particular focus on 

traineeships” (2964/FL5235). 
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(CZ, DK, EE, IE, EL, ES, IT, CY, LT, HU, NL, PT, RO, SI, SK, FI and SE) more than ca. 40% 

of respondents stated that they had done more than 1 traineeship with the same employer, with 

the highest share being observed in HU (50%) (Figure 15). In all the other Member States this 

share is above 30%, with the exception on FR and LU. The data also shows that at the EU27 

level, multiple traineeships with the same employer are most common for MPT (45.7%). 

Regarding OMT, 1 in 4 respondents (25.7%) stated that they have done more than one 

traineeship with the same employer while the share is higher for ALMP and ECT (around 35% 

for each respectively).  

 

Figure 15: Flash Eurobarometer results – Consecutive traineeships with the same employer in the EU 

Source: Flash Eurobarometer 2023 (FE 523) 

 

• Evidence (approximate estimation) on the prevalence of on repeated/consecutive 

traineeships with the same employer  

As mentioned above, in addition to the number of traineeships with a duration longer than six 

months, excessively long traineeships occur when an individual does multiple short traineeships 

with the same employer. The table below represents estimates on the number of trainees (paid 

and unpaid) with traineeships contracts shorter than six months but who conducted repeated 

traineeships with the same employer with a total duration of at least six months. In the 

Eurobarometer survey, participants were asked whether they had conducted multiple 

traineeships, and whether any of these traineeships occurred with the same employer. 

Respondents were not asked the length of each single traineeship, except than for their last one. 

Thus, it is not possible to compute precisely whether the traineeship relation with the same 

employer was overall longer than six months. To overcome this data limitation, it was assumed 

that respondents had a traineeship longer than six months if they had more than one traineeship 

with the same employer and their last traineeship was between three and six months long. Also, 

it should be noted that data on the type of traineeship and remuneration is only available for the 

last traineeship (and not for previous ones).  Based on the results it is estimated that across the 

EU, 207,787 individuals conducted repeated traineeships with the same employer82 that were 

overall longer than six months. Out of these 138,716 were paid trainees.   

 

 
82 Without MPT 
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Table 18: Estimated number of repeated paid and unpaid traineeships with the same employer longer than six months, by 

traineeship type 2019 

MS Paid 

OMT 

Paid 

ALMP 

Paid 

ECT 

Total 

paid 

Unpaid 

OMT 

Unpaid 

ALMP 

Unpaid 

ECT 

Total 

Unpaid 

Overall 

total 

EU

27 

27,808 

(7%) 

57,118 

(11%) 

53,790 

(11%) 

138,716 3,209 

(2%) 

4,915 

(6%) 

60,947 

(5%) 

69,071 207,787  

Note: In the Eurobarometer survey, participants were asked whether they had undertaken multiple traineeships, 

and whether any of these traineeships occurred with the same employer. Respondents were not asked about the 

length of each single traineeship, except for their last one. Thus, it is not possible to compute precisely whether 

the traineeship with the same employer was longer than six months overall. To overcome this data limitation, we 

assume that a respondent had a traineeship longer than six months if she had more than one traineeship with the 

same employer and her last traineeship was between three and six months long. Information on the type of 

traineeship and remuneration coverage refer to the latest traineeship.  
Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU,  

forthcoming (VT/2022/047). 

 

Taking together these figures with the estimated in section A8.2 it can be estimated that 563,223 

individuals (2019 data) did traineeships longer than 6 months including repeated/consecutive 

traineeships with the same employer. Out of these 369,511 were paid trainees.  

 
Table 19: Estimated number of traineeships with a long duration of more than 6 months, including consecutive/repeated 

traineeships with the same employer by traineeship type 2019 

MS Paid 

OMT 

Paid 

ALMP 

Paid 

ECT 

Total 

paid 

Unpaid 

OMT 

Unpaid 

ALMP 

Unpaid 

ECT 

Total 

Unpaid 

Overall 

total 

EU27 94,896 148,950 125,665 369,511 20,158 12,531 161,023 193,712 563,223 

Source: Own elaboration, based on the study exploring the context, challenges, and possible solutions in relation 

to the quality of traineeships in the EU,  forthcoming (VT/2022/047) 

A8.4. Quantitative data on previous professional experience  

The fact that a trainee has already gained professional experience by completing one or several 

traineeships (or has already held regular job positions), in particular in the same field of activity 

may also serve as an indication of work relationships disguised as traineeships, although other 

elements, such as the duration of each traineeship, as well as the quality and content of the 

learning component thereof, have to be taken into account. A traineeship should serve as a 

stepping stone into the labour market, mainly for young people, by providing the skills that 

increase their employability and enhance their employment prospects but they can also help 

people transition between sectors, occupations. However, more than 1 in 2 (52%) of the 

respondents to the 2023 Eurobarometer did two or more traineeships; 1 in 3 respondents stated 

that they had done two traineeships, and 1 in 4 respondents reported the completion of three or 

more traineeships (see figure below). Also, as shown Annex 7, one third (33.4%) of paid 

trainees doing OMT are people aged above 35 years old. While these are people who might be 

transitioning in the labour market, this can also constitute an indication of replacement of 

regular positions by trainees. It should be noted that consecutive traineeships with the same 

employer are not necessarily an issue if the duration is limited, e.g., the case of two consecutive 

traineeships of less than three months. 
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Figure 16: Flash Eurobarometer results - Repeated traineeships in the EU  

Source: Flash Eurobarometer 2023 (FE 523). 

Analysis at Member State level (Figure 17) reveals that the majority of respondents in all 

Member States have done repeated traineeships (at least two traineeships), with shares ranging  

from around 85% in DE, LU and SE to around 80% in BE, CZ, EE, FR, AT, NL, SK and FI to 

around 70% in BG, ES, LV, LT, HU, MT, RO and SI and 60% in EL. Moreover, respondents 

in LU (44%), followed by those in DE (40%), are the most likely to have had three or more 

traineeships. The largest shares having had two traineeships are observed in DE (35%), FR 

(35%), the NL (33%) and ES (33%). 

 

Figure 17: Flash Eurobarometer results -Repeated traineeships by country 

Source: Flash Eurobarometer 2023 (FE 523). 

• Evidence (approximate estimation) on the prevalence of repeated traineeships with 

different employers  

The results of the 2023 Eurobarometer combined with LFS data can be used to obtain an 

estimate of the number of trainees doing repeated traineeships with different employers. This 

gives a proxy measure of the number of traineeships vacancies asking prior work experience to 

candidates. The results, presented in the table below, suggest around 1.1 million trainees in the 

EU (2019 data) did multiple traineeships with different employers, out of these 491,211 were 

paid trainees. These estimates are higher than those obtained through the analysis of the 

vacancies available on the EURES portal conducted for this study, which found that about 20% 

of total internship vacancies require prior work experience. This discrepancy could be due to 

the fact that the approach based on the Eurobarometer is likely to overestimate the number of 

employers asking prior work experience to trainees for two reasons. First, not all trainees who 

conducted numerous traineeships were necessarily asked prior work experience. Secondly, in 

the Eurobarometer survey respondents were asked to consider all possible traineeships 
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conducted, not only those related to the current year. This implies that the yearly number of 

multiple traineeships with different employers could be substantially lower. 

Table 20: Estimated number of trainees who did repeated traineeships with different employers, 2019 

MS Paid 

OMT 

Paid 

ALMP 

Paid 

ECT 

Total 

paid 

Unpaid 

OMT 

Unpaid 

ALMP 

Unpaid 

ECT 

Total 

Unpaid 

Overall 

total 

EU27 146,877 

(35%) 

177,716 

(33%) 

166,618 

(33%) 

491,211 64,103 

(45%) 

34,998 

(46%) 

531,285 

(43%) 

531,285 1,121,597 

(38%) 

Note: The table shows the estimated number of paid trainees undertaking multiple traineeships with different employers in 

absolute and percentage terms (in parenthesis). Data on the share of trainees who conducted multiple traineeships come from 

the Eurobarometer 523 Survey. Data on the total number of paid trainees by country and traineeship type come from the EU-

LFS. 

Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU,  

forthcoming (VT/2022/047). 

A8.5. Information on the ratio of trainees within an organisation  

Further indications for the existence of work relationships disguised as traineeships could stem 

from contextual elements, such as a particularly high ratio of trainees within an 

organisation, which could point to the substitution of employees with trainees and suggest that 

certain tasks in the company are systematically done by trainees. This is confirmed by the fact 

that in some Member States legal provisions exist regulating the maximum share of trainees in 

a company, in particular for OMT (BG, HU, LT, LU, AT, PL, PT, RO), the highest number 

across the different types of traineeships. For MPT, there are a number of cases where caps 

exist only for certain sectors (PL, PT, RO, SK).  LT is the only country where caps exist for all 

types of traineeships.  

In practice, it is very challenging to collect quantitative data as major EU company surveys do 

not collect this information and ad hoc surveys are unlikely to be informative. It is also 

important to note that the sector of the company (because of differences in the degree of labour 

intensity) can matter a lot in defining a meaningful threshold of potential use of work 

relationships disguised as traineeships, but even more the size. For micro companies, the ratio 

of trainees to employees will always be a double-digit one (at least one in 9 employees), for 

large companies the same percentage could imply thousands of trainees.  

Hence, a sensible threshold is difficult to identify. Nevertheless, some countries have tried, by 

applying caps. This can be defined as the share of employees, like in FR, where for undertakings 

with more than 20 employees the maximum number of trainees cannot be above 15% of the 

employees. In LT, the limit exists for voluntary traineeship agreements and the percentage may 

not exceed 10 percent of the total number of employees of the organisation, and where the 

organisation has fewer than 10 employees, such organisation may have only one voluntary 

traineeship agreement. In other countries, like HU, the cap is set in relation to the number of 

trainees and apprentices in the previous year.    

The table below provides a summary of the existence of a cap on the share of trainees in a 

company across Member States and types of traineeships.  
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Table 21: Existence of a cap on the share of trainees in a company 

Type of 

traineeship 
Yes No Data availability 

OMT 

BG, LT, LU, HU, AT, PL, 

PT, RO [8 MS] 

CZ, DE, DK, EE, IE, EL, ES, 

HR, IT, CY, LV, MT, NL, SI, 

SK [15 MS] 

1 NA (FR), 3 no data 

(BE, SE, FI) 

ALMP 

EL, IT, LV, PL, PT, [5 

MS] 

BG, CZ, DE, DK, EE, IE, ES, 

HR, CY, LT, LU, NL, AT, 

RO, SK [15 MS] 

2 NA (HU, SI), 5 no 

data (BE, FR, MT, 

FI, SE) 

ECT 

LT, LU, HU, SK [4 MS] BG, CZ, DE, DK, EE, IE, ES, 

IT, CY, LV, NL, AT, PL, PT, 

RO, SI [16 MS] 

1 NA (HR), 6 no data 

(BE, EL, FR, MT, FI, 

SE) 

MPT 

CZ, IE, IT, LT, PL 

(medical), PT (law), RO 

(medical), SI, SK (law) [9 

MS] 

BG, DE, DK, EE, ES, CY, 

LV, LU, HU, NL, AT [11 

MS] 

7 no data (HR, EL, 

BE, SE, FR, MT, FI) 

Note: OMT are prohibited in FR. For ALMP, in SI there are no formal traineeship contracts. For ECT, in HR these traineeships 

are conducted on a free market basis. 

Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047). 

A8.6. Rough evidence on the prevalence of certain types of work relationships 

disguised as traineeships in the EU 

Estimates of the number of work relationships disguised as traineeships in the EU are difficult 

to obtain. However, a rough proxy can be obtained for some specific categories of trainees 

being at risk of being in a  work relationship disguised as a traineeship. For example, as 

discussed in section A8.3 around 563,223 trainees (out of which 370,000 paid trainees) did a 

traineeship longer than 6 months, including consecutive/reaped traineeships with the same 

employer.  Out of these, it can be estimated that around 158,186 (out of which 100,000 paid 

trainees) did a long-duration traineeships with a poor learning content (see table below).   

Table 22: Estimated number of trainees doing long traineeships with a poor learning content in the EU, 2019 

MS Paid 

OMT 

Paid 

ALMP 

Paid 

ECT 

Total 

paid  

Unpaid 

OMT 

Unpaid 

ALMP 

Unpaid 

ECT 

Total 

unpaid 

Overall 

Total 

EU27 28274 

(6.7%) 

46761 

(8.8%) 

27936 

(5.5%) 

102,971 10425 

(7.3%) 

6409 

(8.4%) 

38381 

(3.1%) 

55,215 

(5.6%) 

158,186 

Note: The table shows the estimated number of misused traineeships by country in absolute and percentage terms (in 

parenthesis). This type of work relationships disguised as traineeships were estimated using data from the Eurobarometer 523 

Survey on aspects related to remuneration, access to social protection, learning component, duration. Data on the total number 

of trainees by country come from the EU-LFS and refer to 2019.  

Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047).  
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ANNEX 9.  ADDITIONAL EVIDENCE FEEDING INTO 

PROBLEM SECTION 

A9.1. Legal status of trainees 

While the 2014 QFT contains an EU-level definition of a traineeship the evaluation83 has 

shown that there are still large differences between regulatory approaches to traineeships among 

Member States.  The results of the legal analysis undertaken within the framework of the 

supporting study are also in line with this finding, indicating that in terms of legal status of 

under different national regulatory frameworks, trainees fall under three different regimes in 

different Member States.  

Regarding OMT, in 14 Member States (BE, BG, CZ, DE, ES, CY, LT, LU, HU, AT, PL, PT, 

SI, RO) a specific regulation exists governing all or specific types of traineeships and/or 

trainees. The regulation either defines if the traineeship is an employment relationship, and in 

some cases, it specifies the levels of protection applicable to respective trainees (e.g., access to 

social protection, minimum wage, collective agreements, other specific rules). Such specific 

regulations may consist of dedicated provisions for trainees in the Labour Code, specific 

regulatory acts, or the extension of rights stemming from (components of) national labour law. 

It should be noted that, in CZ and AT (which have been included in both groups of Member 

States) while traineeships are in general not regulated, specific regulation exists for certain types 

of traineeships. In CZ the labour law allows for 2 specific types of more flexible traineeship 

contracts with lower protection for trainees and in AT special rules apply to traineeships with 

the state. Regardless of the applicable legal framework, most of the Member States also allow 

for the possibility to engage in OMT traineeships which are not regulated and are usually 

unpaid.  In FR, OMT are forbidden by law, while in IT OMT are never considered employment 

relationships but there are guidelines to be followed agreed between the States and the Regions 

(soft law).  

In 13 Member States (CZ, DK, EE, IE, EL, HR, LV, MT, NL, AT, SK, FI, SE), no specific 

regulation exists defining the status of OMT trainees and the working conditions are agreed 

bilaterally between the trainee and the employer/traineeship provider. If the traineeship is 

considered to fulfil the conditions of an employment relationship, then the trainees are 

considered as workers, and they are fully covered by the provisions of EU and national labour 

law and national labour and collective agreements (where they exist), which ensures some level 

of favourable working conditions and prevents the emergence of precarious conditions. Its 

absence provides no such assurance84.   

ALMP traineeships are legally regulated in a vast majority of Member States (21 Member 

States: BE, BG, CZ, DE, DK. EE, EL, ES, FR, FI, HR, IE, LT, LU, MT, AT, PT, PL, RO, SE, 

SK). In 3 Member States they are covered by a national strategy (CY, HU, LV) and in IT by 

guidelines agreed between the States and the Regions. According to the supporting study, in 2 

Member States (BG, LV) trainees are considered employees, in 15 (DK, EE, ES, HR, IT, CY, 

LU, MT, AT, PL, PT, RO, SK, FI, SE) unemployed and in 5 (BE, CZ, EL, FR, LT) the status 

depends on the characteristic of the traineeship. In 3 Member States the status is undefined.   

 
83 European Commission (2023) Evaluation of the Council Recommendation on a Quality Framework for Traineeships 

(SWD(2023) 9 final) 
84 Bazzani and Staszewska (2022); Rosin  (2017) Labour law protection of trainees, available here. 
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Regarding ECT, according to the supporting study, in 9 Member States (BE, CZ, FR, IT, PT, 

RO, SI, SK, SE) trainers are considered students and in BG they are considered employees. In 

another 9 Member States (DK, DE, EE, HU, AT, LV, LT, NL, FI) the status depends on the 

characteristic of the traineeship. In the rest of the Member States the status is either undefined 

or uncertain.   

Regarding MPT, according to the supporting study, the legal framework of these traineeships 

generally varies from profession to profession. The two most common professions which 

require a MPT are the medical and legal professions, for which the relevant provisions are 

presented below:   

• Concerning MPT to access medical professions, in 18 Member States (CZ, DK, EE, 

EL, IE, CY, LV, LT, HU, MT, NL, AT, PL, RO, SI, SK, FI, SE) medical trainees are 

considered workers by statutory law and in 6 Member States (BE, DE, FR, ES, IT, PT) 

are covered by a specific legislation.  In HR the status depends on the characteristic of 

the traineeship and in BG and LU their status is not defined. 

• Concerning MPT to access legal professions, in 7 Member States (CZ, DK, CY, HU, 

NL, SK, SE) trainees are considered as workers and in 4 (DE, AT, PT, RO) they are 

covered by a specific legislation.  In BE and LV they are self-employed and in ES 

students. In 5 Member States (EE, IE, HR, LT, SI) the status depends on the 

characteristic of the traineeship exist and in 6 Member States (BG, EL, IT, LU, MT, PL) 

their status is not defined. 

The vast diversity of national systems with regard to the classification of trainees is reflected in 

their very different corresponding labour rights (including remuneration), and access to social 

protection, laid down in national law and collective agreements, where they exist.    

However, it should be noted that paid trainees, regardless of their classification in national 

law, are likely to qualify as workers under EU labour law. For the purpose of Union law, 

trainees fall under the concept of ‘worker’ if they perform genuine and effective activity, for 

and under the direction of an employer, and are remunerated for the work they provide85.  

  

 
85 See for instance, CJEU, case C 229/14 (‘Balkaya’), paragraph 50, with further references 
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Status defined in 

legislation 

Status Undefined, 

and depending on 

the characteristics 

of traineeship 

(subordination, pay, 

etc) 

No 

regulation 
Comments  

OMT 

BE, BG, CZ, DE, ES, CY, 

LT, LU, HU, AT, PL, PT, 

SI, RO [14 MS] 

CZ, DK, EE, IE, EL, 

HR, LV, MT, NL, 

AT, SK, SE FI [13 

MS] 

IT(soft law) 

FR(forbidden) 

In several Member 

States trainees can 

have different 

legal statuses. 

ALMP 

Employees: BG, LV 

[2MS] 

Unemployed: DK, EE, ES, 

HR, IT, CY, LU, MT, AT, 

PL, PT, RO, SK, FI, SE  

[15 MS] 

BE, CZ, EL, FR, LT 

[5 MS] 

DE, IE, NL [3 

MS] 

2 NA (HU, SI) 

ECT 

Employee: BG 

Student: BE, CZ, FR, IT, 

PT, RO, SI, SK, SE [9 MS] 

Uncertain: LU, MT [2 MS] 

DK, DE, EE, HU, AT, 

LV, LT, NL, FI  

[9 MS] 

CY, EL, IE, 

ES, PL  

[5 MS] 

1 NA (HR) 

MPT 

medical 

CZ, DK, EE, EL, IE, CY, 

LV, LT, HU, MT, NL, AT, 

PL, RO, SI, SK, FI, SE  

[18 MS] 

Sui generis: BE, DE, FR, 

ES, IT, PT [6 MS] 

HR [1 MS] BG, LU  

[2 MS] 

 

MPT 

legal 

CZ, DK, CY, HU, NL, SK, 

SE  

Sui generis: DE, AT, PT, 

RO [4 MS]  

Self-employed: BE, LV  

Student: ES  

EE, IE, HR, LT, SI 

 [5 MS] 

BG, EL, IT, 

LU, MT, PL 

[6 MS] 

No data: FR, FI  

[2 MS] 

Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047) and own analysis. 

A9.2. Provisions on remuneration and access to social protection 

The regulatory situation in Member States indicates considerable complexity and diversity  

within and between Member States in terms of trainees’ access to the labour rights, including 

remuneration, which apply to regular workers. The sections below provide details on the 

regulatory provision on remuneration in the Member States by type of traineeship.     

Regarding OMT, in 22 Member States (all but BG, SI, RO, as well as FR where OMT are 

forbidden) unpaid traineeships are legally possible. This is usually the case where unpaid 

traineeship contracts or “voluntary” traineeship schemes exist. In 13 Member States (CZ, DK, 

EE, EL, FI, HR, IE, LV, MT, NL, AT, SE, SK) if trainees are considered to be in an employment 

relationship, they are entitled to full protection under EU and national labour law and collective 

agreements, including minimum wage provisions, where they exist.  At the same time, in 14 
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Member States specific regulations exist for OMT (BE, BG, CY, CZ, DE, ES, HU, LT, LU, 

AT, PL, PT, SI, RO), regulating all or some traineeship types, which also defines the rights of 

trainees in terms of remuneration.  For example, in seven Member States (BG, CY, DE, ES, 

HU, LT and SI) trainees are entitled at least the minimum wage (MW)86. In two Member States 

(ES and SI), while the minimum wage is guaranteed, additional provisions exist for trainees 

providing for proportionate remuneration. In ES, the remuneration of trainees should be at 

least 60%-75% (depending on duration) of the remuneration of a comparable worker114 as 

established in the respective collective agreement. In SI the law states that the trainee has the 

right to at least 70% of the remuneration of a comparable worker. In PL a recommendation on 

proportionate pay was adopted by the Social Dialogue Committee. Other Member States set the 

minimum level of remuneration to a proportion of the minimum wage. For example, in BE 

and RO this level is set to 50% of the MW, in LU at 40%-75% of the MW (for unskilled trainees 

depending on duration) and in Portugal at 80% of the MW. In PL trainees can be paid or unpaid 

but their remuneration cannot exceed 200% of the MW. In CZ the labour law allows for two 

specific types of traineeship contracts87 with greater flexibility, which provide lower levels of 

protection, nevertheless, under both of these contracts the minimum wage is guaranteed. In AT 

special regulatory provisions exist for traineeships with the state, which have their own pay 

scale.  

In general, ALMP trainees receive some kind of remuneration, compensation or social 

benefit, even in Member States where there is no respective legal framework. NL is an 

exception where ALMP traineeships are paid only if an employment relation can be established. 

The status of trainees and the level of remuneration depends on the rules of the national ALMP 

traineeship, which vary considerable within and among Member States. The section below, 

provides some examples of existing provisions in Member States for certain ALMP traineeship 

schemes. In BE88, BG89, HR, LV and MT, ALMP trainees can be entitled to at least the minimum 

wage. In the majority of Member States (CZ, DK, DE, ES, IE, EL, ES, FR, HR, IT, CY, LT, 

LU, PL, PT, SK, SE ) other requirements exist depending on the scheme: For example, in LT, 

the ALMP trainees can choose between 50%MW or the unemployment benefit, in PT they 

receive a monthly internship grant, the value of which depends on their qualifications, while in 

PL they receive a training allowance equal to 120% of the unemployment benefit. In SK, ALMP 

trainees receive an allowance to cover their expenses. In SE, the level of remuneration is 

obligatory, and it has to follow the relevant collective agreement. In EL, the PES implements a 

number of fully subsidised work experience schemes, which takes the form of fixed-term 

contracts. The trainees receive remuneration which varies and depending on each scheme. In 

CY, young LTU are entitled to compensation decided by the National Training Authority, 

which usually equals the national minimum wage. In IT, according to the agreement between 

the state and regions, ALMP trainees shall receive remuneration (in the form of expenses 

compensation) of (gross) EUR500 per month (EUR800 in some regions). Finally, in six 

Member States (CZ, DK, EE, FI, IE, AT) ALMP trainees receive a social benefit. 

In the case of ECT, legal provisions on remuneration/compensation for ECT exist only in 5 

Member States (FR, HR, LU, HU and SK). Such remuneration/compensation is most often tied 

to minimum duration: in FR, this is 2 months, in LU four weeks, while in HU it is six weeks. 

In LU, for longer traineeships, compensation corresponds to at least 30% of the minimum social 

wage for unskilled workers. In HU, an exception relates to traineeships undertaken in public 

 
86 In CY, DE and PT very short traineeships are excluded from the minimum wage law 
87 Agreement to complete a job (DPP) and Agreement to perform work (DPC) 
88 In BG different schemes exist with different levels of remuneration  
89 In BG different schemes exist with different levels of remuneration (e.g. minimum wage, 90%MW or specific minimum 

contributory income) 
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administration, which might still be unpaid. In some cases, the entitlements to 

remuneration/compensation also depend on the educational level of the ECT. For example, in 

FR for vocational training the level of remuneration must follow collective agreements, where 

they exist while for post-secondary and tertiary ECT the level is set to 15 % of the social security 

hourly “ceiling”.  In SK, only students doing secondary level ECT are entitled compensation, 

which in SK equals least 50% of the hourly minimum wage.  

Mapping two professions where MPT are undertaken, legal and medical professions, it seems 

that the majority of Member States have legal obligations for remuneration or compensation. 

This is the case for 21 in the case of legal trainees (BE, CZ, DE, DK, EE, IE, HR, IT, CY, LT, 

LU, HU, NL, AT, PL, PT , RO, SI, SK, FI, SE) and 25 in the case of medical trainees (BE, CZ, 

DE, DK, EE, IE, EL, ES, FR, HR, IT, CY, LV, LT, LU, HU, MT, NL, AT, PL, PT, RO, SI, 

SK, SE).  

Regarding access to social protection, the study supporting the evaluation of the 2014 QFT90 

noted that the diverse regulatory strategies regarding traineeships result in uncertain eligibility 

for social protection of trainees. The results of the legal analysis conducted under the 

supporting study show that indeed trainees have access to different branches of social protection 

(see table below). The two most widespread protection branches available to trainees are 

“Accidental & Occupational Injuries” (for all four types of traineeships) and sickness benefits. 

In most of the Member States (BE, BG, DK, DE, IE, EL, ES, HR, CY, LT, LU, HU, NL, AT, 

PL, PT, RO, SI, FI, SE for OMT; BE, BG, DK, EE, IE, EL, LV, LU, MT, PT, AT, RO, FI, SE 

for ALMP; BG, DK, IE, EL, LT, LV, LU, NL, HU, AT, FI for ECT, CZ, EE, IE, EL, ES, FR, 

HR, CY, LT, LV, LU, HU, MT, NL, AT, PL, RO, SI, SK, FI, SE for medical MPT and CZ, EL, 

ES, HR, CY, HU, NL, AT, SK, FI, SE for legal MPT) the same protection is granted as to 

regular employees, provided that the trainee benefits from an employment contract. 

Table 23: Access to five branches of social protection by Member State and type of traineeship 

 
90 Study supporting the evaluation of the Quality Framework for Traineeships (VC/2021/0654), Final Report, January 2023. 

Branch Traineeship type 
Access 

(number of MS) 
Share of 27 MS 

Accidental & 

Occupational Injuries 

(A) 

OMT 20 67% 

ALMP 23 74% 

ECT 16 56% 

MPT 19 85% 

Sickness Benefit (S) 

OMT 17 63% 

ALMP 22 81% 

ECT 15 59% 

MPT 19 78% 

Unemployment Benefits 

(U) 

OMT 15 52% 

ALMP 12 41% 

ECT 6 22% 

MPT 7 41% 

Old-Age Benefits (P) 

OMT 16 63% 

ALMP 15 52% 

ECT 9 37% 

MPT 14 70% 

Maternity & Equivalent 

Paternity Benefits (M) 

OMT 15 59% 

ALMP 17 59% 
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Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047).  

The table below shows the estimated number of trainees that could potentially be affected by 

this intervention. The figures were computed by multiplying the share of trainees who reported 

not being covered by any type of social protection by the total number of trainees in 2019 

estimated using the EU-LFS survey. Averaging across Member States, 35% of the total number 

of trainees in Europe (corresponding to more than 1 million trainees) did not have access to 

social protection.  

Table 24: Estimated number of trainees without social protection coverage, by country and traineeship type, 2019 

MS Paid 

OMT 

Paid 

ALMP 

Paid 

ECT 

Paid 

MPT 

Unpaid 

OMT 

Unpaid 

ALMP 

Unpaid 

ECT 

Total 

EU27 106,222 

(25.3%) 

93,281 

(17.5%) 

84,208 

(16.7%) 

16,072 

(10.8%) 

82,397  

(57.8%) 

24,126 

(31.8%) 

662,052 

(53.5%) 

1,068,358 

(35%) 
Note: The table shows the estimated number of traineeships without social protection coverage by country and traineeship type 

in absolute and percentage terms (in parenthesis). The fraction of trainees with no access to social protection  was estimated 

using data from the Eurobarometer 523 Survey. Data on the total number of trainees by country come from the EU-LFS. 

Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047). 

A9.3. Traineeship duration, consecutive traineeships and previous experience in 

vacancy notices  

Provision of duration  

Excessive duration of traineeships could constitute an indication of work relationships 

disguised as traineeships. As shown in the table below, according to the results of the legal 

analysis carried under the supporting study91, legal requirements for the duration of 

traineeships exist in many Member States for all types of traineeships which, however, differ 

considerably among Member States. 

Table 25: Legal requirements on the maximum duration of traineeships 

Type of 

traineeship 

Yes, max 6 

months 

(Some contracts) 

Yes, longer than 

6 months 

(Some contracts) 

No 
Data 

availability 

OMT 

BE, BG, CZ, LT, 

LU, PL, RO  

[7 MS]  

BG, CZ, IE, ES, 

PT, SI, SE, FI  

[8 MS] 

DK, DE, EE, 

EL, HR, IT, CY, 

LV, MT, NL, 

AT,  SK   

[12 MS] 

FR (forbidden) 

HU (no data) 

[2MS] 

ALMP 

BE, BG, CZ, EE, 

EL DK, FR, IT, 

LT, LU, PT, PL, 

RO, SK  

[14 MS]  

BG, ES, HR, IT, 

LT, LU, PT, PL, 

SK SE, FI  

[11 MS] 

DE, IE,  CY, LV, 

NL, AT 

[6 MS] 

MT (no data) 

HU, SI (NA) 

[3 MS] 

 

 
91 Study exploring the context, challenges and possible solutions in relation to the quality of traineeships in the EU, forthcoming 

(VT/2022/047). 

ECT 12 41% 

MPT 17 70% 
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ECT 
BG, HU, IT, LU 

[4 MS]  

IT, LV, LT, AT, 

RO  

[5 MS]   

BE, DK, DE, 

EE, IE, EL, ES, 

CY, MT, NL, 

PL, PT, SI, SK, 

FI, SE [16 MS] 

FR, CZ (no data) 

HR (NA) 

[3 MS] 

MPT 

IT , SI   [2 MS]  BE, BG, EE 

(medical), ES, LT, 

LU, HU, NL, AT, 

PL (medical), PT, 

RO, SK (legal), FI 

(legal), SE [15 

MS] 

CZ, DK, DE, 

EL, CY, LV, MT 

BG, HU, IT, LU 

[7 MS] 

IE, FR, HR (no 

data) 

[3 MS] 

Note: NA indicate cases where such traineeship types are not known. OMT are prohibited in FR, for ALMP, in HU and SI there 

are no formal traineeship contracts and therefore this is treated as NA, for ECT, HR is marked as NA is these traineeships are 

conducted on a free market basis. 

Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047) and own elaborations. 

 

The evaluation92 identified that Principle 10 of the 2014 QFT on setting a maximum duration 

of 6 months was among the ones that were the least93 implemented in legislative frameworks of 

Member States, for both OMT and ALMP traineeships. This is confirmed by the results of the 

legal analysis conducted under the supporting study which showed that only in seven Member 

States (BE, BG, CZ, LT, LU, PL, RO ) legal obligations exist mandating that for some types of 

OMT duration should be maximum six months, while in  eight (BG, CZ, IE, ES, PT, SI, SE, 

FI) legal restrictions exist indicating other duration restrictions for some types. For instance, in 

BG, for some of the OMT94 the Labour Code indicates that traineeships cannot be less than 6 

months and not more than 12 months. In ES the duration of OMT traineeships was limited to 1 

year in December 2021, whereas the previous legislation allowed for a maximum duration of 3 

years – some traineeships, concluded before the entry into force of the new legislation, are still 

under the old regime. In the CZ, if a traineeship is concluded under the “DPC modality” 

(agreement to perform work) the maximum length is 52 weeks. 12 Member States (DK, DE, 

EE, EL, HR, IT, CY, LV, MT, NL, AT,  SK  ) have no provisions on the duration of OMT 

traineeships. In some cases, traineeships exceeding six months are explicitly included in 

legislation.  

For ALMP traineeships, a legal restriction for some types exists in 14 Member States (BE, BG, 

CZ, EE, EL DK, FR, IT, LT, LU, PT, PL, RO, SK) defining a maximum duration of traineeships 

to 6 months, while in 11 Member States other legal restrictions apply for different types of 

traineeships (BG, ES, HR, IT, LT, LU, PT, PL, SK SE, FI). In six  Member States (DE, IE, , 

CY, LV, NL, AT) this legal obligation does not exist.   

Regarding ECT, four Member States (BG, HU, IT, LU) have legal setting a maximum duration 

of 6 months. Additionally, in five  Member States (IT, LV, LT, AT, RO) such legal obligations 

exist with diverging maximum limits. In LV, the limits on length are provided for in the specific 

traineeship agreement; in RO, student traineeships must take place within the 1 week – 12 

 
92 European Commission (2023) Evaluation of the Council Recommendation on a Quality Framework for Traineeships 

(SWD(2023) 9 final). 
93 The number of Member States not having implemented at all were counted to assess which principles 

have been implemented the least. 
94 Contracts regulated by Art. 233B LC. Conversely, those under Art 230 LC can last up until 6 months, hence its ‘partial’ 

classification. 
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months time frame. There are no restrictions in 16 Member States (BE, DK, DE, EE, IE, EL, 

ES, CY, MT, NL, PL, PT, SI, SK, FI, SE). 

 

Regarding MPT, their duration is generally not restricted to 6 months and the maximum 

duration depends on the professional program. Such restriction can only be found in IT and SI 

for some contracts. Usually, the maximum duration is considerably longer than 6 months, 

reaching 7 years in some cases (medical traineeships in LT, RO). For example, in the case of 

medical students in LT or accountants in LU. In BE, auditors, lawyers and accountants must 

undergo 3-year training before accessing the professions.  

Consecutive Traineeships 

The overall duration of traineeships can also be prolonged through repeated, including 

consecutive, traineeships with the same employer. However, as shown in the table below, the 

results of the legal analysis have shown that in most Member States there are no legal 

restrictions on consecutive traineeships at least for one type of traineeships. In six Member 

States (BG, CZ, DK, EE, IE, CY), no legal restrictions exist on consecutive traineeships, for 

any type of traineeship. For OMT, there are restrictions only in six countries (LT, HU, RO, SK, 

FI, SE), for ALMP five (LU, PL, PT, SK, SE) for ECT three (LT, HU, SI) and finally, in the 

case of MPT, six (DE, DK, ES, LU, SI, SK). 

Table 26: Restrictions on Consecutive Traineeships 

Type of 

traineeship 
Yes No Data availability 

OMT 

LT, HU, RO, SK, FI, SE [6 

MS] 

BG, CZ, DE, DK, EE, 

IE, EL, ES, HR, IT, CY, 

LV, MT, NL, AT, PL, 

PT, SI, SK [19 MS] 

1 NA (FR,), 1 no data 

(BE) 

ALMP 

LU, PL, PT, SK, SE [5 

MS] 

BG, CZ, DE, DK, EE, 

IE, ES, HR, IT, CY, LT, 

MT, NL, AT, RO, FI  

[16 MS] 

2 NA (HU, SI), 4 no 

data (BE, EL, FR, LV) 

ECT 

LT, HU, SI [3 MS] BG, CZ, DE, DK, EE, 

IE, EL, ES, IT, CY, LV, 

LU, MT, NL, PL, PT, 

RO, SK, FI, SE [20 MS] 

1 NA (HR), 3 no data 

(BE, FR, AT) 

MPT 

DE, DK (legal) ES 

(legal)95, LU, SI, SK 

(legal) [6 MS] 

BG, CZ, EE, IE, IT, CY, 

LV, LT, HU, MT, NL, 

AT, PL, PT, RO, FI, SE 

[17 MS] 

4 no data (BE, EL, FR, 

HR) 

Note: NA indicate cases where such traineeship types are not known. OMT are prohibited in FR, for ALMP, in HU and SI there 

are no formal traineeship contracts and therefore this is treated as NA, for ECT, HR is marked as NA is these traineeships are 

conducted on a free market basis. 

Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047). 

 
95 Interpretation of whether this is to be considered as restriction on consecutive traineeships or duration is not straightforward, 

as restriction refers to completion of 30 ECTS. 
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Vacancy analysis on previous work experience  

The purpose of the analysis of vacancies on the EURES platform was to detect the extent to 

which previous work experience is required from trainee applicants. The analysis shows that 

28% of the traineeship vacancies include an explicit mention of the level of experience required. 

Of them, about one-third (i.e. 9% of total) does not require any experience. In principle, these 

vacancies together with those in which the experience is ‘not specified’ (which together make 

about 80% of total vacancies) contain no requirement of previous experience, as expected in 

real traineeships.   

Table 27. Overview level of experience in internship vacancies 

Level of experience Number of Internship vacancies % of Internship vacancies  

None required 101 9% 

Up to 1 year 62 5% 

Between 1 and 2 years 139 12% 

Between 2 and 5 years 24 2% 

More than 5 years 10 1% 

Not Specified 844 72% 

 

By contrast, about 20% of total traineeship vacancies seem to require prior experience. For 

more than half of them (12% of total), this is between 1 and 2 years and, for some, it is even 

higher, which seems very much against the idea of a genuine traineeship. 

A disaggregation of the vacancies by country suggests that, in fact, experience to apply for a 

traineeship is only required in a very few cases in BE and most often in NL. 

Table 28. Distribution of level of experience across countries (number of vacancies) 

Level of experience Total NL DE FI BE CH 

None required 101 92 0 0 9 0 

Up to 1 year 62 57 0 0 5 0 

Between 1 and 2 years 139 138 0 0 1 0 

Between 2 and 5 years 24 24 0 0 0 0 

More than 5 years 10 10 0 0 0 0 

Not Specified 844 519 232 92 15 1 

 

A closer look was taken to understand what level of required experience means, but due to how 

the vacancies were drafted, in most cases, it was not possible to have a clear understanding on 

whether experience is really required.  However, the analysis of the EURES vacancies allows 

two main conclusions. First, there are cases in which traineeship vacancies include prior 

experience as a requirement, pointing to a work relationship disguised as traineeship. However, 

a closer examination shows that the number of such cases is much lower than the sheer number 

of EURES vacancies which express requiring prior experience.       
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Enforcement and inspection mechanisms  

The evaluation showed that  the monitoring and enforcement of the relevant national legislation 

governing traineeships are in many cases not fit for purpose96. This was verified by evidence 

from  the legal analysis conducted within the framework of the supporting study.  In most 

Member States there are no systems for inspections or guidance for labour inspectorates 

with specific reference to traineeships, for any of the four traineeship types. Only four Member 

States set out systems of inspections or guidance for all traineeships (BG, LT, LU, SK).  

Table 29: Existence of systems of inspections or guidance for inspectorates 

Type of 

traineeship 
Yes No Data availability 

OMT 

BG, EL, LT, LU, HU, SK 

[6 MS] 

CZ, DK, DE, EE, IE, 

ES, HR, IT, CY, LV, 

MT, NL, AT, PL, PT, 

RO, SI [17 MS] 

1 NA (FR), 3 no data 

(BE, FI, SE) 

ALMP 

BG, DK, IE, IT, LT, LU,  

PT, SK [8 MS] 

DE, CZ, EE, EL, ES, 

HR, CY, LV, NL, AT, 

PL, RO [12 MS] 

2 NA (HU, SI), 5 no 

data (BE, FR, MT, FI, 

SE) 

ECT 

BG, DK, IE, EL, IT, LT, 

LU, HU, SK [9 MS] 

CZ, DE, EE, ES, CY, 

LV, NL, AT, PL PT, 

RO, SI [12 MS] 

1 NA (HR), 5 no data 

(BE, FR, MT, FI, SE) 

MPT 

BG, DK (medical), IE, IT 

(medical), LT, LU, HU, 

SK [8 MS] 

CZ, DE, EE, EL, ES, 

CY, HR, LV, NL, AT, 

PL, PT, RO, SI,  

[14 MS] 

5 no data (BE, FR, MT, 

FI, SE) 

Note: NA indicate cases where such traineeship types are not known. OMT are prohibited in FR, for ALMP, in HU and SI there 

are no formal traineeship contracts and therefore this is treated as NA, for ECT, HR is marked as NA is these traineeships are 

conducted on a free market basis. 

Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047). 

 

Available evidence also shows that procedures for registering complaints or reporting 

malpractice are lacking in a number of Member States and types of traineeships. The 

results of the legal analysis conducted within the framework of the supporting study  (see table 

below) show that, on the basis of available data, only four countries  (IE, LT, LU and SK) have 

procedures for registering complaints and reporting malpractice for all four types of 

traineeships. In seven Member States, no procedures were identified for any type of traineeship 

(CZ, DE, HR, CY, AT, PL, SI,).  There are also some in-between cases, where only certain 

types of traineeships are covered (for instance ALMP, ECT and MPT are covered in DK, IT 

and LV, only ALMP in PT and only legal MPT in RO. 

 

 

 
96 The evaluation assessed that monitoring and enforcement systems exist in in 14 Member States for OMT and in all Member 

States for ALMP, however, are not adequately used. The discrepancy between the assessment here and these results might be 

explained by the different terminology/definition used. 
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Table 30: Existence of procedures for registering complaints & reporting malpractice in the Member States by type of 

traineeship 

Type of 

traineeship 
Yes No Data availability 

OMT 

BG, IE, ES, LV, LT, LU, 

SK [7 MS] 

CZ, DK, DE, EE, EL, 

HR, IT CY, LV, MT, 

HU, NL AT, PL, PT, 

RO, SI [16 MS] 

1 NA (FR,), 3 no data 

(BE, FI, SE) 

ALMP 

BG, DK, EE, IE, IT, LV, 

LT, LU, PT, SK, [11 

MS] 

CZ, DE, EL, ES, HR, 

CY, NL, AT, PL, RO 

[10 MS] 

2 NA (HU, SI), 4 no 

data (BE, FR, MT, FI, 

SE) 

ECT 

BG, DK, IE, LV, LT, 

LU, IT, HU, SK [9 MS] 

CZ, DE, EE, ES, CY, 

NL, AT, PL, PT, RO, SI 

[11 MS] 

1 NA (HR), 6 no data 

(BE, EL, FR, MT, FI, 

SE) 

MPT 

DK, EE (medical, legal), 

IE, IT (medical), LV, LT, 

LU, HU, NL (legal), RO 

(legal), SK [11 MS] 

BG (medical, legal), 

CZ, DE, EL, ES, HR, 

CY, AT, PL, PT, SI [11 

MS] 

5 no data (BE, FR, 

MT, FI, SE) 

Note: NA indicate cases where such traineeship types are not known. OMT are prohibited in FR, for ALMP, in HU and SI there 

are no formal traineeship contracts and therefore this is treated as NA, for ECT, HR is marked as NA is these traineeships are 

conducted on a free market basis. 

Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047). 

Provisions on the training component of traineeships  

The results of the evaluation indicated gaps in the legal frameworks to ensure that the tasks of 

the trainees are aligned with their learning and training objectives. In fact, despite that the 2014 

QFT recommends including in the written agreement the learning and training objectives, the 

principle on alignment of tasks with learning objectives was among the QFT principles that 

were the least implemented in national legal frameworks in Member States, with this trend in 

place for both OMT and ALMP traineeship regulation. Regarding OMT, this principle is not 

implemented at all in six Member States (DK, IE, CY, HU, AT and PL) but it has been partially 

implemented in six other countries (CZ, DE, EL, HR, PT and RO)97. Regarding ALMP 

traineeships, the principle has not been implemented in all countries except HU98, even though 

the implementation is only partial in CZ, EE, CY, PL and RO. 

Further evidence, collected from the legal analysis carried out under the supporting study, 

provided information on the legal provisions which exist in Member States to ensure that the 

tasks of the trainees are aligned with their training objective, for all four types of traineeships.  

The results show that the largest gaps in legal provisions in this area are found in the case of 

OMT. In contrast, the other three types of traineeships tend to be more regulated in this regard, 

with provisions for MPT found in all but three (BG, EL, CY), and all but one for ALMP (CY). 

Regarding ECT, 15 countries (BG, DK, DE, IE, EL, ES, IT, LV, LT, LU, HU, AT, PT, RO, 

SK) have such provisions. The extent to which such provisions are translated into effective 

learning content seems to be, however, somewhat limited. According to the results of the 2023 

Eurobarometer, while in AT such legal provisions exist for all types of traineeships, except 

 
97 The evaluation considers that in seven Member States, OMT do not exist or are rare (EE, FR, FI, IT, MT, SE and SK). 
98 No data for NL. 
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OMT, only 28% of respondents stated that during their traineeship they have not learnt things 

that were useful professionally though other factors are likely to have contributed to this result.  

Table 31: Legal provisions requiring a written agreement/written information indicating that tasks allow trainees to work 

towards their learning and training objectives 

Type of 

traineeship 
Yes No 

Data availability 

 

OMT 

BE, BG, CZ, DE, EL, ES, HR, 

LT, LU, PT, RO, SI [12 MS] 

DK, EE, IE, IT, CY, 

LV, MT, AT, HU, 

PL, SK [11 MS] 

1 NA (FR), 3 no 

data (NL, FI, SE) 

ALMP 

BE, BG, CZ, DE, DK, EE, IE, 

EL, ES, FR, HR, IT, LV, LT, 

LU, MT, AT, PL, PT, RO, SK, 

FI, SE [23 MS] 

CY [1 MS] 2 NA (HU, SI), 1 

no data (NL) 

ECT 

BG, DE99, DK, IE, EL, ES, IT, 

LV, LT, LU, HU, PT, RO, AT, 

SK [15 MS] 

CZ, EE, CY, PL, SI 

[5 MS] 

1 NA (HR), 6 no 

data (BE, FR, MT, 

NL, FI, SE) 

MPT 

CZ, DE, DK, EE, IE, ES, HR, 

IT, LV, LT, LU, HU, AT, PL, 

PT, RO, SI, SK (medical)  

[18 MS] 

BG, EL, CY  

[3 MS] 

6 no data (BE, FR, 

MT, NL, FI, SE) 

Note: NA indicate cases where such traineeship types are not known. OMT are prohibited in FR, for ALMP, in HU and SI there 

are no formal traineeship contracts and therefore this is treated as NA, for ECT, HR is marked as NA is these traineeships are 

conducted on a free market basis. 

Source: Study exploring the context, challenges and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047). 

Provisions on supervision or mentorship 

The results of the legal analysis carried out under the supporting study showed that, in general, 

legal provisions on supervision or mentorship exist in several countries, however, gaps still 

exist. There are nine countries where OMTs are not required to be assigned either a supervisor 

or a mentor (AT, DE, EL, IE, IT, LV, MT, PL, SK). For MPT, there are also a number of 

countries (BE, EE, IT, LT, NL, PL) where only traineeships in the medical sector are covered 

by supervision provisions, and only two (BG and EL) are not covered by mandatory 

requirements on mentoring (table below).  

Examples of such provisions on mentorship include the law in RO (Law 335/2013) which 

imposes specifically to the mentor to explain the assigned tasks and provide support to the 

trainee during their traineeship. Learning objectives are also discussed and agreed at the 

beginning of the traineeship and additional training can be considered throughout the duration 

of the traineeship. In other Member States, this principle is implemented more broadly. For 

example, in LT, the nature of the activities should be included in the written agreement but 

there is no specific regulation stipulating that the trainee should work towards learning and 

training objectives. 

 

 

 
99 As long as they are mandatory. There are no requirements for optional ECT traineeships. 
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Table 32: Legal provisions on  a supervisor and/or mentor for trainees 

Type of 

traineeship 
Yes No 

Data 

availability 

 

OMT 

BE, BG, CZ, DK, EE, ES, 

HR, CY, LT, LU, HU, NL, 

PT, RO, SI [15 MS] 

AT, DE, EL, IE, IT, LV, 

MT, PL, SK [9 MS] 

1 NA (FR), 2 

no data (FI, 

SE) 

ALMP 

BE, CZ, DK, EE, IE, EL ES, 

FR, HR, IT, CY, LV, LT, 

LU, NL, MT, PL, PT, RO, 

SK, FI, SE [22 MS] 

BG, DE, AT [3 MS] 2 NA (HU, 

SI) 

ECT 

BG, DK, IE, ES, IT, CY, LV, 

LT, LU, HU, AT, PT, RO, 

SI, SK [15 MS] 

DE, EE, CZ, PL [4 MS] 1 NA (HR), 7 

no data (BE, 

EL, FR, MT, 

NL, FI, SE) 

MPT 

BE (medical), CZ, DE, DK, 

EE (medical), IE, ES, HR, IT 

(medical), CY, LV, LT 

(medical), LU, HU, AT, NL 

(legal), PL (medical), PT, 

RO (medical, legal), SI, SK 

[21 MS] 

BG, EL [2 MS] 4 no data (FR, 

MT, FI, SE) 

Note: NA indicate cases where such traineeship types are not known. OMT are prohibited in FR, for ALMP, in HU and SI there 

are no formal traineeship contracts and therefore this is treated as NA, for ECT, HR is marked as NA is these traineeships are 

conducted on a free market basis. 

Source: Study exploring the context, challenges and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047). 

Transparency of vacancy notices  

The evaluation pointed out a lack of transparency in the vacancy notices which can be 

considered as a driver of poor traineeships. Namely, it identified that Principle 14, on 

transparency of vacancies, is among the principles that are the least100 implemented in legislative 

frameworks of Member States, for both OMT and ALMP traineeships. This is not implemented 

at all in seven Member States (DK, DE, IE, ES, HR, AT and PT) for OMT and in nine (DK, 

DE, IE, ES, IT, LV, SI, SK and SE) for ALMP traineeships. Across Member States, traineeship 

providers are generally not required to include information in their vacancies on the conditions 

of the traineeship. The reasons for this are twofold. Firstly, in some Member States (such as 

DK, EE, LV, SI) vacancies for ALMP traineeships are not available as trainees find traineeship 

positions through a PES consultant on a case-by-case basis. Secondly, in other Member States 

it is not compulsory to provide details about the objectives and the requirements of an ALMP 

or an OMT (e.g., IE, FR, IT, LT, HU).  

 
100  The number of Member States not having implemented at all were counted to assess which principles have been 

implemented the least. 
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Furthermore, a vacancy analysis101, conducted as part of the evaluation, examined almost 2,000 

vacancies102 in the 27 Member States on their alignment with the QFT principles on 

transparency and showed that only around 40% for OMT and 50% form ALPM traineeships 

vacancies mentioned allowance or compensation and/or/ did not clarify the learning and 

training objectives; 63% of OMT and 40% of ALMP did not mention the duration and less than 

10% mentioned information on social protection.  

• 42% of OMT and 59% of ALMP traineeship vacancies mentioned allowance or 

compensation. 21% of OMT and 44% of ALMP traineeship vacancies indicated the amount.  

• Around 40% of OMT and 58% of ALMP traineeship vacancies did not clarify the learning 

and training objectives, while only 11% of OMT and 8% of ALMP traineeship vacancies 

mentioned assigning a supervisor.  

• 63% of OMT and 40% of ALMP traineeship vacancies did not mention the duration, while 

86% of OMT and 92% of ALMP traineeship vacancies did not mention the conditions for 

an extension or renewal.  

• Less than 10% mentioned information on social protection. 

Furthermore, in the trainee survey conducted for the study supporting the evaluation, when 

asked what elements respondents would like to find in a vacancy notice advertising a 

traineeship, respondents ranked the tasks/job description of the traineeship as the most 

important element (68%), followed by the traineeship duration (65%), terms and conditions 

(60%), and the traineeship working hours (57%) (see Figure 18).  

 

Figure 18: Results of trainees’ survey. Question: “Which of the following elements would you like to find in a vacancy notice 

advertising the traineeship? 

Source: Study supporting the evaluation of the Quality Framework for Traineeships (VC/2021/0654), Final Report, January 

2023. N=449 

 
101 Sources for vacancy analysis: OMT vacancies: portals for open market traineeships in Member States  (e.g. 

Monster/Jobpilot, LinkedIn, Indeed, Jobat, StepStone)”; ALMP  vacancies: PES vacancy databases and EURES.  
102 of which 1,272 were on OMT and 700 concerned ALMP traineeships. 
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Provisions on teleworking arrangements  

Based on the legal analysis, overall, it appears that most countries have not introduced formal 

teleworking arrangements. Ten Member States (DE, EE, EL, CY, LV, NL, AT, PT, RO, NL) 

have no formal teleworking arrangements for any type of traineeship. The ones that have, most 

often, apply the arrangements to all types of traineeships.  

 

Table 33: Legal analysis - existence of teleworking arrangements 

Type of 

traineeship 
Yes No Data availability 

OMT 

BG, CZ, DK, IE, ES, LT, HU, 

SI, SK [9 MS] 

DE, EE, EL, IT, CY, 

LV, MT, NL, AT, 

PL, PT, RO [12 MS] 

1 NA (FR), 5 no 

data (BE, HR, LU, 

FI, SE) 

ALMP 

BG, CZ, DK, IE, LT [5 MS] DE, EE, EL, ES, 

CY, LV, NL, AT, 

PL, PT, RO, SK  

[12 MS] 

2 NA (HU, SI), 8 

no data (BE, FR, 

HR, IT, LU, MT, 

FI, SE) 

ECT 

BG, DK, IE, LT, HU, SI [6 MS] CZ, DE, EE, EL, 

ES, CY, LV, NL, 

AT, PL, PT, RO, SK 

[13 MS] 

1 NA (HR), 7 no 

data (BE, FR, IT, 

LU, MT, FI, SE) 

MPT 

CZ, DK, IE (legal, accountant), 

LT, HU, PL, SI, SK (legal, 

accountant) [8 MS] 

BG, DE, EE, EL, 

ES, CY, LV, NL, 

AT, PT, RO  

[11 MS] 

8 no data (BE, FR, 

HR, IT, LU, MT, 

FI, SE) 

Note: OMT are prohibited in FR. For ALMP, in SI there are no formal traineeship contracts. For ECT, in HR these traineeships 

are conducted on a free market basis. 

Source: Study exploring the context, challenges and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047). 
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The weak position of trainees in the labour market 

The weak position of trainees vis-à-vis employers is an important driver, especially for 

problematic uses of traineeships, and to an extent poor quality traineeships. There are several 

reasons why trainees could face an asymmetrical power dynamic against employers.  

An important first consideration is how this driver is intrinsically linked to the legal status 

of the trainee. Trainees not classified as workers are exposed to precarious conditions because 

they only benefit from limited labour rights. Evidence from the literature suggests that the 

written form of a traineeship agreement does not always provide sufficient protection to the 

trainee103. Moreover, besides the problems of weak enforcement and capacity, labour 

inspectorates and trade unions might lack legal competence in cases where trainees are not 

officially classified as workers104. 

The complexity of agreements between the traineeship provider and the trainee can be another 

cause for an asymmetric power dynamic between the employer and the trainee. Trainees are 

sometimes simply unaware of their rights due to a lack of legal training, experience in dealing 

with contracts and the complexity of agreements presented to them105. In this respect, the fact 

that some types of traineeships (e.g. when educational obligations must be fulfilled, or in the 

case of ALMP if PES are involved) imply an interaction between a formal and a substantive 

employer, further complicates the position of trainees106. Moreover, trainees are often not in a 

position to influence the conditions of their traineeship107. 

The position of ‘dependency’ in which trainees might find themselves – be it real or perceived 

– is yet another factor putting them in a relatively weaker position. Rosin (2016)108 argues that 

“Even if direct economic dependency is weak, social dependency on the employer in obtaining 

education or entering the labour market is stronger. Additionally, the receipt of only job-specific 

training can increase the trainee’s dependency”. 

The weak position of trainees also results from additional elements, including the relatively 

short duration of a traineeship, the need to secure a more stable labour market position or the 

fear of negative repercussions from taking legal action or filing a complaint, and the complexity 

of regulations in Member States. Therefore, trainees are unlikely to go to courts to enforce 

their rights. There are initiatives by trade unions supporting and considering the interests of 

trainees. However, often trade unions as well face capacity problems in supporting trainees109. 

Furthermore, the problem may be exacerbated in cases where the trainee is not classified as a 

worker and may not have access to the support of trade unions and labour inspectorates110.  

Finally, the relative bargaining position of trainees also depends on the characteristics and 

labour market dynamics specific to different sectors. The evaluation pointed to a few sectors 

where low-quality traineeships were more prevalent. These sectors included arts, entertainment 

and recreation, health and social work and education. Neither the evaluation nor other studies 

bring conclusive evidence as to why such differences exist. One of the reasons might be that a 

larger supply of trainees, compared to the relative demand, in these sectors, makes it possible 

 
103 Rosin (2016) Precariousness of Trainees that Work in the Framework of a Traineeship Agreement. 
104 Eurofound (2017) Fraudulent contracting of work: Abusing traineeship status (Austria, Finland, Spain and UK) 
105 Idem 
106 Eurofound (2017) Fraudulent contracting of work: Abusing traineeship status (Austria, Finland, Spain and UK) 
107 Rosin (2016) Precariousness of Trainees that Work in the Framework of a Traineeship Agreement 
108 Idem 
109 Eurofound (2017) Fraudulent contracting of work: Abusing traineeship status (Austria, Finland, Spain and UK) 
110Idem 



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 4: Impact assessment traineeships part 2

 

 

126 

 

for traineeship providers to pick from a larger pool of candidates while being less exposed to 

reputational risks. 

 Factors hampering the use, quality and access to traineeships 

• Weak monitoring framework and lack of availability of data on traineeships  

The evaluation provided a strong conclusion about the lack of monitoring based on comparable 

definitions. Besides the inexistence of a common EU level monitoring framework – which may 

be too burdensome to achieve – monitoring does not exist in most countries and data are often 

not available at national level. Lack of monitoring is an obstacle to the production of reliable 

data that could be used to assess the effectiveness of policy interventions and the regulatory 

framework, either at EU or national level. Also, lack of or limited data availability makes the 

design of policy interventions increasingly challenging. These challenges, in turn, make it even 

more difficult to enforce existing rules and ensure compliance with quality standards and 

relevant legislation111.  

Therefore, the lack of monitoring – and the resulting lack of effective implementation – 

contributes not only to poor quality traineeships but also potentially non-compliant ones. It 

could also indirectly limit access to traineeships by failing to provide information on issues 

such as socio-economic background and vulnerable groups. Finally, it should be noted that, 

according to the interviews with national authorities and traineeship providers within the 

framework of the evaluation, the non-existent or ineffective monitoring and evaluation 

mechanisms are one of the main reasons for a weak application of the 2014 QFT.  

• Issues related to the involvement of social partners and relevant stakeholders  

The 2014 QFT (Principles 21 and 22) recommends promoting the active involvement of key 

stakeholders, including social partners, public employment services, education institutions and 

training providers in applying the QFT.  

The evaluation gave indications that the active involvement of social partners and key 

stakeholders in implementing quality traineeships was considered very important or important 

by some stakeholders (i.e. rated as very important by all six trade union respondents (100%), 

two out of three business associations respondents (66%), important by 32 out of 85 public 

authorities (38%), 12 out of 34 former or current trainees (35%), and 23 out of 56 

academic/research institutions (41%)). This aspect is deemed particularly relevant by social 

partners, with employer organisations and trade unions valuing stakeholders’ engagement the 

most (67% and 100% respectively).  

The involvement of social partners through collective agreements (e.g., ES, AT, FI) tends to 

focus on working conditions. The case study on AT observed that improvements for trainees 

mainly related to establishing a minimum remuneration in certain sectors (not a QFT principle), 

but that in the Information Technology sector the collective agreement also required a training 

plan to be defined (relevant to the QFT principle of defining learning and training objectives). 

In FI, trade unions at sectoral level are involved in collective agreements, which also cover 

traineeships as regards remuneration, quality issues, rights and working conditions. The case 

study on ES found that trade unions regularly engage in negotiations with employer 

organisations and/or the government in relation to traineeship relevant legislation, such as the 

 
111 Study supporting the evaluation of the Quality Framework for Traineeships (VC/2021/0654), Final Report, January 2023. 
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recently adopted labour market reform (RDL 32/2021). This reform specifies the need for 

supervision and individual training plans. 

Besides collective agreements, only in a few Member States social partners are involved in 

discussions on regulation and/or policy-making with regards to traineeships (IE, HR, IT, LU, 

FI) and in monitoring the implementation of policies relevant to traineeships (DK and FI). It 

was not possible to deduce from the evidence gathered in the study supporting the  evaluation 

whether such involvement has had an impact on the application of the QFT principles.   

In all Member States, the case studies and interviews conducted in the targeted consultations 

found that PES are actively involved in the design, delivery and promotion of ALMP 

traineeship programmes, at times in cooperation with other national authorities and 

employers/employer organisations. PES also develop guidance and support for key actors (such 

as traineeship providers) on how to implement high quality traineeships. 

• Lack of practical guidance on the implementation of the 2014 QFT and low awareness 

of the 2014 QFT principles  

Lack of practical guidance on the overall implementation of the 2014 QFT as well as low 

awareness of the 2014 QFT principles are another challenge regarding insufficient 

implementation on the ground.112 The evaluation pointed out that providers often suffered from 

a lack of practical guidance on how to navigate and implement the QFT. In particular, 

guidance on regulations on hiring trainees from other countries, carrying out a skills assessment 

and providing adequate supervision would be necessary according to the evaluation’s findings. 

Insufficient awareness of 2014 QFT principles has been pointed out numerous times by the   

evaluation as hindering implementation on the ground and limiting the efficiency of the 2014 

QFT. Both of these issues are particularly relevant in the case of SMEs, given the broader 

challenges they are facing (see driver D4.4 below for more details). It should also be noted that 

according to the 2023 Eurobarometer, 78% of respondents said that their last traineeship 

provider was a SME.  According to the evaluation, sectors with a higher proportion of small 

businesses were found to be less likely to implement QFT principles on the ground. This 

observation can be explained by the ‘limited human and financial capacity to handle the 

administrative burden – or the perceived administrative burden – of ensuring quality 

traineeships’113.  

• Insufficient resources (in particular of SMEs) to provide quality traineeships 

SMEs accounted in 2022 for the majority of total employment in most industries, and for more 

than 80% of total employment in construction, accommodation and food services, real estate 

activities, and professional, scientific and technical activities. It should be noted that since early 

2020 the 24 million EU27 SMEs have faced unprecedented economic uncertainty and 

turmoil114. The inflation rates augmented drastically, especially during 2022, also provoking 

rises in interest rates, which in turn has reduced access to finance. The increased energy costs 

and the increased raw material prices put extra pressure on enterprises. 

 
112 European Commission (2023) Evaluation of the Council Recommendation on a Quality Framework for Traineeships 

(SWD(2023) 9 final). 
113 Idem 
114 Augmented inflation and interest rates, with reduced access to finance. Increased energy costs and raw material prices. 

Termination of the government financial aid linked to the pandemic. Many EU SMEs were also impacted by the war-related 

developments triggered by the illegal Russian invasion of Ukraine. 
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SMEs and smaller organisations in general have considerable constraints in the resources that 

can be allocated to enhancing the quality of traineeships offered. Very small companies are 

more likely to face limited resources for recruitment and talent acquisition. They may also face 

challenges in promoting their trainee programmes effectively and reaching a wide pool of 

potential candidates, but also in offering competitive compensation and/or benefits. Finally, if 

traineeships are seen as an opportunity for companies to train and develop individuals in 

specific areas relevant to their business, a company must know their skill needs. This cannot be 

taken for granted in very small companies, where the lack of resources can constitute an 

obstacle to reaping the opportunities of training (in a broad sense)115. In addition, SMEs might 

struggle to offer remote/hybrid opportunities116 due to a lower degree of digitalisation117. 

The imbalance in the level of resources to be allocated to this end is an important driver for all 

problems identified, but in particular for unequal access (P3) among traineeship providers and  

poor quality traineeships (P2). In particular, small(er) companies are more likely to face limited 

resources for recruitment. They typically have smaller budgets and fewer resources dedicated 

to recruitment and talent acquisition. They may also face challenges in promoting their trainee 

programmes effectively and reaching a wide pool of potential candidates, but also in offering 

competitive compensation and/or benefits.  

The evaluation pointed to issues for SMEs in offering traineeships that assign supervisors, set 

learning objectives and provide certification at the end of the traineeship118. Notably, the study 

argues that such costs discourage SMEs from offering traineeships altogether. If confirmed, 

such a disincentive could clearly indicate an issue for tapping into the potential supply of 

trainees and in particular those that can only afford to take up paid opportunities. 

• Barriers to engage in cross-border traineeships 

Lacking information on the practical and regulatory side of traineeships abroad is also a driver 

limiting access to cross-border traineeships. In the 2023 Eurobarometer, 22% of the respondents 

said they were not well informed about traineeships abroad. Indeed, the study supporting the 

Commission’s ex-post evaluation of EURES119 highlighted difficulties in providing support on 

traineeships, mostly due to persisting differences in and a lack of harmonisation of national 

legislative frameworks for traineeships outside of education (e.g. legislative uncertainties 

regarding the definition of trainees). The trainee survey carried out in the context of the 

evaluation indicated that only 239 out of 1,836 (13%) of respondents made use of the EURES 

portal to find cross-border traineeship opportunities.  

In addition to the lack of information on cross-border traineeships, the lack of financial 

resources is also a factor preventing trainees from doing cross-border traineeship due to the 

(sometimes even higher) costs involved.  In fact, 37% of respondents in the trainee survey 

carried out under the evaluation indicated that a lack of financial resources limits their 

possibilities to undertake a traineeship abroad. Similarly, in the 2023 Eurobarometer 30% of 

those who had not done a cross-border traineeship, indicated that the reason was insufficient 

 
115 See for instance Baiocco et al. (2020).  
116 Hybrid or remote working arrangements, are increasingly priced by workers and this is a factor that can affects workers 

choice to work in a certain place, see among other McKinsey (2023).  
117 See for instance OECD (2021).  
118 Study supporting the evaluation of the Quality Framework for Traineeships (VC/2021/0654), Final Report, January 2023. 
119 European Commission, Directorate-General for Employment, Social Affairs and Inclusion, Study supporting the ex-post 

EURES evaluation and the second biennial EURES report, Publications Office, 2021. 
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financial resources, while 10% reported a lack of financial resources as the main reason for not 

doing a traineeship (in general). 

Details on External Drivers 

Partially, and sometimes indirectly, the problems outlined above are influenced by global 

megatrends affecting labour markets in general, such as globalisation, digitalisation and 

ongoing societal shifts and changes. These drivers, while having some impact on the problems 

the EU initiative aims at tackling, are “external” to its scope and reach.  

The twin green and digital transformations have the potential to increase productivity and 

living standards but may leave behind current and future workers. Increased automation, 

digitisation, and robotisation have significantly contributed to job polarisation, but new, greener 

economies and industries could also benefit lower-skilled workers 120. Globally, the ILO 

predicts some 71 million jobs to be lost and around 79 million to be created by 2030 due to the 

green transition. In the EU, some 2.5 million net jobs will be created by 2030. Besides job 

creation and destruction, the combination of such transformations is reshaping the workforce 

by creating new occupations, modifying existing roles, and emphasising the importance of new 

skills. Up- and re-skilling have become critical to embracing these technological and 

environmental advancements, increasing the need as well as the demand for training among 

both young and mid-career professionals. Traineeships can, potentially, be an important 

measure to bring about the twin transition, but this depends on their quality. 

The shrinking of the EU working age population is particularly stark for young workers aged 

15-29, whose share of the total population has declined from 18.1% in 2011 to 16.3% in 2021121. 

Such a demographic trend is tightening already tight labour market conditions, through a 

(relative) decline in the supply of labour, especially of young workers. Employers increasingly 

have therefore to compete to attract young talented employees. One way of doing it could be 

improving traineeship conditions and quality.  

In periods of economic downturn or recession, youth unemployment increases faster than 

total unemployment, as young employees who tend to have shorter-term contracts are often the 

first to be let go122. Trainees typically have lower negotiating power compared to other labour 

market participants, due to the over-supply and competition for limited opportunities, while 

companies’ pressure to minimise costs is higher during times of economic difficulty. This 

potentially increases the prevalence of  lower quality traineeships, for example without 

significant educational value. 

The rise of remote and hybrid working arrangements, spurred by digitalisation and the 

COVID-19 pandemic, has disrupted organisational structures and reduced social interaction and 

face-to-face communication. Some studies have even found that this may lead to a 

deterioration of the effectiveness of knowledge transfer and learning at the workplace, 

which is especially relevant for young workers and trainees.  

‘Job-hopping’, which refers to the practice of changing jobs frequently, typically within a short 

period, has become more relevant in recent years. Recent OECD research123 has illustrated an 

 
120 ILO, (2019), Skills for a greener future: a global view, International Labour Office, Geneva. 
121 European Commission (2023), The impact of demographic change – in a changing environment  (SWD(2023) 21 final). 
122 O’Higgins, N. (2001). Youth unemployment and employment policy: A global perspective. Geneva, ILO. 

https://ssrn.com/abstract=3019316 
123  OECD (2023), Retaining Talent at All Ages, Ageing and Employment Policies, OECD Publishing, Paris. 
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increase in job-to-job transitions in OECD countries for all age groups over the period 2012-

2019, particularly for younger workers. A 2022 survey in nine European countries124 revealed 

that one in three workers was considering quitting in the following 3 to 6 months. While job-

hopping approaches can lead to faster pay rises and acceleration in career progression, high 

turnover generates a negative human capital externality, as the company does not receive the 

full benefit of the training it gave. This can lead to the under-provision of learning opportunities 

and a socially inefficient market outcome, as employers are disincentivised from investing in 

training, including via traineeships. 

Finally, language barriers constitute a barrier to take-up of cross-border traineeships. 

According to data from the Flash Eurobarometer 2023, 17% of respondents indicated that they 

did not do a traineeship abroad due to insufficient knowledge of a foreign language. However, 

this tends to be quite concentrated in a few countries (in the Czech Republic, Poland, Slovakia 

Spain and France the percentage of respondents is above 20%) while in other countries it is less 

of an issue (in Cyprus, Denmark, Estonia, Greece, Luxembourg, Malta, Netherlands it is lower 

than 10%).  

Who is affected by the problem?  

• Consequences for trainees 

Legal uncertainty and vulnerability: As a result of the complexity of the regulatory 

approaches to traineeships, trainees suffer from legal uncertainty regarding their legal status. 

This, combined with their weak position in the labour market, make them vulnerable. The lack 

of effective controls and inspections, aggravates the issue as it prevents individuals in work 

relationships disguised as traineeships from enjoying the rights and protections offered by the 

EU and national labour acquis. At the same time, weak enforcement is likely to contribute to 

poor quality traineeships and cause divergence among the opportunities offered to trainees 

across Member States. Regulatory divergence between different Member States also poses 

challenges for cross-border traineeships.  

Precarious working conditions: A large number of trainees do not benefit from remuneration, 

do not have access to social protection, and/or are exposed to sub-standard working conditions. 

This can affect their standards of living, but it can also undermine their self-esteem and mental 

health, future productivity125 and therefore normalise precarious working conditions in the 

future. Also, available evidence126 suggests that traineeships which provide remuneration and 

access to social protection, which are also usually associated with better programme structure127, 

are associated with better labour market outcomes. Furthermore, income insecurity and greater 

exposure to social security risks may also prevent people, in particular in vulnerable situations, 

from taking up traineeship opportunities reducing as such access to traineeships and overall 

social mobility since young people from lower-income households might not have the financial 

support to work for free. 

 
124 Eight EU member states (AT, BE, FR, DE, IT, PL, PT, ES) and Switzerland. The figure cited is based on a sub-set of 

~11 000 respondents. Survey done by McKinsey, see: European talent is ready to walk out the door. How should companies 

respond? | McKinsey. 
125 see, for example, Rosin, A. (2016), “Precariousness of Trainees Working in the Framework of a Traineeship Agreement”, 

International Journal of Comparative Labour Law and Industrial Relations, 32(2), p. 131-159. 
126 European Commission (2023) Evaluation of the Council Recommendation on a Quality Framework for Traineeships 

(SWD(2023) 9 final); Stewart et al. (2018) The regulation of internships: A comparative study. 
127 See i.a. Chapter 3 of ILO (2021) Internships, Employability and the Search for Decent Work Experience; Hunt and Scott 

(2020) Paid and Unpaid Graduate Internships: Prevalence, Quality and Motivations at Six Months after Graduation. 
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Reduced opportunities for career development/employability: Poor learning content can 

have significant impacts on trainees’ professional skills development, employability and 

consequently, future labour market career, the latter being a principal objective of traineeships. 

According to the 2023 Eurobarometer, 31% of trainees found that their experience was not or 

would not be helpful in finding a regular job128. Further, it increased the size of the opportunity 

cost, including the indirect consequence of deadweight loss if the trainee would have obtained 

employment even without the traineeship. A traineeship characterised by inadequate learning 

content effectively squanders the trainee's time, and, empirical evidence suggests, can lead to 

scarring effects that depress wages and productivity even after the traineeship is over129.  The 

risk may be higher for those with vulnerable/disadvantaged backgrounds, who may be more 

‘liquidity constrained’ and need to accept the first job available, even if it is not a good 

opportunity or one they are suited130. 

• Consequences for employers/traineeship providers  

Skills and competencies not matching company needs and reduced pool to recruit: Poor 

quality traineeships or work relationships disguised as traineeships might reduce the 

contribution of trainees to the needs of the business. The lack of a formalised and well-

structured approach will not equip trainees with the right skills, but it will also decrease trainees’ 

motivation leading to a situation where trainees are seen more as a burden rather than an asset 

or opportunity for the organisation. Such practices might also lead to the “wrong” trainee being 

hired for the traineeship, with misaligned expectations between trainee and employer leading 

to ineffective traineeships131. The issue of skills mismatches may be further exacerbated by 

poor-quality traineeships with low learning content. A study of UK SMEs and graduates 

suggests that SMEs – and other employers – may have little experience of young workers, and 

thus may be ill-equipped to best put them to use132. This implies that the traineeship will bring 

little benefit for skills development, and that trainees will not be able to acquire skills needed 

for the traineeship and their subsequent labour market career. This is disadvantageous for 

employers, as the pool of skilled trainees – and therefore future workers - is reduced, as is the 

degree to which the skills trainees develop during their traineeship matches future labour market 

needs. Finally, unequal access to traineeships, and low numbers of cross-border traineeships 

reduce the size of the talent pool employers can recruit from. This has negative effects on the 

productivity of businesses and on the overall competitiveness of the European Union.  

“Uneven playing field” between providers with/out quality traineeships (within and 

across countries). Employers/traineeship providers offering good quality traineeships 

(compliant with the 2014 QFT principles) may experience unfair competition from non-

compliant employers133. At the same time, such companies are in competition with companies 

who use traineeships to gain a competitive advantage in terms of lower labour costs, leading to 

distortions which impact competitiveness within the same country. Also, national differences 

in the regulatory frameworks governing traineeships lead to an uneven playing field between 

 
128 Flash Eurobarometer FL523 (April 2023) “Integration of young people into the labour market with particular focus on 

traineeships” (2964/FL5235) . 
129 Cockx, B. and Matteo P. (2013) “Scarring effects of remaining unemployed for long-term unemployed school-leavers,” 

Journal of the Royal Statistical Society: Series A (Statistics in Society), 176 (4), 951–980 
130 Chetty, R. (2008) “Moral Hazard versus Liquidity and Optimal Unemployment Insurance,” Journal of Political Economy, 

116 (2), pp. 173–234. 
131 Maertz Jr, C., Stoeberl, P., & Marks, J. (2014). Building successful internships: lessons from the research for interns, schools, 

and employers. Career Development International , 19 (1), 123-142 
132 Brindley, C. R. (2000). Undergraduates and small and medium-sized enterprises: Opportunities for a symbiotic partnership? 

Education & Training 2000, 8 (9), 509-517 

133 Eurofound (2017), Fraudulent contracting of work: Abusing traineeship status (Austria, Finland, Spain and UK), 

Eurofound, Dublin. 
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employers/traineeship providers across the EU as some of them are faced with different 

requirements for comparable positions (traineeships) than their peers and/or competitors in 

other EU countries.  

Burdensome process for employers to offer quality traineeship opportunities, in 

particularly for SMEs. The regulatory systems governing traineeships and/or the legal status of 

trainees in the EU are complex and fragmented. This creates difficulties in the understanding 

and awareness of what constitutes a quality traineeship and the regulatory provisions (if existent 

in the country at hand) that apply.  Business, and in particular SMEs often lack the 

administrative and human capital capacity to ensure QFT-compliant traineeships. Also, 

businesses may not have the time or resources to research a complex and ambiguous regulatory 

legal framework in order to provide good quality  traineeship134.   

• Consequences for society at large 

Unemployment. Low-quality traineeships fail to sufficiently develop the trainee’s 

employability and thus lead to sub-optimal labour market outcomes. When the traineeship  

ends, the ex-trainee may remain unemployed, with reduced chances of finding a new job as 

compared to peers benefitting from higher quality traineeships. This is often exacerbated by 

traineeships reducing job-search intensity, as a trainee’s time is filled with their traineeship, 

further reducing employment rate if the traineeship is not of good quality135. At societal level, 

low-quality traineeships are therefore likely to lead to increased unemployment rates.  

Skills and competences not matching labour market, reduced productivity, and loss of 

competitiveness. Low-quality traineeships, especially regarding matching the right employees 

to the right positions, can be considered opportunity costs for the labour market, and increasing 

productivity. Poor learning content prevents trainees from developing their skills and in turn 

leads to lower productivity, which prevents future employers to fully exploit their potential. If 

poor quality traineeships proliferate en masse, it will lead to an insufficient supply of high-

quality ex-trainees to meet the demand for them from employers. The consequence of such 

skills shortages are stagnating productivity and economic competitiveness136. This is 

particularly important in the current changing labour market context. Low-quality traineeships 

can even have ‘locking-in’ effects whereby trainees decrease their search efforts during the 

traineeship for an employer that would be a better fit, thus further lowering their productivity137. 

Moreover, a lack of productivity gains may be felt by the traineeship provider too, if the trainee 

fails to be well-aligned with company needs or skill gaps138. This represents an opportunity cost 

for the employer and employee.   

Loss of public revenue. The problematic use of traineeships and persisting access barriers for 

people in vulnerable situations result in the loss of public revenue. First, the replacement of 

regular contracts by work relationships disguised as traineeships and non-compliant 

traineeships may result in the loss of potential tax revenues and social security contributions. 

Second, persisting access barriers to (paid) traineeships may prevent the labour market 

inclusion of people in vulnerable situations, also resulting in the loss of potential tax revenues 

 
134 Cousins, B. (2018). Design thinking: Organisational learning in VUCA environments, in: Academy of Strategic 

Management Journal , 17 (2), 1-18 
135 García-Pérez, JI. and Muñoz-Bullón, F. (2011) “Transitions into Permanent Employment in Spain: An Empirical Analysis 

for Young Workers,” British Journal of Industrial Relations, 49 (1), 103–143. 
136 SWD (2023)  
137 van Ours, JC (2004)“The locking-in effect of subsidized jobs”, Journal of Comparative Economics, 32 (1) 
138 Stewart (2021) The nature and prevalence of internships in: ILO (2021) Internships, Employability and the Search for Decent 

Work Experience 



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 4: Impact assessment traineeships part 2

 

 

133 

 

and social security contributions. At the same time these challenges can also exacerbate 

dynamics of in-work poverty and social exclusion, thereby negatively impacting 

intergenerational solidarity and burdening public support budgets.  
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ANNEX 10. PROBLEM DEFINITION BY TYPE OF 

TRAINEESHIPS 

A10.1. Summary of the size of the problem of the problems by type of traineeships, 

and Member States affected  

1) Problematic use of traineeships  

 Share of 

excessive 

duration 

traineeships 

(single 

traineeship) 

(source: Flash 

EB 2023, % of 

total 

traineeships) 

Number of 

trainees 

(paid and 

unpaid) 

doing long 

trainee  

(source: 

Flash EB 

2023, % 

within each 

type of 

traineeship)

ships  

Traineeships 

/ requiring 

previous 

work 

experience 

share of 

trainees who 

did 

repeated/cons

ecutive 

traineeships 

with the same 

employer) 

(source: 

Flash EB 

2023, % 

within each 

type of 

traineeship) 

Number of 

trainees 

(paid and 

unpaid) 

repeated 

traineeships 

with the 

same 

employer 

 

source: 

Flash EB 

2023, % 

within each 

type of 

traineeship) 

Number of 

trainees (paid 

and unpaid) 

doing long 

duration 

traineeships  

including 

consecutive/r

epeated 

traineeships 

with the same 

employer 

 

source: Flash 

EB 2023, % 

within each 

type of 

traineeship) 

Number of 

trainees who 

did repeated 

traineeships 

with 

different 

employers at 

some point 

in their life 

 

source: 

Flash EB 

2023, % 

within each 

type of 

traineeship) 

No 

existence of 

a cap on the 

share of 

trainees in a 

company 

OMT 13% 

 

Paid: 67,088 

(16%) 

Unpaid: 

16,949 

(11.9%) 

25.7% Paid: 

27,808 (7%) 

Unpaid: 

3,209 (2%) 

 

Out of 

which with 

also with 

poor 

learning 

content:  

Paid: 

28274 
Unpaid: 

10425 

 

 

Paid: 94,896 

(22.3%) 

Unpaid: 

20,158 (14%) 

 

Paid: 

146,877 

(35%) 

Unpaid: 

64,103 

(45%) 

 

15MS 

CZ, DE, 

DK, EE, IE, 

EL, ES, HR, 

IT, CY, LV, 

MT, NL, SI, 

SK 

ALM

P 

10.5% Paid: 91,832 

(17.2%) 

Unpaid: 

7,616 (10%) 

35% Paid: 

57,118 

(11%) 

Unpaid: 

4,915 (6%) 

 

Out of 

which with 

also with 

Paid: 148,950 

(28%) 

Unpaid: 

12,531(17.6

%) 

Paid: 

177,716 

(33%) 

Unpaid: 

34,998 

(46%) 

15MS 

BG, CZ, 

DE, DK, 

EE, IE, ES, 

HR, CY, 

LT, LU, NL, 

AT, RO, SK 
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poor 

learning 

content:  

Paid: 

46761 
Unpaid: 

6409 

 

 

ECT 11% Paid: 71,875 

(14.3%) 

Unpaid: 

100,076 

(8.1%) 

35% Paid: 

53,790 

(11%) 

Unpaid: 

60,947 (5%) 

Out of 

which with 

also with 

poor 

learning 

content:  

Paid: 

27936 
Unpaid: 

38381 

Paid: 125,665 

(25%)  

Unpaid: 

161,023 

(13%) 

Paid: 

166,618 

(33%) 

Unpaid: 

531,285 

(43%) 

16MS 

BG, CZ, 

DE, DK, 

EE, IE, ES, 

IT, CY, LV, 

NL, AT, PL, 

PT, RO, SI 

MPT Not relevant Not relevant 

for MPT. 

45.7%    11MS 

BG, DE, 

DK, EE, ES, 

CY, LV, 

LU, HU, 

NL, AT 

Gaps in national legislation, systems and procedures  

  No existence of a cap on 

the share of trainees in a 

company  

No legislation limiting duration to 

6 months (source: legal analysis, 

number of Member States)  

No systems of inspections 

or guidance for 

inspectorates  

No procedures for 

registering complaints & 

reporting malpractice  

OMT  15 MS  
CZ, DE, DK, EE, IE, EL, 

ES, HR, IT, CY, LV, 

MT, NL, SI, SK  

20 (+ 2 no information available)  
No restrictions: DK, DE, EE, EL, 

HR, IT, CY, LV, MT, NL, AT, 

SK    
Restrictions but more than 6 

months: BG, CZ, IE, ES, PT, SI, 

SE, FI  

17 MS  
CZ, DK, DE, EE, IE, ES, 

HR, IT, CY, LV, MT, NL, 

AT, PL, PT, RO, SI   
  

16 MS  
CZ, DK, DE, EE, EL, HR, 

IT CY, LV, MT, HU, NL 

AT, PL, PT, RO, SI   
  

ALMP  15 MS  
BG, CZ, DE, DK, EE, IE, 

ES, HR, CY, LT, LU, 

NL, AT, RO, SK  

17 (+ 3 no information available)  
No restrictions: DE, IE, CY, LV, 

NL, AT  
Restrictions but more than 6 

months: BG, ES, HR, IT, LT, LU, 

PT, PL, SK SE, FI  

12 MS  
DE, CZ, EE, EL, ES, HR, 

CY, LV, NL, AT, PL, RO  

10 MS  
CZ, DE, EL, ES, HR, CY, 

NL, AT, PL, RO  

ECT  16 MS  
BG, CZ, DE, DK, EE, IE, 

ES, IT, CY, LV, NL, AT, 

PL, PT, RO, SI  

21 (+ 3 no information available)  
No restrictions: BE, DK, DE, EE, 

IE, EL, ES, CY, MT, NL, PL, PT, 

SI, SK, FI, SE  
Restrictions but more than 6 

months: IT, LV, LT, AT, RO  

12 MS  
CZ, DE, EE, ES, CY, LV, 

NL, AT, PL PT, RO, SI [12 

MS]  

11 MS  
CZ, DE, EE, ES, CY, NL, 

AT, PL, PT, RO, SI  

MPT  No existence of a cap on 

the share of trainees in a 

company  

22 (+ 3 no information available). 

However, not relevant for MPT.  
14 MS  
CZ, DE, EE, EL, ES, CY, 

HR, LV, NL, AT, PL, PT, 

RO, SI,  

11 MS: BG (medical, 

legal), CZ, DE, EL, ES, 

HR, CY, AT, PL, PT, SI   
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2) Poor quality traineeships  

 Number of trainees 

not unpaid trainees by 

type of 

traineeships (139)   

Number of trainees 

without social 

protection coverage 

Number of 

trainees who 

reported not 

learning things 

that are useful 

professionally 

Lack of legal 

requirements for 

written 

agreement/written 

information 

indicating that 

tasks allow 

trainees to work 

towards their 

learning and 

training 

objectives 

Lack of legal 

provisions on a 

supervisor and/or 

mentor for 

trainees 

OMT 156800 Paid: 106,222 (25.3%) 

Unpaid: 82,397 

(57.8%) 

 

Paid: 91,944 

(22%) 

 

Unpaid: 

44,937 (32%) 

11MS 

DK, EE, IE, IT, 

CY, LV, MT, AT, 

HU, PL, SK [11 

MS] 

9MS 

DE, EL, IE, IT, 

LV, MT, AT, PL, 

SK 

ALMP 83200 Paid: 93,281 (17.5%) 

Unpaid: 24,126 (31.8%) 

Paid:  

111,570 (21%) 

Unpaid: 

21,003 (34%) 

CY 3MS 

BG, DE, AT 

ECT 1360000 Paid: 84,208 (16.7%) 

Unpaid: 662,052 

(53.5%) 

Paid:  

81,727 (16%) 

Unpaid: 

257,070 (21%) 

5MS : 

CZ, EE, CY, PL, 

SI  

4MS 

DE, EE, CZ, PL 

MPT - Paid: 16,072 (10.8%) - 3MS: 

 BG, EL, CY 

2MS 

BG, EL 

 

A10.2.  Material Scope 

The 2014 QFT included OMT and ALMP traineeships, but excluded ECT and MPT. For the 

analysis on the extension of the scope, the supporting study assessed the differences between 

the four traineeship types and examined whether there is evidence pointing to the need to create 

an instrument that encompasses all of them.  

 
(139) Data for paid trainees not fairly/proportionately remunerated can only be obtained at aggregated level  
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In terms of prevalence, the supporting study using EU-LFS data showed that, in 2019, the share 

of ECT and MPT of total paid traineeships was 31.1% and 9.2% respectively. Of unpaid 

traineeships, ECT are estimated (based on LFS data) to represent 85%, but no data was available 

on MPT (in EU-LFS). Looking at the trends, the largest growth in relative terms concerns 

MPTs, which are projected to increase by 42.8% (from 158,617 in 2021 to 226,463 in 2030), 

while ECT are expected to increase by 17.5% (from 1,874,428 to 2,202,857). 

The results of the 2023 Eurobarometer grouped by types of traineeships form the starting point 

of the analysis on quality. Results for selected questions are compared to see how they perform 

relative to other traineeship types. The table below aims to help visualise performance by 

grouping the results into two simple categories: the two types under each dimension that exhibit 

better results are coloured in green, while the other two are red. Caution should be taken during 

the interpretation of this simplistic categorisation – which first and foremost serves as a tool for 

comparison across types –  as often they hide differences that are sometimes very modest. 

Table 34: Results from Eurobarometer - green for better performance, red for worse (two-two for each question) 

Type 
Relevance 

to problem 
OMT ALMP ECT MPT 

Traineeship >6 months (Q9) 1 13% 11% 11% 13% 

Not paid (Q14) (LFS estimates in 

bracket) 

2 

42% 

(50) 

38% 

(15) 

52% 

(66) 

35% 

Equivalent conditions – disagree or 

totally disagree (Q13) 

31% 29% 29%
140 

26% 

Mentorship – disagree or totally 

disagree (Q13) 

28% 26% 21% 24% 

No access to social protection – 

numbers in brackets mean partial 

only (Q16) 

37% 

(20) 

23% 

(37) 

33% 

(22) 

18% 

(36) 

No/limited professionally useful 

content (Q13) 

27% 25% 20% 23% 

 

From the above table, it seems that OMT are more problematic across all dimensions that the 

rest of the traineeship types. Conversely, MPT perform relatively well in all but one dimension 

compared to the other 3 types, exhibiting higher shares of traineeships above 6 months 

compared to ALMP and ECT. However, the longer duration appears to be mostly justified by 

the nature of this type of traineeship. 

ECT is shown in red in three dimensions, namely the share of unpaid traineeships, not having 

equivalent conditions to regular employees and the lack of access to social protection. The share 

of unpaid is the highest for ECT. The share of ECT trainees lacking similar working conditions 

to regular employees does not show a marked difference from ALMP trainees, therefore the 

red-green categorisation implies a larger difference than the Eurobarometer results would 

warrant. Finally, lacking access to social protection is likely to follow from the status as 

‘student’ (rather than employee status) in most Member States. In terms of learning content, 

 
140

‘Totally disagree’ 11% vs 9% for ALMP, hence worst categorisation. 
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both ECT and MPT traineeships perform relatively well compared to OMT and ALMP 

traineeships.  

The extension to ECT could lead to an overlap with rules for apprentices, depending on national 

definitions of traineeships and apprenticeships. As apprenticeships are covered by the 

Recommendation on a European Framework for Quality and Effective Apprenticeships, the 

non-binding option would provide flexibility to Member States to assess which of the two 

quality frameworks should apply to VET work-based learning experiences, depending on their 

national and regional specific features.  When doing so, to ensure that all learners in work-based 

learning receive the highest level of protection, Member States would be encouraged (as 

relevant) to apply the framework conditions which are more protective among the two 

frameworks, in line with national circumstances. 

Legal provisions 

To get a sense of the extent to which the different traineeship types are regulated in some of the 

dimensions examined by the problem definition, the table below maps the share of countries 

where there are no provisions in place. The table uses the same colour coding as above.  

Table 35: share (%) of countries without legal provisions - green for better performance, red for worse (two-two for each 

question) 

Type 
Relevance 

for 

problem 
OMT ALMP ECT MPT 

No general requirement on six months cap on 

duration 

1 

80% 
(21 out of 

26) 

76% 
(19 out 

of 25) 

92% 
(23 out of 

25) 

100% 
(24 out of 

24) 
No procedures for registering complaints & 

reporting malpractice 
70% 
(16 out of 

23) 

48% 
(10 out 

of 21) 

55% 
(11 out of 

20) 

50% 
(11 out of 

22) 
Legislation allows for unpaid traineeship 

2 
 

85% 
(22 out of 

26) 

16% 
(4 out of 

25) 

100% 
(26 out of 

26) 

4% for 

medical 
(1 out of 

26) 
12% for 

legal 
(3 out of 

25) 
No legal provisions to ensure that tasks allow 

trainees to work towards their learning and 

training objectives 

48% 
(11 out of 

23) 

4% 
(1 out of 

23) 

25% 
(5 out of 

20) 

14% 
(3 out of 

21) 
No requirement for full access to social 

protection for those under employee contracts 
19% 
(5 out of 26) 

44% 
(11 out 

of 25) 

58% 
(15 out of 

26) 

22% (6 

out of 27 

for 

medical) 

and 59% 

(16 out of 

27 for 

legal) 
No provisions on mentorship 37%  

(9 out of 24) 
12% 
(3 out of 

25) 

21% 
(4 out of 

19) 

9% 
(2 out of 

23) 
Note: shares based on countries where data is available were calculated to avoid biased results due to varying number of 

countries with data gaps 
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Once again, OMT emerge as a more problematic case virtually in all dimensions. However, 

there are two caveats to be kept in mind. The first relates to duration, where MPT are generally 

not expected to have a six-month cap. The second refers to access to social protection, where 

the low share of countries not requiring full social protection is driven by the fact that this 

number only refers to those trainees with employment contracts. In reality, this share is likely 

to be much higher in countries where variable status is possible, and those without employment 

contracts have partial access. Otherwise, the share of EU countries across all of these 

dimensions where there are no legal provisions for OMT is considerably higher than for the 

other traineeship types except for ECT. The latter exhibit a similar trend whereby they remain 

largely unregulated in the dimensions included in the table. It should be noted that for ECT, 

which are typically governed by tripartite agreements in which the university is one of the 

parties, very often the university secures financial support for the student trainee. This implies 

that even if the legislation allows for unpaid ECT, in practice trainees often receive some form 

of financial provision associated with the status of student (rather than as compensation for the 

work done). Conversely, MPT are fairly well-regulated with the exception of procedures for 

registering complaints and reporting malpractice.  

Overall, OMT and ECT appear to be the two types of traineeships with worst performance 

regarding the above provisions, and potentially the most exposed to work relationships 

disguised as traineeships or poor-quality traineeships. This could partially be explained by 

regulatory overlaps between the two types of traineeships. In some cases, the same laws (can) 

apply to both types (for instance in BG, EE, HU, AT, NL). In general, the legal framework 

governing ECT seems to be rather loosely defined and, in some cases, there is no national 

framework to speak of (e.g. PL, PT). However, specific conditions could depend on the 

university, which sets the standards through its involvement in the tripartite agreements 

between the trainee and the traineeship provider. Thus, in practice, the quality of the agreement 

can strongly affect the use and quality of the traineeship, despite the lack of a regulatory 

framework.  It should be noted that the requirement to set tripartite agreements does not exist 

in all Member States (e.g. in IE, CY, AT, PL, PT, RO and FI).  
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ANNEX 11. PROBLEM TREE   
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ANNEX 12. ADDITIONAL INFORMATION ON POLICY 

OPTIONS 

A12.1. Baseline  

• Existing EU Law and Instruments and relevant principles of the 2014 QFT 

Over the years the European Union has built a floor of rights for workers, including 

trainees, who have an employment contract or employment relationship as defined by law, 

collective agreements or practice in force in each Member State, with consideration to the case-

law of the Court of Justice of the European Union. These encompass both individual rights 

(information about working conditions; health and safety; working time; discrimination and 

abuse of non-standard employment; equal treatment at workplace; posting of workers), and 

collective rights (European Works Councils; information and consultation in relation to 

company changes, collective redundancies, transfers of undertakings). Therefore, trainees who 

are considered as workers under EU law will continue to be protected by the provisions of these 

legislative and political instruments, as described below.  

These EU legislative and policy initiatives are expected to support the implementation of 

some of the 2014 QFT principles into the national legislation and could lead to 

improvements in the quality of traineeships, for trainees who are considered workers under EU 

law. Nonetheless,  many trainees who do not classify as workers, but also those who should 

have been classified as workers (but are not), would continue to face challenges in terms of  

working conditions. In the coming years, the number of such trainees can be expected to 

increase given the popularity of traineeships in the youth labour market. The 2014 QFT 

principles provide  guidance to Member States in several domains, however, as already 

discussed, without EU action, limited improvements can be expected regarding national 

(regulatory) framework governing traineeships.   

For trainees who qualify as workers under EU law, several aspects of their working conditions 

including the duration of the traineeship, will continue to be governed by the Fixed-Term 

Work Directive (1999/70/EC)141 and the Part-Time Work Directive (1997/81/EC)142. The 

Fixed-Term Work Directive aims at improving the quality of fixed-term work by ensuring equal 

treatment for fixed-term workers and requires Member States to introduce provisions to 

prevent abuse practice of fixed-term contracts. Specifically, it requires Member States to 

implement at least one of the following measures in their national laws to prevent misuse of 

successive fixed‑term contracts: (1) objective reasons for the renewal of fixed‑term contracts; 

(2) maximum total duration of successive fixed‑term contracts or (3) maximum number of 

renewals of fixed‑term. Such provision should either limit the maximum total duration of 

contracts, or the maximum permitted number of renewals, or they can introduce justifications 

for renewing fixed-term contracts.  It also ensures access by fixed-term workers to appropriate 

training opportunities and to information about vacancies within the undertaking with a view 

to secure a permanent position. The Directive applies to fixed-term workers, who have an 

employment contract or relationship as defined in law, collective agreement, or practice in each 

 
141 Council Directive (1999/70/EC) of 28 June 1999 concerning the framework agreement on fixed-term work concluded by 

ETUC, UNICE and CEEP. 
142 Council  Directive 97/81/EC – the Framework Agreement on part-time working concluded by UNICE, CEEP and the ETUC 

(trade unions). 
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Member State.  It also applies to trainees, if they meet the criteria to be considered workers 

under EU law and provided that Member States have not made use of the possibility of 

excluding initial vocational training relationships, apprenticeship schemes or employment 

contracts and relationships which have been concluded within the framework of a specific 

public or publicly-supported training, integration and vocational retraining programme. 

Nevertheless, there is a great heterogeneity in the national legal provisions implemented in the 

Member States following the transposition of the Fixed-Term Directive, and these national rules 

may not be always fit-for-purpose in the case of trainees. The Part-Time Work Directive sets 

out a list of principles to prevent discriminatory practices towards part-time workers. 

The 2014 QFT includes a number of principles on reasonable duration of traineeships  

(Principles 10-12). The principles were included with the aim to limit distortions to the labour 

market, particularly in terms of the risk of substituting regular jobs with traineeships143.  The 

2014 QFT states that in principle a reasonable duration does not exceed 6 months (Principle 

10), but it does not recommend a minimum duration for traineeships.  However, 

quantitative evidence from a variety of data sources suggests that, in the absence of a policy 

intervention, the number of trainees under contracts longer than 6 months and undergoing 

consecutive traineeships would remain high for all types of traineeships144. The 2014 QFT also 

includes a provision on transparency concerning the renewal or extension of traineeship 

agreements, but it does not address the potential abuse of repeated traineeships, including 

consecutive traineeships, with the same or different employer to circumvent general labour 

law requirements or to replace regular employment.  

Recently adopted legal initiatives are also expected to have some positive impact on the quality 

of remunerated traineeships. The Directive on Transparent and Predictable Working Conditions 

(TPWC) (2019/1152)145  expands workers’ rights and addresses protection for workers in 

precarious jobs, including trainees. It includes the obligation for employers to inform in a 

written form workers about the essential aspects of the employment relationship (duration, 

remuneration, tasks, etc.). Recital 8 of the Directive explains that trainees and apprentices could 

fall within the scope of the Directive, but adds that this is provided that they fulfil the criteria 

for determining the status of a worker established by the Court of Justice of the European 

Union.146 Thus, the Directive is expected to contribute to the integration of Principles 6 to 9 of 

the 2014 QFT (on respecting working conditions applicable to trainees and the clarification of 

rights and obligations of the traineeship agreement) into national legislation and to the 

harmonisation of national regulations. However, Article (4) of the TPWC Directive, which 

outlines the essential aspects of the employment relationship, does not require the provision of 

information on the learning objectives and the arrangements for mentorship, supervision and 

evaluation. These elements have been identified by the evaluation as areas where there is room 

for improvement.  

The 2014 QFT (Principle 2 and 3) recommends to Member States to require that traineeships 

are based on a written agreement which indicates the educational objectives as well all the other 

essential elements of the traineeship. Principle 4 of the QFT requests Member States to promote 

 
143 European Commission (2013) Impact Assessment accompanying the Proposal for a Council Recommendation on a Quality 

Framework for Traineeships (SWD(2013) 495 final). 
144 Evidence on trends in traineeships duration come from the Study supporting the evaluation of the Quality Framework for 

Traineeships and the 2023 Eurobarometer Survey on the Integration of young people into the labour market with a particular 

focus on traineeships. 
145 Directive (EU) 2019/1152 of the European Parliament and of the Council of 20 June 2019 on transparent and predictable 

working conditions in the European Union. 
146 The Directive has been implemented in all Member States except  CZ, LU, AT and SI (transposition deadline was 1 August 

2022). 



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 4: Impact assessment traineeships part 2

 

 

143 

 

best practices as regards learning and training objectives in order to help trainees acquire 

practical experience and relevant skills and to ensure that the tasks assigned to the trainee should 

enable these objectives to be attained. However, the principle of aligning the task of the trainee 

to the learning objectives is among the QFT principles that were least implemented in national 

legal frameworks in Member States. Therefore, it can be assumed that challenges regarding the 

learning and training component of traineeships will persist without stronger EU intervention. 

Regarding the area of the learning content of traineeships, the Council Recommendation on 

individual learning accounts (2022/C 243/03) may contribute to filling some learning gaps by 

supporting the access of all working-age adults (irrespective of their labour force or professional 

status) to training, however it will depend on the implementation of the Recommendation by 

the Member States. 

The 2014 QFT recognises the importance of learning and training. It also notes the importance 

of having recourse to a supervisor who provides guidance, monitoring and assessment of 

progress. In particular, Principle 5 of the 2014 QFT invites Member States to encourage 

traineeship providers to designate a supervisor for trainee. The  evaluation also identified 

having a supervisor or a mentor as a critical element of quality, linked to the learning 

component, contributing to better post-placement outcomes.  

The 2014 QFT recommends employers to be transparent in their vacancy notices about the 

terms and conditions of the traineeship (Principle 14). It explicitly refers to certain financial 

conditions, namely an allowance and/or compensation, as well as health and accident insurance. 

It also recommends transparency about recruitment policies.  

The Directive on adequate minimum wages in the European Union (2022/2041)147 

establishes a framework to improve the adequacy of statutory minimum wages and enhance 

effective access of workers, including trainees qualifying as workers under EU law, to 

minimum wage protection, including through collective bargaining. Article 6 of the Directive 

allows Member States to set different rates of statutory minimum wage for specific groups of 

workers, but they shall ensure that principles of non-discrimination and proportionality, the 

latter including the pursuit of a legitimate aim. However, recital 29 notes that it is important to 

avoid variations being used widely, as they risk having a negative impact on the adequacy of 

minimum wages. The transposition of the Directive can have a positive effect on trainees 

considered as workers under EU law, and could improve  access to traineeships to individuals 

who may lack the financial resources to undertake traineeships, however, it will not ensure that 

trainees are fairly/proportionated remunerated by taking into account comparative factors such 

as the respective weight of learning and work components, the trainee’s tasks and 

responsibilities and the economic value and the intensity of the trainee’s work. 

The Directive to strengthen the application of the principle of equal pay for equal work or work 

of equal value between men and women through pay transparency and enforcement 

mechanisms (2023/970)148 lays down minimum requirements to strengthen the application of 

the principle of equal pay for equal work or work of equal value between men and women (the 

‘principle of equal pay’) enshrined in Article 157 TFEU and the prohibition of discrimination 

laid down in Article 4 of Directive 2006/54/EC, in particular through pay transparency and 

reinforced enforcement mechanisms. The new rules make it compulsory for employers to 

inform job seekers about the starting salary or pay range of advertised positions, whether in the 

 
147 Directive (2022/2041) on adequate minimum wages in the European Union. 
148 Pay Transparency Directive (2023/970) 
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vacancy notice or ahead of the interview. Employers will also be prevented from asking 

candidates about their pay history. Once in the role, workers will be entitled to ask their 

employers for information about average pay levels, broken down by sex, for categories of 

employees doing the same work or work of equal value. They will also have access to the 

criteria used to determine pay and career progression, which must be objective and gender 

neutral. 

The “Recast” Directive 2006/54/EC implementing the principle of equal opportunities and 

equal treatment of men and women in matters of employment and occupation (recast) prohibits 

discrimination between men and women in employment and occupation, including regarding 

“access to all types and to all levels of vocational guidance, vocational training, advanced 

vocational training and retraining, including practical work experience”.149 

The Council Directive 2000/78/EC establishing a general framework for equal treatment 

in employment and occupation introduced the principle of equal treatment in employment 

and occupation to combat discrimination on the grounds of religion, disability, age, or sexual 

orientation. The Directive also requires employers to provide reasonable accommodation for 

persons with disabilities. 

As for the access to social protection, the 2019, the Council Recommendation on the access 

to social protection for workers and self-employed (2019/C 387/01)150 calls for Member 

States to “provide access to social protection to all workers and self-employed persons in the 

Member States” and explicitly mentions trainees among the categories of workers that are 

excluded from social protection in some Member States. However, this does not apply to 

trainees not considered as workers under EU law. New recommendations would thus 

complement the 2019 Council Recommendation on access to social protection for workers and 

self-employed, which is not applicable to trainees who are not considered workers.  

It should also be noted that unpaid traineeships may be covered by existing Union measures on 

“working conditions” adopted on the basis of Article 153(1)(b) TFEU, which address first and 

foremost “workers” and cover trainees only in an ancillary way, namely because trainees work 

at the same workplace. This notably concerns the Council Directive on the introduction of 

measures to encourage improvements in the safety and health of workers at work151. 

Other relevant EU legislation includes the Work-Life Balance Directive152, the Part-Time Work 

Directive153, the Directive establishing a general framework for informing and consulting 

employees154, and the EU’s equal treatment and anti-discrimination acquis.  

Furthermore, the Council Recommendation on Reinforcing the Youth Guarantee155 is 

closely aligned with the objectives of the 2014 QFT and specifically recommends that 

“traineeship offers adhere to the minimum standards laid out in the Quality Framework for 

Traineeships”. The implementation of the reinforced Youth Guarantee is backed up by 

 
149 Article 14, OJ L 204, 26.7.2006, p. 23.  
150 Council Recommendation on the access to social protection for workers and the self-employed (2019/C 387/01). 
151 OJ L 183, 29.6.1989, p. 1–8 
152 OJ L 188, 12.7.2019, p. 79–93 
153 OJ L 14, 20.1.1998, p. 9–14 
154 OJ L 80, 23.3.2002, p. 29–34 
155 OJ C 372, 4.11.2020, p. 1–9 
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significant EU financial support from the European Social Fund+156 and the Recovery and 

Resilience Facility157 in order to support young people in gaining work experience and 

developing the right skills for a changing world of work, in particular those relevant to the green 

and digital transitions. 

 

The 2021 Commission Recommendation on Effective Active Support to Employment 

(EASE) states that Member States “should introduce or strengthen support schemes for […] 

paid traineeships […]” which “should include a strong training component and be subject to 

monitoring and evaluation, offering a path to stable labour market integration”, and emphasises 

that support “should be linked to the relevant frameworks fostering job quality, such as […] the 

Quality Framework for Traineeships”158. 

A12.2.  List of measures regarding the unequal access to quality traineeships  

The following measures aim to address the barriers to access to traineeships for vulnerable 

groups, as well as to quality cross-border and remote/hybrid traineeships. They aim to address 

gaps identified in the evaluation, by relevant stakeholders, the 2023 Eurobarometer, and by 

the study.   

Unequal access to quality traineeships for vulnerable groups  

The  measures to address the drivers of unequal access to quality traineeships for vulnerable 

groups consist of:  

• increasing outreach to vulnerable groups  

o targeted outreach to vulnerable groups to increase their access to traineeship 

opportunities either through national level campaigns and/or actions at the level 

of traineeship providers to make people belonging to vulnerable groups equally 

aware of existing traineeship opportunities  

• ensuring equal treatment  

o applying equal treatment of all candidate trainees, regardless of their 

background, through neutral language in vacancies and through non-

discriminatory recruitment processes  

• increased awareness-raising of traineeship opportunities as well as of the quality 

standards for quality traineeships for both trainees and traineeship providers  

o raising awareness amongst candidate trainees, in particular those belonging to 

vulnerable groups, of the benefits of quality traineeships in terms of facilitation 

to the labour market and increased employability through information 

campaigns   

 
156 With a budget of around EUR 99 billion for 2021-2027, the European Social Fund Plus (ESF+) continues to be the EU’s 

key instrument to support the implementation of the reinforced Youth Guarantee. Member States which experience an above 

average rate of young people not in employment, education or training (NEET) need to devote at least 12.5% of their ESF+ 

funding to targeted youth employment measures. The other Member States need to dedicate an appropriate amount to 

implement the reinforced Youth Guarantee in line with the gravity of their youth employment challenges. 
157 One of the six pillars of the RRF is aimed at policies for the next generation. The measures included in Member States’ 

Recovery and Resilience Plans should be consistent with the reinforced Youth Guarantee. 
158 OJ L 80, 8.3.2021, p. 1–8 
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o raising awareness of what constitute quality traineeships amongst trainees and 

traineeship providers through information campaigns and mutual learning 

activities  

• increasing conformity to transparency requirements on vacancies   

o building on the existing transparency requirements of the existing QFT 

(baseline), strengthening vacancies in terms of information provided on working 

conditions (including remuneration and social protection) and expected learning 

elements (assignment of supervisor and mentor as well as learning objectives 

and related tasks)  

• remuneration and social protection  

o encouraging the provision of remuneration and access to social protection to 

allow candidate trainees belonging to vulnerable groups to take up traineeship 

opportunities despite social precariousness and limitations regarding financial 

means   

• ensuring adaptable and accessible workplaces for trainees with disabilities    

• promote inclusive traineeships by adapting traineeship programmes and 

workplaces to individual needs (such as tailored trainings, digital tools and 

office equipment), in particular for trainees with disabilities  

 Unequal access to cross-border traineeships  

The  measures to address access to cross-border traineeships are:   

• improve information provision on cross-border traineeships    

• increase awareness of the benefits of cross-border traineeships (such as the 

improvement of linguistic skills and gaining experience in other cultural 

environments) through awareness-raising campaigns and/or networks  

• facilitate cross-border traineeships, using the potential of the European cooperation 

network of employment services (EURES)  

o clarify national traineeship regulations in Member States by providing 

information and guidance to trainees using EURES   

o increase awareness of traineeship opportunities abroad through easing access to 

cross-border traineeship vacancies using EURES 

• encourage that the principles of the reinforced Quality Framework for Traineeships are 

applied in traineeship mobility agreements with hosting organisations outside the EU. 

Unequal access to remote/hybrid traineeships  

The  measures to address access to remote/hybrid traineeships are:   

• facilitate remote and hybrid traineeships through an appropriate working environment 

including equipment and mentoring    

o provide guidance to employers on establishing the minimum enabling conditions 

(in terms of equipment, infrastructure, and appropriate work organisation, tasks, 

supervision and mentorship) to ensure accessibility of remote/hybrid 

traineeships  

o encourage financial incentives for employers to invest in adaptations of the 

working environment to make traineeships remote/hybrid proof, without 

overburdening candidate trainees   
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• ensure quality criteria apply to remote/hybrid traineeships  

o extend the quality criteria of the quality framework on traineeships to 

remote/hybrid traineeships   
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ANNEX 13. IMPACTS AND COMPARISON OF OPTIONS  

A13.1. Member States mostly affected by each policy option  

• Policy options A1.1, A1.2 and A1.3: Facilitate and strengthen enforcement and 

support trainees 

 

a) Evidence from Member Sates on the impact of increasing dedicated inspections 

and controls  

In IE dedicated joint investigations involving Revenue Commissioners and the Department of 

Social Protection detected almost 200 cases of disguised self-employment in the construction 

sector in 2014-2015.   

In SE, in 2012 the Swedish Tax Agency implemented a new initiative to regulate foreign self-

employed drivers and the hauliers that engaged. This resulted in the detection of over 300 

falsely self-employed foreign drivers  within months.  

In FR in 2020, out of 107,490 controls from labour inspectors (on all aspects of labour law, not 

just related to traineeships), 10 penalties were addressed for misuse of traineeships159, a stable 

figure with 8 penalties for misuse of traineeships in 2019 and 9 in 2018.160 In 2018, the average 

penalty from the French labour inspection to organisations for misuse of traineeships was EUR 

293 per trainee, and EUR 25,879 per organisation.161 

b) Existence of specific systems of inspections or guidance for inspectorates on 

traineeships  

Type of 

traineeship  
No systems of inspections or guidance for inspectorates 

OMT 
CZ, DK, DE, EE, IE, ES, HR, IT, CY, LV, MT, NL, AT, PL, PT, RO, SI  

[17 MS] 

ALMP 
DE, CZ, EE, EL, ES, HR, CY, LV, NL, AT, PL, RO [12 MS] 

ECT 
CZ, DE, EE, ES, CY, LV, NL, AT, PL PT, RO, SI [12 MS] 

MPT CZ, DE, EE, EL, ES, CY, HR, LV, NL, AT, PL, PT, RO, SI [14 MS] 

c) Existence of specific  procedures for registering complaints & reporting 

malpractice for trainees/traineeships 

Type of 

traineeship  
No procedures for registering complaints & reporting malpractice 

OMT 
CZ, DK, DE, EE, EL, HR, IT CY, LV, MT, HU, NL AT, PL, PT, RO, SI  

[16 MS] 

 
159 With regard to French legislation, this can relate among others to the maximum duration of 6 months, the ratio of trainees 

to employees in the establishment, the working hours and the designation of a tutor. See Article L124-17 of Education Code.   
160 See annual reports of labour inspection: Direction Générale du Travail (2021). L’inspection du travail en France en 2020; 

Direction Générale du Travail (2020). L’inspection du travail en France en 2019 ; Direction Générale du Travail (2019). 

L’inspection du travail en France en 2018 
161 Direction Générale du Travail (2019). L’inspection du travail en France en 2018. 
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ALMP 
CZ, DE, EL, ES, HR, CY, NL, AT, PL, RO [10 MS] 

ECT 
CZ, DE, EE, ES, CY, NL, AT, PL, PT, RO, SI [11 MS]  

MPT 
BG (medical, legal), CZ, DE, EL, ES, HR, CY, AT, PL, PT, SI  

[11 MS]  

 

• Policy Options A2.1 and A.2.2: Prevent the problematic use of traineeships – 

provisions on duration 

Type of 

traineeship 
Challenge Member States affected 

OMT 

Member States with no 

restrictions on duration 

DK, DE, EE, EL, HR, IT, CY, LV, 

MT, NL, AT,  SK   

[12 MS] 

Member States with legal 

restriction but more than 6 

months (some contracts) 

BG, CZ, IE, ES, PT, SI, SE, FI  

[8 MS] 

ALMP 

Member States with no 

restrictions 

DE, IE,  CY, LV, NL, AT 

[6 MS] 

Member States with legal 

restriction but more than 6 

months (some contracts) 

BG, ES, HR, IT, LT, LU, PT, PL, SK 

SE, FI  

[11 MS] 

ECT 

Member States with no 

restrictions 

BE, DK, DE, EE, IE, EL, ES, CY, 

MT, NL, PL, PT, SI, SK, FI, SE [16 

MS] 

Member States with legal 

restriction but more than 6 

months 

IT, LV, LT, AT, RO  

[5 MS] 

MPT 

Member States with no 

restrictions 

CZ, DK, DE, EL, CY, LV, MT  

[7 MS] 

Member States with legal 

restriction but more than 6 

months 

BE, BG, EE (medical), ES, LT, LU, 

HU, NL, AT, PL (medical), PT, RO, 

SK (legal), FI (legal), SE [15 MS] 

  

• Policy option B2.1 and B2.2: Improve the learning component of traineeships  

 

a) Lack of legal provisions requiring a written agreement/written information 

indicating that tasks allow trainees to work towards their learning and training 

objectives 

Type of 

traineeship  

Lack of legal requirements for written agreement/written information 

indicating that tasks allow trainees to work towards their learning and 

training objectives 

OMT 
DK, EE, IE, IT, CY, LV, MT, AT, HU, PL, SK [11 MS]  

ALMP 
CY [1 MS]  
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ECT 
CZ, EE, CY, PL, SI [5 MS]  

MPT BG, EL, CY [3 MS]  

 

b) Lack of legal provisions on a supervisor and/or mentor for trainees 

Type of 

traineeship  
No procedures for registering complaints & reporting malpractice 

OMT 
DE, EL, IE, IT, LV, MT, AT, PL, SK [9 MS] 

ALMP 
BG, DE, AT [3 MS]  

ECT 
DE, EE, CZ, PL [4 MS]  

MPT BG, EL [2 MS]  

 

• Policy option under Policy Area C - Improving equal access to traineeships 

In the supporting study, public authority respondents from CY, LT, RO and SK and trade unions 

from BG, HR, and PL reported that there were no measures implemented in their countries to 

improve the accessibility of traineeships to vulnerable groups (e.g. persons with disabilities, 

from minorities or low economic background). At least these countries could thus be affected 

by the policy measures under Policy Area C.  Regarding remote/hybrid traineeships, it appears 

that ten Member States (DE, EE, EL, CY, LV, NL, AT, PT, RO, NL) have no formal 

teleworking arrangements for any type of traineeship. The ones that have, most often, apply the 

arrangements to all types of traineeships. Therefore, at least the aforementioned 10 Member 

States may be affected by the options to increase accessibility to remote/hybrid traineeships. 

Table 36: Legal analysis - existence of teleworking arrangements 

Type of 

traineeship 

No existence of teleworking arrangement  

OMT DE, EE, EL, IT, CY, LV, MT, NL, AT, PL, PT, RO [12 MS] 

ALMP DE, EE, EL, ES, CY, LV, NL, AT, PL, PT, RO, SK [12 MS] 

ECT CZ, DE, EE, EL, ES, CY, LV, NL, AT, PL, PT, RO, SK [13 MS] 

MPT BG, DE, EE, EL, ES, CY, LV, NL, AT, PT, RO [11 MS] 
Source: Study exploring the context, challenges, and possible solutions in relation to the quality of traineeships in the EU, 

forthcoming (VT/2022/047). 

Note: NA indicate cases where such traineeship types are not known (FR for OMT, HU and SI for ALMP, HR for ECT). For 

ALMP, in SI there are no formal traineeship contracts and therefore this is treated as NA. For ECT, HR is marked as NA is 

these traineeships are conducted on a free market basis. 
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A13.2. Details on Comparison of options 

• Effectiveness  

Options under Area 

A: Addressing the 

problematic use of 

traineeships   

Baseline A1.1 A1.2 A1.3 A2.1 A2.2 

Primary Specific 

objectives 
 

SO1: Facilitate and strengthen enforcement 

of applicable legislation and support 

trainees in accessing their rights 

 

SO2: Facilitate prevention 

of problematic use of 

traineeships 

Effectiveness 0 + ++ ++/+++ + +/++ 

Indicators for 

comparing policy 

options 

 

➢ Number of trainees (workers or not) benefiting from inspections and 

enforcement to ensure their rights. 

➢ Reduction in the number of paid trainees doing traineeships of a total duration 

of more than 6 months, including consecutive/repeated traineeships with the 

same employer as well as those who also had a poor learning content. 

➢ Number of trainees doing traineeships with a duration longer than 6 months as 

well as those doing long (> 6 months) consecutive/repeated traineeships with 

the same or different employers 

Options under Area 

B: Addressing the 

poor quality of 

traineeships 

Baseline B1.1 B1.2 B1.3 B2.1 B2.2 

Primary Specific 

objectives 
 

SO3. Support fair working conditions for 

traineeships, including remuneration and 

access to social protection 

SO4: Improve the learning 

component  of traineeships 

Effectiveness  0 + +++ +++ + +/++ 

Indicators for 

comparing policy 

options 

 

➢ Number of trainees to benefit from fair/proportionate remuneration and access 

to social protection. 

➢ Transparency on working conditions, tasks and learning content (trainees 

benefiting from written agreement and mentorships)  

Option under Area 

C: measures 

improving access to 

traineeships 

Baseline C.1  

 

  

Primary Specific 

objectives 
 

SO5. Foster inclusiveness and improve access to traineeship opportunities 

Effectiveness  0 ++     

Indicators for 

comparing policy 

options 

 

➢ Number of trainees (in particular vulnerable groups) benefiting from increased 

accessibility to all traineeships, including cross-border and remote/hybrid 

traineeships 

Option under Area 

D: Extending the 

scope to all 

traineeships 

Baseline D1  

 

  

Specific objectives  
 

All 

Effectiveness  0 ++  
 

  

Indicators for 

comparing policy 

options 

 

➢ Number of trainees benefiting from fair/proportionate remuneration, access to 

social protection, transparency on working conditions, tasks and learning 

content, inclusiveness of and access to traineeships  

All  ➢ Expected level of implementation by Member States 
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• Efficiency  

Options under Area 

A: Addressing the 

problematic use of 

traineeships   

Baseline A1.1 A1.2 A1.3 A2.1 A2.2 

Primary Specific 

objectives  

SO1: Facilitate and strengthen 

enforcement of applicable legislation and 

support trainees in accessing their rights 

SO2: Facilitate prevention 

of problematic use of 

traineeships 

Efficiency 0 0 + +/++ 0 0 

Indicators for 

comparing policy 

options 

 

➢ Fulfilment of objectives in view of the following costs 

➢ Compliance  costs on employers/traineeship providers  

➢ Enforcement costs on public authorities 

➢ Adjustment costs for employers/traineeship providers for more frequent 

recruitment  

➢ Revenue to public sector (fines) 

Options under Area 

B: Addressing the 

poor quality of 

traineeships 

Baseline B1.1 B1.2 B1.3 B2.1 B2.2 

Primary Specific 

objectives 
 

SO3. Support fair working conditions for 

traineeships, including remuneration and 

access to social protection 

SO4: Improve the learning 

component of traineeships 

Efficiency 0 0 0 0 0 0 

Indicators for 

comparing policy 

options 

 

➢ Fulfilment of objectives in view of the following costs 

➢ Costs related to fair / proportionate remuneration and access to social 

protection 

➢ Cost to provide written agreement and on mentorship 

➢ Enforcement costs on public authorities 

Option under Area C: 

measures improving 

access to traineeships 

Baseline C.1     

Primary Specific 

objectives 
 

SO5. Foster inclusiveness and improve access to traineeship opportunities 

Efficiency 0 0     

Indicators for 

comparing policy 

options 

 
➢ Fulfilment of objectives in view of the following costs 

➢ Compliance costs for traineeship providers and public authorities 

Option under Area D: 

Extending the scope 

of recommendations 

to all traineeships 

Baseline D.1     

Specific objectives  All 

Efficiency 0 0/+     

Indicators for 

comparing policy 

options 

 
Fulfilment of objectives in view of the following costs 

➢ Compliance costs for traineeship providers and public authorities 

All 

 ➢ One-off adjustment costs for business for familiarisation with all new 

provisions  

➢ One-off enforcement costs for public authorities for integration of new 

provisions into national law  
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• Coherence 

 

Options under Area A: 

Addressing the problematic use of 

traineeships   

Baseline A1.1 A1.2 A1.3 A2.1 A2.2 

Primary Specific objectives  

SO1: Facilitate and strengthen 

enforcement of applicable legislation and 

support trainees in accessing their rights 

 

SO2: Facilitate 

prevention of 

problematic use 

of traineeships 

Coherence 0 ++ ++ ++ ++ ++ 

Options under Area B: 

Addressing the poor quality of 

traineeships 

Baseline B1.1 B1.2 B1.3 B2.1 B2.2 

     

Coherence 0 ++ ++ ++ ++ ++ 

Options under Area C: Measures 

improving access to traineeships 
Baseline C1  

 
  

Primary Specific objectives  

SO3. Support fair working conditions for 

traineeships, including remuneration and 

access to social protection 

SO4: Improve the 

learning 

component  of 

traineeships 

Primary Specific objectives  
SO5. Foster inclusiveness and improve access to traineeship 

opportunities 

Coherence 0 +    

Options under Area D: Extending 

the scope of recommendations to 

all traineeships 

Baseline D1    

Specific objectives  All 

Coherence 0 +    

Indicators for comparing policy 

options 

 ➢ Treaty Objective  

➢ Principles of EPSR 

➢ Fundamental Rights of the European Union  

➢ EU labour acquis 

➢ Strategy for rights of persons with disabilities 2021 – 2030 

(area C) 

➢ Erasmus+ (areas C and D) 
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• Proportionality 

 

Options under policy Area A: Addressing 

the problematic use of traineeships   

Baseline A1.1 A1.2 A1.3 A2.1 A2.2 

Primary Specific objectives  

SO1:  Facilitate and 

strengthen the enforcement of 

applicable legislation and 

support trainees in accessing 

their labour rights 

SO2:  Prevent the 

problematic use of 

traineeships 

Proportionality 0 0/+ + +/++ +/++ 0/+ 

Options under  Area B: Addressing the 

poor quality of traineeships 
Baseline B1.1 B1.2 B1.3 B2.1 B2.2 

Primary Specific objectives  

SO3. Support fair working 

conditions for traineeships, 

including remuneration and 

access to social protection 

SO4: Improve the 

learning component 

of traineeships 

Proportionality 0 0/+ ++ 0/+ + 0 

Options under Area C: Measures 

improving access to traineeships 
Baseline C1     

Primary Specific objectives  
SO5. Foster inclusiveness and improve access to 

traineeship opportunities 

Proportionality 0 +    

Options under Area D: Extending the 

scope of recommendations to all 

traineeships 

Baseline D1     

Specific objectives  All 

Proportionality 0 +     

Indicators for comparing policy options 

➢ Uncertainty of the scale of the problem 

➢ Expected benefits and costs 

➢ Choice of instrument 

➢ Scope for national consideration 

➢ Broader subsidiarity considerations 
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A13.3. Overview of impacts of all policy options 

Estimation of benefits  

1) Evidence underpinning the assessment of impacts on number of trainees under Area A 

(rough proxies, full implementation) 162  

Table 37: Summary of data on traineeships, 2019 data  
Opti
on 

 
Traineeship Type  

Paid 
OMT 

Paid 
ALMP 

Paid ECT 
Total 
paid 

Unpaid 
OMT 

Unpaid 
ALMP 

Unpaid 
ECT 

Total 
unpaid 

Overall 
total 

A1.1 

1) Number of trainees 
that could benefit from 
controls and 
inspections 

   
1.6 

million 
   

1.5 
million 

3.1 
million 

 

A1.2 
and 
A1.3 

2) Number of trainees 
doing traineeships of a 
total duration of more 
than 6 months, 
including 
consecutive/repeated 
traineeships with the 
same employer (4+5) 

94,896 148,950 125,665 369,511 NA 

3) Number of trainees 
doing traineeships of a 
total duration of more 
than 6 months, 
including 
consecutive/repeated 
traineeships with the 
same employer and 
had a poor learning 
content  

28274 46761 27936 102.971 
NA 

 

A2.1 
and 
A2.2 

4) Number of trainees 
doing traineeships 
more than 6 months 

67,088 91,832 71,875 230,800 16,949 7,616 100,076 124,641 355,436 

5) Number of trainees 
doing 
consecutive/repeated 
traineeships with the 
same employers of 
duration more than 6 
months  

27,808 57,118 53,790 138,716 3,209 4,915 60,947 69,071 207,787 

6) Number of trainees 
who did  
consecutive/repeated 
traineeships with 
different employers at 
some point in their life  

146,877 177,716 166,618 491,211 64,103 34,998 531,285 630,386 
1,1 

million 

7) Number of trainees 
doing traineeships of a 
total duration of more 
than 6 months, 
including 
consecutive/repeated 
traineeships with the 
same employer and 
had a poor learning 
content  

28274 46761 27936 102971 10425 6409 38381 55,215 158,186 

 

 
162 Full implementation comprises full delivery on both the legislative options for trainees considered workers (proxied by paid 

trainees and on the non-legislative option for non-workers (for details, see section 6.1 of the IA report). 
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2) Potential number of trainees to benefit from policy options under Area B 

2.1. Paid trainees  who potential could be considered as not being fairly /proportionately 

remunerated (Options B1.2 and B1.3)  

The table below provides different proxies on the number of  paid trainees not fairly 

/proportionately remunerated. The shares are estimates on the basis of the total number of paid 

trainees: 1.6 million (see Annex A7.1 on the prevalence of paid trainees and Annex A4.4 for 

methodology). 

Different options to obtain a proxy for 

the number of  paid trainees not fairly 

/proportionately remunerated 

Corresponding 

number of 

trainees 

22% of paid trainees stated that their 

compensation was not at all sufficient to 

cover basic living expenditures 

353,000 

38% - average of 22% (above) and 54% 

(below) 
610,000 

54% of paid trainees stated that   they 

received below the minimum wages 
870,000 

62% of paid trainees stated that their 

compensation was not sufficient to cover 

basic living expenditures 

1 million 

2.2. Total number of all trainees (paid and unpaid) who could potential receive fair 

/proportionate remuneration (Option B1.1)  

The table below provides different estimates on the number of trainees (paid and unpaid) not 

fairly /proportionately remunerated under 3 scenarios, based on the estimations under point 2.1 

above (see Annex A7.3 on the prevalence of unpaid trainees). 

Scenario 1: 22% of paid trainees would benefit and 485,200 - 1.5 million unpaid trainees 

(depending on implementation) 

Implementation  by 

Member States 

Paid trainees 

(22% scenario) 

Unpaid 

trainees 

Total 

33% 353,000 485,200 838,200 

66% 353,000 970,400 1,323,400 

100% 353,000 1,455,600 1,808,600 

Scenario 2: 38% of paid trainees would benefit and 485,200 - 1.5 million unpaid trainees 

(depending on implementation) 

Implementation  by 

Member States 

Paid trainees 

(38% scenario) 

Unpaid 

trainees 

Total 

33% 610,000 485,200 1,095,200 

66% 610,000 970,400 1,580,400 

100% 610,000 1,455,600 2,065,600 
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Scenario 3: 54% of paid trainees would benefit and 485,200 - 1.5 million unpaid trainees 

(depending on implementation) 

Implementation  by 

Member States 

Paid trainees 

(54% scenario) 

Unpaid 

trainees 

Total 

33% 870,000 485,200 1,355,200 

66% 870,000 970,400 1,840,400 

100% 870,000 1,455,600 2,325,600 

2.3. Share of trainees who could benefit for access to social protection – Area B1 

Implementation  by 

Member States 
Paid Trainees Unpaid trainees Total 

Conservative (33%) 99,928 252,192 352,119 

Optimistic (66%) 199,855 512,383 712,239 

Full (100%) 299,783 768,575 1,068,358 

Note: Shares based on the number of trainees without access to social protection (Annex A9.2) 

2.4. Number of trainees who could benefit from the measure on the written agreement  

(Area B2) (see Annex A4.4.2 for methodology) 

 B2.1 B2.2 

Implementation  

by Member 

States 

All 

trainees 

Paid 

trainees 

Unpaid 

trainees 
Total 

 

33% 202,896 264,780 114,636 379,416  

66% 405,792 264,780 229,272 494,052  

100% 608,688 264,780 343,908 608,688  
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 Estimation of costs per policy options 

• Enforcement costs (EUR) – Options A1.1, A1.2 and A1.3 

Regarding enforcement costs the conservative scenario assumes that only training costs are 

introduced compared to the baseline, the middle scenario considers trainings costs and the costs 

of recruiting half of the required labour inspectors, the optimistic costs scenario considers the 

costs of training and hiring all the labour inspectors required to fill existing gaps (see Annex 

4.6 for methodology). 

  A1.1 A1.2 & A1.3 

Enforcement 

Scenarios/ 

Implementation  

by Member 

States   

Conservative 

(only 

training) 

Middle        

(close 

half 

gap) 

Optimistic 

(close full 

gap) 

Conservative 

(only 

training) 

Middle        

(close 

half 

gap) 

Optimistic 

(close full 

gap) 

Conservative 

(33%) 
8,910 260,700 363,000 

27,000 790,000 1.2 million 
Optimistic 

(66%) 
17,820 521,400 726,000 

Full (100%) 27,000 790,000 1.2 million 

 

• Cost from measure on ensuring transparency of vacancies cost (EUR) – Options in 

Area A1 (see Annex A7.1 for methodology) 

 

 Implementation  by 

Member States   
A1.1 A1.2 & A1.3 

Conservative (33%) 15 million 

46 million  Optimistic (66%) 30 million 

Full (100%) 46 million 

 

• Recruitment costs (EUR) Options in Area A2 ( see Annex A7.2 for methodology) 

 

 Implementation  by 

Member States   
A2.1 A2.2 

Conservative (33%) 22 million 

68 million  Optimistic (66%) 45 million 

Full (100%) 68 million 
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• Labour costs – Options under area B1 

To estimate the labour costs, 3 different scenarios were considered: 22% of paid trainees would 

benefit; 38% of paid trainees would benefit and 54% would benefit (see point 2.1 in section 

A13.3.1). Annex 4.8 provide additional information on the methodology.   

Also, two scenarios were considered for the benchmark wage: 1) minimum wage and 60% of 

the wage of comparable workers. In both  scenarios it is assumed that all ALMP trainees and 

paid ECT trainees would receive the minimum wage. Regarding unpaid ECT trainees two cases 

are considered: 1) around 1/5 of  unpaid ECT would receive minimum wage and 2) all unpaid 

ECT trainees will receive 60% of the minimum wage.  

Case 1: around 1/5 of unpaid ECT to get the MW 

 

Case 2: All unpaid ECT to get the MW   

 

 Implementation 

Minimum 

Wage 

benchmark

Costs under the 

60% wage 

benchmark

Minimum 

Wage 

benchmark

Costs under the 

60% wage 

benchmark

Minimum 

Wage 

benchmark

Costs under the 

60% wage 

benchmark

B1.1

Full (100%) 2,234,927,758 2,193,799,265 2,264,866,193 2,252,714,059 2,294,804,626 2,311,628,861

Conservative (33%) 744,975,919 731,266,422 754,955,398 750,904,686 764,934,875 770,542,954

Optimistic (66%) 1,489,951,839 1,462,532,843 1,509,910,795 1,501,809,373 1,529,869,751 1,541,085,907

B1.2 & B1.3

Paid trainees 41,165,345 81,007,850 71,103,780 139,922,644 101,042,213 198,837,446

Unpaid trainees 2,193,762,413 2,112,791,415 2,193,762,413 2,112,791,415 2,193,762,413 2,112,791,415

Unpaid conservative 

(33%) 731254137.7 704263805 731254137.7 704263805 731254137.7 704263805

Unpaid optimistic 

(66%) 1,462,508,275 1,408,527,610 1,462,508,275 1,408,527,610 1,462,508,275 1,408,527,610

Total trainees 2,234,927,758 2,193,799,265 2,264,866,193 2,252,714,059 2,294,804,626 2,311,628,861

Conservative (33%) 772,419,483 785,271,655 802,357,918 844,186,449 832,296,351 903,101,251

Optimistic (66%) 1,503,673,620 1,489,535,460 1,533,612,055 1,548,450,254 1,563,550,488 1,607,365,056

Scenario 1: 22% of paid trainees 

to benefit

Scenario 2: 38% of paid trainees to 

benefit

Scenario 3: 54% of paid trainees 

to benefit

 Implementation 

Minimum 

Wage 

benchmark

Costs under the 

60% wage 

benchmark

Minimum 

Wage 

benchmark

Costs under the 

60% wage 

benchmark

Minimum 

Wage 

benchmark

Costs under the 

60% wage 

benchmark

B1.1

Full (100%) 1,588,921,255 1,835,532,966 1,618,859,690 1,894,447,760 1,648,798,123 1,953,362,562

Conservative (33%) 529,640,418 611,844,322 539,619,897 631,482,587 549,599,374 651,120,854

Optimistic (66%) 1,059,280,837 1,223,688,644 1,079,239,793 1,262,965,173 1,099,198,749 1,302,241,708

B1.2 & B1.3

Paid trainees 41,165,345 81,007,850 71,103,780 139,922,644 101,042,213 198,837,446

Unpaid trainees 1,547,755,910 1,754,525,116 1,547,755,910 1,754,525,116 1,547,755,910 1,754,525,116

Unpaid conservative 

(33%) 515,918,637 584,841,705 515,918,637 584,841,705 515,918,637 584,841,705

Unpaid optimistic 

(66%) 1,031,837,273 1,169,683,411 1,031,837,273 1,169,683,411 1,031,837,273 1,169,683,411

Total trainees 1,588,921,255 1,835,532,966 1,618,859,690 1,894,447,760 1,648,798,123 1,953,362,562

Conservative (33%) 557,083,982 665,849,555 587,022,417 724,764,349 616,960,850 783,679,151

Optimistic (66%) 1,073,002,618 1,250,691,261 1,102,941,053 1,309,606,055 1,132,879,486 1,368,520,857

Scenario 1: 22% of paid trainees 

to benefit

Scenario 2: 38% of paid trainees to 

benefit

Scenario 3: 54% of paid trainees 

to benefit
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• Access to social protection – Options under Area B1 (Annex A4.8 for methodology) 

Implementation  

by Member 

States   

All options under Area B1 

(B1.1, B1.2, B1.3) 

Conservative 

(33%) 
2.8 billion 

Optimistic 

(66%) 
5.4 billion 

Full (100%) 8.4 billion 

 

• Written agreement costs – Options under Area B2 (EUR) (see Annex A4.9) 

  B2.1 B2.2 

Type of trainees/ 

Implementation  

by Member States   

All 

trainees 

Paid 

trainees 

Unpaid 

trainees 

All 

trainees 

Conservative 

(33%) 

27 

million 

30 

million 

17 

million 

47 

million 

Optimistic (66%) 
53 

million 

30 

million 
33 

million 

63 

million 

Full (100%) 
80 

million 

30 

million 
50 

million 

80 

million 
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Summary table 

Options Indicator Legislative Non-legislative Total Indicator Legislative Non-legislative Total

A1.1

1) Number of trainees 

that could benefit from 

controls and 

inspections 

A1.2

A1.3

A2.1

A2.2 up to 230,800

up to 42,000 - 

124,600 

(depending on 

implementation)

up to 272,800 - 

355,436 

(depending on 

implementation) 

up to 138,700

up to 23,000 - 

69,000 (depending 

on 

implementation)

up to 161,700 - 

207,787 

(depending on 

implementation)

B1.1

B1.2

B1.3

B2.1

B2.2
up to 265,000 

trainees

115,000 – 343,000 

unpaid trainees 

could benefit 

(depending on 

implementation. 

380,000 – 609,000 

unpaid trainees 

could benefit 

(depending on 

implementation. 

8) Number of trainees 

having access to a 

mentor

up to 212,000-637,000 trainees  (depending on 

implementation)

9) Number of trainees 

to potentially benefit 

from a written 

agreement 

up to 203,000 – 609,000 trainees  (depending on 

implementation)

up to 353,000 to 

870,000  paid 

trainees (depending 

on scenario)

up to 500,000-1.5 million unpaid 

trainees (depending on 

implementation)

BENEFITS

NA

up to 68,000 - 207,800 (depending on implementation)

social protection: 352,000 - 1,07million trainees 

(depending on implementation) 

2) Number of paid 

trainees doing long 

traineeships incl.. 

consecutive/repeated 

traineeships with the 

same employer (4) + (5)

up  370,000 but 

more under A1.3 

up to 117,000 -  355,400 (depending on implementation)

3) Number of trainees 

doing long 

traineeships with a 

poor learning content 

(sub-set of indicator 2)

4) Number of trainees 

doing traineeships 

more than 6 months

5) Number of trainees 

doing long 

consecutive/repeated 

traineeships with the 

same employers

up to 1.02 - 3.1 mill (depending on implementation) 

up  100,000 but 

more under A1.3
NA

6) Number of trainees 

benefiting from 

fair/proportionate 

remuneration 

7) Number of trainees 

benefiting from access 

to social protection 

 remuneration: up to 840,000-1.8million trainees   

(depending on implementation) 

NA NA
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Options Indicator Legislative Non-legislative Total

A1.1

A1.2

A1.3

A2.1

A2.2 up to EUR 68 million NA up to EUR 68 million 

B1.1

B1.2

Remuneration  paid trainees: 

EUR 41 million (MW 

benchmark); 81 million (60% 

benchmark) (22% scenario)

B1.3

B2.1

B2.2 up to EUR 30 million 

up to 17-50  million 

(depending on 

implementation)

EUR 47 - 80 million 

(depending on 

implementation)

EUR 9,000 – 27,000 (depending on implementation and if only training) to around 

363,000 - 1.2 million (depending on implementation and optimal number of 

inspectors hired)

EUR 27,000 (training) -1.1 

million (hire optimal number 

of inspectors hired)

NA

COSTS

Enforcement cost

Remuneration unpaid trainees:  EUR 731,2 million - 

2.19 billion (MW benchmark) and EUR 704.2 million - 

2.11 billion (60% benchmark, depending on 

implementation)       

   Social protection: EUR 2.8 – 8.4 billion (depending on implementation)

NA

Recruitment costs

up to EUR 22-68 million (depending on implementation)

Costs for written agreement

up to EUR 27-80 million (depending on implementation)

Labour costs

Remuneration (paid and unpaid): EUR 745 million – 2.23 billion (MW benchmark);

EUR 732 million – 2.19 billion (60% benchmark)  - both depending on 

implementation                                
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The impacts in Policy areas A, B and C already take into account the extended scope explained 

in Policy area D.   

• Summary of impacts under all policy options  

Table 38: Summary of impacts under all options 

Impact Baseline All measures 

Economic impacts 

Familirisation costs for  

traineeship providers 

none Transversal small adjustment costs (between EUR 53 for SMEs and EUR 39 

for larger companies) 

Enforcement costs for public 
authorities   

none Integration of provisions into the national regulatory scheme 

Fundamental rights 

Benefits none Policy options under policy areas A, B, and D are expected to contribute to 

ensuring the right to workers’ equality before the law (Article 20), the right to 
fair working conditions (Article 31), access to adequate social protection 

(Article 34) and healthcare (Article 35). These measures could also contribute 

to reducing the gender pay gap among trainees.  

Policy options under policy area C and D are expected to contribute to ensuring 

the right to equal opportunities and treatment of under-represented groups and 

non-discrimination (Article 21). The policy option to facilitate cross-border 
traineeships also promote the freedom of movement within the EU (Article 45), 

while the policy option on hybrid/remote traineeships is expected to facilitate 

the right to family life (Article 7). 

• Summary of impacts under Policy Area A  

Table 39: Summary of impacts under Policy Area A1 

Impact Baseline A1.1:Non- 

legislative 

A1.2 A1.3 

Social impacts 

Trainees 
Number of trainees 

(workers or not) who 
will enjoy the right 

they are entitled to 

under EU or national 
law 

No or minimal improvements 

expected. 
 

3.1 million trainees 

 

Increased number of trainees (workers or not) who will enjoy the right 

they are entitled to under EU or national law, resulting from more 
controls and inspections which could contribute to reduced levels of 

exploitation of trainees. 

 
All trainees could potentially benefit. Estimate: up to 1.02 - 3.1 mill 

(depending on implementation: 33%-100%), though data on the 

number of trainees being deprived their rights does not exist.   

Number of people at 
risk of  being in a 

work relationship 
disguised as 

traineeship and in a 

non-compliant 
traineeship 

370,000 paid trainees (rough proxy) 
did traineeships of a total duration of 

more than 6 months, out of which 
around 100,000 (rough proxy) did a 

long-duration traineeships with a 

poor learning content. 

Transparent 
information in 

vacancies 
would 

(depending on 

Member States’ 
implementation

) help trainees 

understand 
their rights, the 

working 

conditions and 
the learning and 

training 

component of 

the traineeship, 

helping them 

make an 
informed 

decision.  

 
Empowerment 

of trainees in 

addressing 
(risks of) 

mistreatment 

Same as A1.1 but for trainees who are workers the 
legislative measures in these options would also 

lead to a reduction of the number of work 
relationships disguised as traineeships and non-

complaint traineeships due to more effective 

controls and inspections to detect these unlawful 
arrangements and take enforcement action, 

supported by a list of elements defined at EU level 

and support measures to trainees in enforcing their 
rights. Benefits for the majority of Member States. 

Transparent information in vacancies would result 

in legal certainty for trainees considered as 
workers and regulatory clarity for traineeship 

providers which can also bring benefits in terms of 

better enforcement and compliance. 

Up to 370,000 paid trainees (rough proxy) could 

benefit who did long traineeships out of which 

around 100,000 (rough proxy) who did a long-
duration traineeships with a poor learning content. 

A modest decrease 

in the number of 

work relationships 
disguised as 

traineeships and 

non-compliant  
traineeships  is 

expected and the 

Same as A1.2 but a higher 

and more uniform decrease 

in the number of people at 
risk across the Member 

States due to the concrete 

and harmonised EU-level 
recommendations for 

carrying out controls and 



38/24 Yttrande över remiss från Arbetsmarknadsdepartementet: Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik - SK-2024/00203-2 GVN, utbildningsförvaltningen: Arbetsmarknadsdepartementet - Remiss - Förslag till direktiv om stärkta arbetsvillkor för praktikanter samt ett förslag till rådets rekommendation om kvalitetsramverk för praktik : Bilaga 4: Impact assessment traineeships part 2

 

 

164 

 

and/or unlawful 

practices. 

 
Decrease in the 

number of non-

compliant 
traineeships 

due to 

increased 
number of 

complaints 

submitted and 
representations 

for trainees to 
claim their 

rights. 

magnitude will vary 

across the Member 

States, as different 
and possibly less 

comprehensive list 

of elements will be 
designed.  

inspections and the 

common understanding of 

work relationships 
disguised as traineeships. 

Economic impacts 

Traineeship providers 

 

Level playing field/ 

Fair market 

competition 

No or minimal improvements 

expected. 

 

Compliant trainee 

providers/employers would be less 

competitive, in part due to higher 
cost of employing workers and/or 

providing good quality traineeships.  

 

Decrease the 

number of non-

compliant 

traineeships. 

Possible  

improvement in 
fair market 

competition 

through 
increased 

complaints 

from trainees  
and  the 

alignment of 

the labour costs 
to the level of 

compliant 

traineeships. 

Same as A1.1 but 

stronger 

improvement in fair 

market 

competition, due to 

the legislative 
measure, through 

the alignment of the 

labour costs to the 
level of compliant 

and genuine 

traineeships and 
increased 

complaints. 

Similar impact as in A1.2 

but higher improvement 

because this option is 

expected to benefit a 

larger number of trainees. 

Productivity and 

competitiveness 

Inexperienced trainees will continue 

to be a sub-optimal solution to fill 

regular job positions. 

Enhancement 

of employer’s 

reputation and 
capacity to 

attract 

traineeship 
candidates as 

traineeships 

offered comply 
with the 

applicable EU 

and national 
law 

Same as A1.1 but 

stronger 

improvement due to 
the legislative 

measure:  

1) Employers who 
hire regular 

employees instead 

of trainees and 
those who offer 

quality traineeships, 

in particular with an 
adequate training 

component, will 

enjoy the benefits of 
more qualified and 

competent 

workforce and 
potentially a better 

matching of 

trainees’ skills to 
the needs of their 

company. 

2) More employees 
will be satisfied and 

will be more 

productive. 
3) More well-

informed and 
motivated candidate 

trainees applying 

for a traineeship 
opportunity with the 

same expectations 

as the traineeship 
provider due to 

increased 

Similar impact as in A1.2 

but higher improvement 

because this option is 
expected to benefit a larger 

number of trainees. 
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transparency of 

vacancies.  

Labour costs  and 
costs for potential 

administrative or 

judicial procedures 
and penalties 

No or minimal changes. The overall 
share of costs for trainees in total 

costs for companies would remain 

small.  

Costs cannot be 
quantified (no 

figures on the 

number of non-
compliant 

traineeships nor 

on the 
magnitude of 

the gap that 

would need to 
be bridged in 

order to make 

those 
traineeships 

compliant to the 

applicable EU 
and national 

laws.  In 

addition, such 
costs would 

depend on the 

extent of 
implementation 

by Member 

States.) 

Increase costs for 
companies where 

work relationships 

disguised as 
traineeships or non-

compliant 

traineeships are 
identified during 

implementation or 

controls and 
inspections. Given 

that on average the 

share of trainees in a 
company is low, the 

possible increase in 

costs would still 
constitute a small 

share of the overall 

costs  in of a 
company. These 

costs could be 

relatively larger for 
SMEs since they 

could face larger 

capacity 
constraints. 

Same as A1.2 but costs  
would be higher as they 

will relate to a higher 

number of trainees.  
 

Cost for inspections 

and information 
provision 

  Some small  costs 

could arise from the 
inclusion of 

traineeships in 

existing controls 
and inspections. 

Administrative 

costs arising from 
the need to provide 

competent 

authorities data and 
information 

regarding trainees 

and their contracts. 
Data to be provided 

upon request 

Same as A1.2 

Costs related to 
litigation  

No or minimal Costs cannot be 
quantified 

would depend 

on the extent of 
implementation 

by Member 

States.) 

Possible increase in 
litigation costs from 

more trainees 

claiming their 
rights/ 

Same as A1.2 

Costs to adjusting 
vacancies  

No cost Estimated cost 
of EUR 15-46 

million 

depending on 
implementation 

Estimated cost of EUR 46 million 

Public Authorities 

Public budget No improvement in the level of 

effectiveness detecting and 

combatting work relationships 
disguised as traineeships and non-

complaint traineeships. 

More effective 

in monitoring 

and 
enforcement as 

regards non-

compliant 

traineeships.  

Same as A1.1 and 

more effective for 

trainees considered 
workers in detecting 

and combatting 

work relationships 

disguised as 

traineeships and 
non-complaint 

traineeships. 

 

Same as A1.2  but higher 

benefit due to more 

effective inspections. 

Foregone revenues due to inaccurate 
classification of individuals. 

 

 

Possible higher 
increase in 

public 

revenues, as the 
number of 

detected non-

compliant 

Moderate increase 
in public revenues 

generated by fines, 

higher taxes and 
social security 

contributions. The 

magnitude would 

Higher increase in public 
revenues, as the number of 

detected work 

relationships disguised as 
traineeships / non-

compliant traineeships is 

expected to be higher due 
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traineeships 

could be higher 

due to more 
effective 

inspections. 

Not 
quantifiable.  

 

depend on the 

number of 

individuals 
reclassified. 

to more effective 

inspections. 

 

Costs of business as usual inspections Possible small 
costs to adjust 

controls and 

inspections 
systems to more 

effectively 

monitor and 
enforce. 

Estimate: EUR 

9,000 – 27,000 
(only training 

and depending 

on 
implementation  

to around 

363,000 - 1.2 
million (if 

optimal number 

of inspectors 
hired and 

depending on 

implementation
) 

Small costs to adjust their controls and inspections 
systems to also cover traineeships and to maintain 

the capacity of their competent authorities. The 

increase will be higher in Member States  where 
traineeships are not covered by the labour market 

inspection systems and in those with inadequate 

capacity.  
Estimate: 27,000 EUR (if only training will be 

provided) to around 1.2 million in the case 

Member States decide to hire and train  additional 
staff in line with the ILO recommendations on the 

optimal number of inspectorates per/10 000 

employees 

Business as usual revenue  Possible small 

decrease in 
public revenues 

due to a 

decrease in the 
total number of 

(contributory) 

positions 

Small decrease in 

public revenues due 
to a decrease in the 

total number of 

(contributory) 
positions 

Same as A1.2 but costs  

would be higher as they 
will relate to a higher 

number of trainees 

Costs of business as usual of channels 

to report malpractice  

Costs might arise from the requirement to set up / designate 

channels to report malpractice and from increased inspections due 

to more complaints. But as such channels already exist in most 
Member States for employees and some categories of trainees this 

provision would mostly entail costs connected to awareness 

campaigns to inform trainees about the existence of such mechanisms. 

  

Impact Baseline A2.1 Non-legislative A2.2 

Social impacts 

Trainees 
Prevention of 

long and 

repeated/ 
consecutive 

traineeships 

with the same 
employer 

Principle on duration exists but not for 

repeated/consecutive traineeships. Therefore, 

minimal improvements expected. 
 

355,400 trainees did a traineeship of long 

duration  (230,800 paid and 124, 600 unpaid 
trainees, 2019 data) and  207,800 trainees 

(138,700 paid and 69,000 unpaid) did  

repeated/consecutive traineeships 

Recommendations could help 

break the vicious cycle of trainees 

being trapped in long and 
repeated/consecutive traineeships 

with the same employer with 

modest impact.  
Estimate:  

up to up to 117,000 - 355,400 

trainees doing long duration 
traineeships could benefit  

(depending on implementation – 

33%-100%) trainees could benefit. 
 

Up to 68,000-207,800 trainees 

doing repeated/consecutive 
traineeships could benefit 

(depending on implementation) 

 
 

 

Same as A2.1 but higher 

improvement because this 

option is binding for 
trainees considered as 

workers.   

 
Up to 230,800 paid trainees 

and 42,000 -124,600 unpaid 

trainees doing long 
traineeships could benefit 

(latter depending on 

implementation 33%-100%) 
 

Up to 138,700 paid trainees 

and 23,000 - 69,000 unpaid 
trainees doing 

repeated/consecutive 

traineeships could benefit 
(the latter depending on 

implementation) 
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Prevention of 

long and 

repeated/ 
consecutive 

traineeships 

with different 
employers 

No improvement  Both options would also contribute to reducing the number of 

trainees doing repeated/consecutive traineeships with different 

employers by recommending to Member States to prevent employers 
from asking previous working experience from candidate-trainees. 

However, this potential may not be fully achieved: while trainee 

providers may be prevented to request previous experience in the 
vacancy notice, they could still hire someone with previous 

experience. 

Economic impacts 

Traineeship providers  

Level playing 

field/ Fair 
market 

competition. 

 
Productivity 

and 

competitiveness 

No or minimal improvements expected. 

 

Contribute to traineeship providers 

offering genuine traineeships (with 
no intention of replacing entry-level 

work), thereby attracting and 

employing motivated trainees (in 
search of genuine traineeships). 

The recommendations could also  

contribute to clarity on the 
expectations of both parties, 

including on duration and level of 

performance (with no previous 

work experience required). 

Same as A2.1 but higher 

improvement because this 
option is binding for trainees 

considered as workers   

Costs to adjust 

to new 
provision 

No or minimal Small adjustment costs from 

revising traineeship contracts in 
line with the maximum duration 

limits. Furthermore, costs related to 

more frequent recruitment and 
onboarding processes. Estimate: 

EUR 22 - 68 million depending on 

implementation (33% - 100%)  
 

For companies requiring previous 

work experience, both policy 
options could result in modest 

additional costs for training 

inexperienced trainees. 

Same as A1.2 but cost 

estimated at EUR 68 million 
as the measure is binding for 

all trainees.  

• Summary of impacts under Policy Area B  

Table 40: Summary of impacts of options under Policy Area B1 

Impact Baseline B1.1 B1.2 B1.3 
Social impacts 

Trainees 
Working 
conditions of all 

trainees 

 More trainees would benefit from good working conditions  

Income of paid  
and unpaid 

trainees   

No improvements expected. 
353,000 paid trainees stated 

that their remuneration is not 

sufficient at all to cover basic 
expenses. 

870,000 paid trainees stated 

that they earn below the 
minimum wage. 

1.5 million unpaid trainees 

could benefit. 

Potentially 
benefitting up 

to 840,000-

1.8million 
trainees  (paid 

and unpaid), 

depending on 
implementati

on (33%-

100%)  
 

The requirements 
to prevent 

unjustifiable 

differential 
treatment as 

regards working 

conditions is  
expected to 

benefit trainees 

considered 
workers. 

The 

Recommendation 
for 

fair/proportionate 

remuneration is 
expected to 

provide a 

guidance on how 
unjustifiable 

differential 

treatment can be 
prevented in the 

area of pay. It 

Similar to B1.2 but the direct right to 
fair/proportionate remuneration is expected 

to have a strong impact on increasing 

trainees’ remuneration for trainees 
considered workers.  

Policy option could potentially result in a 

reduction in the total number of traineeship 
opportunities, including paid traineeship 

opportunities, because of higher costs for 

traineeship providers. It is difficult to 
meaningfully quantify these impacts, but  

evidence suggest that the impact will be 

small.  
The obligation of fair/proportionate 

remuneration would only apply to trainees 

considered as workers under EU law , the 
measure may be an incentive for traineeship 

providers to offer less paid traineeships. 

Such behaviour would however be deterred 
by the recommendations on remuneration 

and access to social protection for all 

trainees.          
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also recommends 

that unpaid 

trainees are 
fairly/proportiona

tely remunerated.  

Up to 352,000 to 
870,000  paid 

trainees could 

benefit 
(depending on 

scenario) 

Also, up to 
500,000-1.5 

million unpaid 
trainees could 

benefit from 

access to 
remuneration 

(depending on 

implementation, 
33%-100%). 

Number of 

trainees without  

social protection 

No impact 

768,600 unpaid trainees and 

300,000 paid trainees do not 
have access to  full social 

protection (2019 data) – total 

1.,07 million 

Reduction in the number of trainees without/with partial social protection to some 

extent. Estimate: 352,000 - 1,07 million trainees depending on  depend on MS 

implementation (33%-100%). 
 

Economic impacts 

Traineeship providers 

Productivity and 

competitiveness 
 

Trainees’ 

retention rate 

Trainees doing bad quality 

traineeship will continue to be 
non-productive and non-

motivated. 

 
Same retention rate 

Increased 

productivity 
of more 

motivated 

trainees 
through 

fair/proportio

nate 
remuneration. 

Through 

improved 
reputation 

and the 

coverage of 
social 

protection, 

increased 
potential to 

attract more 
motivated and 

productive 

trainees as 
well as draw 

from a wider 

pool of 
candidates. 

Improved 

labour market 
matching and 

increased 

retention rate. 

Same as B1.1 but 

higher 
improvement 

because this 

option is binding 
for trainees 

considered as 

workers . 

Same as B1.2 

Compliance costs  

 

Labour costs 

Business as usual costs 

 

Fair/proportio

nate 

remuneration 

recommendat
ions: total 

costs (paid 

and unpaid) 
ranging from 

low estimate: 

EUR 745 
million – 2.23 

billion (MW 
benchmark); 

Some costs to 

adjust existing 

contracts. 

Remuneration of 
paid trainees 

EUR 41 million 

(MW 
benchmark); 81 

million (60% 

benchmark) (22% 
scenario) 

Remuneration of 
unpaid trainees: 

Similar to  B1.2  regarding remuneration.  

No costs arise from other working 

conditions  
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EUR 732 

million – 2.19 

billion (60% 
benchmark)  - 

both 

depending on 
implementati

on (33%-

100%) 
 

EUR 731,2 

million - 2.19 

billion (MW 
benchmark) and 

EUR 704.2 

million - 2.11 
billion (60% 

benchmark, 

depending on 
implementation). 

 

However, given 
that the average 

the share of 
trainees in a 

company is low, 

the possible 
increase in costs 

would still 

constitute a small 
share of the 

overall costs  in 

of a company.   
   

Additional costs 

arising from 
adjusting other 

working 

conditions. 

Compliance costs  
Social protection 

Business as usual costs 
 

Social protection: EUR 2.8 – 8.4 billion (depending on implementation, 33%-
100%) 

Society as a whole 

Better working 

condition 

Downward pressure from poor 

quality traineeships on working 

conditions in general. 

Benefit for the  entire workforce, in particular young people, thanks to a reduced 

downward pressure from poor quality traineeships on working conditions in 

general. 

Public Authorities  

Public budgets Foregone revenue 

 

Positive impact on the tax revenues and the level of social security contributions and 

reduce social expenditure. (Social security: up to EUR 2.8 billion in case of a partial 

implementation scenario (33% implementation by Member States),  up to EUR 5.6 
billion (66% implementation) and up to EUR 8.4 billion in case of full 

implementation) 

A decline in the number of low-quality traineeships could reduce enforcement costs 
in the longer term. 

 Business as usual revenue Small decrease in public revenues due to a decrease in the total number of 

(contributory) positions.  

 

Table 41: Summary of impacts of options under Policy Area B2 

Impact Baseline B2.1 B2.2 
Social impacts 

Trainees 

Transparency 
of working 

conditions 

Awareness of 
trainees about 

their rights 

regarding 
working 

conditions, 

tasks and 
learning 

content 

 

No / small impact.   
Already improved awareness due to 

TPWC Directive on working 

conditions however not on learning 
content and only for trainees 

considered as workers 

The increased transparency on 
working conditions is likely to raise 

awareness among trainees about 

their rights and their (expected) 
tasks. This would result in legal 

certainty for trainees and regulatory 

clarity for employers/traineeship 
providers. 

Trainees benefit from ‘contractual’ 

certainty on what to expect from the 
traineeship in terms of the learning 

and training component, the tasks, 

the arrangements for mentorship, 
supervision and evaluation, 

remuneration, and social protection. 

This strengthens trainees’ position, 
as the rights and obligations of the 

traineeship provider are clear.  

Estimate: 203,000 – 609,000 
trainees could benefit from a getting 

Same as B2.1 but higher improvement 
because this option is binding for 

trainees considered as workers . 

Same as B2.1 but impacts will be 
stronger for trainees considered as 

workers. Estimate: up to 265,000 paid 

trainees could benefit and 115,000 – 
343,000 unpaid trainees could benefit 

(depending on implementation).   
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a written traineeship agreement 

(depending on implementation) 

Trainees 
benefiting 

from 

strengthened 
mentorship. 

 

No impact The number of trainees that would benefit is estimated at 212,000-637,000 
trainees  (depending on implementation) (rough proxy)  which corresponds to 

the 22% of respondents to the 2023 Eurobarometer who stated that they could 

not turn to a mentor during their traineeships. 

Economic impacts 

Traineeship providers 

   

Productivity 

and 

competitivene
ss and  

Recruitment 

costs 

Business as usual costs 

 

Improved labour market matching and higher retention rates which could 

decrease employers’ search, matching and recruitment costs of regular workers.  

Assigning a mentor could benefit traineeship providers, as the guidance and 
coaching to trainees has a productivity-enhancing potential. These benefits can 

however not be quantified. 

Compliance 

costs for 

traineeship 

providers (for 

trainees 

considered as 
workers under 

EU law) 

Costs in line with the TPWC 

Directive to provide transparent 

information on working conditions 

Costs to provide written information 

to cover the additional requirements 

not covered by the TPWC. The 

additional costs are expected to be 

small, because only some elements 

are to be added to what is already 
requested by the TPWC.  

Estimate: up to EUR 27-80 million 

(depending on implementation) 
Extension of the written agreement 

to unpaid trainees, ECT and MPT, 

estimates range from EUR 44 for 
micro companies, to EUR 57 for 

SMEs, and are lowest for large 

companies at EUR 25 (average 
annual costs per written statement 

per employee 

Costs of assigning a mentor to a 
trainee could not be quantified (one 

estimate based on one BE company 

in labour hours: six hours per mentor 
per trainee(ship) 

Same as B2.1 but cost estimated at 

EUR 30 million for paid trainees and  

up to 17-50  million for unpaid trainees 

(depending on implementation) as the 

measure is binding for all trainees.  

Plus, costs for combining and 
formalising all information in a written 

traineeship agreement. 
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• Summary of impacts under Policy Area C 

The measures under policy area C are non-binding and give flexibility to Member States in 

terms of implementation and approach. Consequently, the impacts can only be described 

qualitatively. The proposed measures would have a particularly strong impact in Member 

States, which are reportedly lacking measures in these areas, as identified by the supporting 

study (see A13.1). 

Table 42: Summary of impacts under Policy Area C 

Impact Baseline Access to quality traineeships 

Social impacts 

Trainees 

Trainees (in particular 

vulnerable groups) 

benefiting from increased 
access  to all traineeships, 

including cross-border and 

remote/hybrid traineeships 

 

Low take-up of traineeships from vulnerable 

groups - in particular persons with disabilities, 

with low socio-economic and educational 
background - to continue in the absence of 

targeted outreach activities and adjustments of 

working conditions (e.g. persons with 

disabilities) 

The increase in remote/hybrid 

traineeship/forms of work triggered by the 
pandemic could improve access to traineeship. 

However, individuals from disadvantaged 

socio-economic background or persons with 
visual or hearing impairments, will not be able 

to benefit if traineeships are not properly 

adapted to their needs. No/limited 
improvements in the equal access to cross-

border traineeships.  

The possibilities to benefit from the training 

opportunities offered by the twin transitions 

will not be available to the most vulnerable 

groups. 

Better/targeted outreach, special attention to trainees 

from vulnerable group and traineeships better adjusted 

to the needs of trainees with disabilities, will contribute 
to a level playing field for all (candidate) trainees, 

regardless of their background, on the labour market 

and improve the access to quality traineeships for 

vulnerable groups. 

Improved accessibility to remote/hybrid trainees would 

facilitate the uptake of such traineeships for all 
(candidate) trainees, with an expected larger impact on 

vulnerable groups with limited financial resources. 

Quality remote/hybrid traineeships could help 
overcome barriers related to costs caused by physical 

distance.  

 

Increased access to quality and cross-border 

traineeships would ultimately contribute to the 

increased employability of trainees, including those 

from vulnerable groups. 

Society 

Inequalities and social 

cohesion 

Transmission of educational disadvantage 

between generations to continue and 

inequalities to continue or even increase. 

 

The potential to reduce inequalities and foster the 

integration of disadvantaged individuals into the labour 

market, thereby contributing to overall youth 
employment, social cohesion, and productivity whilst 

contributing to decreasing (the risk of) poverty. 

Economic impacts 

Traineeship providers 

The diversity of pool of 

candidate trainees and 

capacity to attract 

candidate 

Less diverse pool of candidate trainees, 

negative impact on reputation from being 

low/poor inclusive company 

Traineeship providers would benefit from a wider and 

more diverse pool of trainee candidates. An inclusive 

approach could have a positive impact on the 
organisation’s reputation and its capacity to attract 

candidates. 

Costs of facilitating 
inclusiveness of 

traineeships 

No or negligible costs. Some costs can be expected from 
campaigns/advertisements targeting those harder to 

reach. Also, the provision of equipment, infrastructure 

and ensuring an appropriate work organisation 
(including guidance and mentorship) to facilitate access 

to remote/hybrid traineeships may also bear costs. 

Tailoring traineeship programmes to specific needs, for 
example catering for certain training or accessibility 
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needs of trainees with disabilities, could have an impact 

on the costs, although some of those costs are likely to 

be one-off. In general, all aforementioned costs could 

be proportionally larger for SMEs. 

Public authorities 

Public budget Foregone revenues as individuals from 

vulnerable groups do not take up traineeships 

and reduce their employability opportunities. 

 

Expenditures for activation measures for 
individuals from vulnerable groups and/or last 

resort safety nets 

Decreased spending on social protection, as these 

measures would benefit in particular those who tend to 

be furthest away from the labour market.  

Expenditures to facilitate inclusiveness of traineeships 

by actions like national level awareness raising 
activities or guidance to traineeship providers on quality 

principles or on specific inclusion measures. Financial 

support (incentives) to traineeship providers to 

implement these measures would entail costs.  

The expenditures related to improved use of EURES to 

facilitate cross-border traineeships, adjustment costs 
could be involved for the European Labour Authority 

and competent national authorities. 

• Summary of impacts under Policy Area D  

Under the baseline, the quality principles of the QFT will continue to apply only to OMT and 

ALMP. This would include also new quality principles introduced by this initiative or to those 

that would be reinforced. The situation and impacts as identified in the baseline for policy areas 

A, B and C for different stakeholders would thus continue to apply for ECT and MPT.  

The extension of the scope to ECT and MPT could increase both the relevance and coherence 

of the initiative for all trainees. It would support adequate working conditions and improve the 

learning component for all types of traineeships and strengthen support for trainees in case of 

malpractice or poor working conditions. The impact on ECT is expected to be greater as more 

quality issues were identified for this type. 

In terms of costs, the extension of the scope of the non-binding measure to ECT and MPT could 

have a disincentivising impact on the offers of these types of traineeships, as conformity with 

the quality principles may entail additional costs for traineeship providers. However, the 

reduction of low quality traineeship offers could also be regarded as a positive impact. 

For traineeship providers benefits would include more clarity as the quality principles would 

apply to all types of traineeships. Costs at first instance would seem to possibly affect a large 

majority of ECT traineeship providers, as ECT represent 85% of all unpaid traineeships (2019 

data). However, costs linked to remuneration cannot be quantified. Though the non-binding 

instrument would strongly recommend trainees to be fairly and proportionately remunerated, 

the EU has no competence to oblige this for unpaid trainees. For both ECT and MPT it can be 

stated that if the recommendations on remuneration were complied with as regards currently 

unpaid ECT and MPT, this would entail a cost in terms of recurrent labour costs. However, any 

other costs related to the non-binding instrument would be equally difficult to quantify, as the 

level of implementation cannot be estimated. 
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ANNEX 14. SMES TEST  

(1) Identification of affected businesses 

SMEs are in the scope of the initiative, but are not specifically targeted by it.163 The initiative 

targets all traineeship providers, a category which includes but is not limited to businesses. The 

evidence suggests that traineeships are concentrated in medium and large companies.. SMEs, 

in particular Medium Enterprises (i.e. with more than 49 employees) are going to be impacted 

directly and indirectly by the initiative, with both positive and negative expected impacts. 

See sections 2.3 and 6; 

Annexes 2 and 4.  

(2) Consultation of SME Stakeholders 

The consultation strategy envisaged adequate tools to reach out to the SME community.  

Notably, as part of the 2-stage Treaty-based consultation of European Social Partners, 

SMEUnited (representing national cross-sectoral Craft and SME federations, European SME 

branch organisations and associate members, speaking on behalf of 22.5 million SMEs in 

Europe) provided their views in both phases. Furthermore, a SME Panel survey was conducted 

between 12 October and 9 November 2023, with the support of Enterprise Europe Network 

(EEN). The questionnaire was translated in all EU official languages and received 170 

responses, mostly from Spain (50 responses), Portugal (34), Italy (27) and Poland (21). Among 

the respondents, there were single person business (10), as well as SMEs with 1-9 employees 

(57), 10-49 employees (60), and 50-249 employees (43).  

A summary of the responses is provided in Annex 2. Inputs relevant for SME-specific 

considerations were included, including when assessing the impacts.  

See section 6; Annexes 2 

and 4. 

(3) Measurement of the impact on SMEs  

Given the limitations in the available data and the scope of the initiative (see above), it was not 

always feasible to measure the specific impact of the relevant measures and policy options on 

SMEs. However, as mentioned above, specific activities to collect information on impacts for 

SMEs were executed.  

As outlined in section 6 (impacts) these resulted in assessments of the transversal adjustment 

costs for familiarisation with all new provisions; economic benefits for SMEs in terms of access 

to a larger/more diverse pool of trainees, increased productivity, better labour matching and 

increased retention; adjustment costs for SMEs in terms of compliance with new rules, possible 

administrative adjustments, and provision of equipment and other instruments for 

remote/hybrid traineeships. 

As outlined in more detail in Annexes 2 and 4, the SME Panel was used to gather data 

concerning administrative costs for SMEs (suggesting that such costs appear to provide some 

buffer for reasonable cost increases, should those actually materialize) and advantages for 

SMEs in having trainees (which appear to be significant).  

Although it is not exclusively a SME-specific impact, concerns were raised by employer 

organisations in the course of the EU-level social partners’ consultation that the initiative might 

result in the unintended consequence of reducing incentives to offer traineeships, particularly 

by SMEs. This impact is recognized and discussed in Section 6,  while also noting that, as it 

also emerged from the social partners’ consultation, the mere reduction in the aggregate number 

See sections 6; Annexes 

2, 4, 13. 

 
163 Notably, the results of the 2023 Flash Eurobarometer FL523 on “Integration of young people into the labour market with 

particular focus on traineeships”163 show that 78% of respondents (n = 18.361) did their last traineeship in an organisation 

with up to 250 employees (20% 1-9 employees, 34% 10-49, 24% 50-250). However, it should be noted that the survey question 

referred to “host company or organisation”, hence the responses included traineeship providers which are not businesses. 
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of traineeships cannot be considered as a negative impact “per se”, if such reduction would 

primarily concern low-quality traineeships or work relationships disguised as traineeships.  

As discussed in section 6, the impacts of the initiative should also be seen in light of the need 

to create a level-playing field and foster fair competition among SMEs, and to address some of 

the drivers behind labour shortages in the EU, as presented in section 5.2.  

(4) Assessment of alternative options and mitigating measures 

The options (section 6) have duly considered both negative and positive impacts for SMEs. 

The need to avoid too prescriptive approaches, raised by employer organisations during the 

EU-level social partners’ consultation, was duly considered. Indeed, the preferred option 

includes a binding instrument, but in the form of a Directive, leaving appropriate margins at 

the national level to meet the needs of SMEs.  

Furthermore, the social partners’ consultation also highlighted the desire of businesses 

(including SMEs) to strengthened cooperation amongst relevant stakeholders, practical 

guidance, exchange of best practices, and awareness-raising of the benefits that traineeships 

can bring.  

Indeed, three accompanying measures under the preferred policy option (i.e. effective 

involvement of social partners and other relevant stakeholders the implementation and 

monitoring of the rights and obligation arising from this initiative; strengthening awareness 

raising, and the exchange of best practices; financial and/or practical guidance to support 

employers and in particular SMEs, to provide high quality traineeships) are designed to meet 

this need. 

 

See sections 6, 7 and 8; 

Annexes 2 and 4. 
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ANNEX 15. ADDITIONAL INFORMATION ON 

MONITORING AND EVALUATION 

A15.1.  Proposal of indications to monitor the progress towards achieving the 

objectives of the initiative 

The initiative could be evaluated some years after it enters into force (e.g., in  5 or 7 years) in 

line with the Better Regulation Guidelines. This would take into account a two-year period of 

transposition by Member States, allowing enough time to evaluate effects on traineeships and 

traineeships providers, which may need time to adapt to the new rules, but also to gather data 

in line with the new requirements. To avoid additional administrative burden due to the 

collection of data/ information for the purpose of monitoring, the system should rely on 

established data sources to the extent possible. This could rely on surveys such as the EU-LFS, 

the Eurobarometer, the Working Conditions Survey or the European Company Survey can be 

exploited to collect data on the proposed indicators. Other input from agencies such as 

Eurofound or CEDEFOP could also be considered.  

Table 43: Indications to monitor the progress towards achieving the objectives of the initiative 

Specific 

objective 

Operational objective Indicator 

Determine, 

prevent and 

combat the 

problematic use of 

traineeships 

Limit the number of potential 

cases of problematic use of 

traineeships 

Duration of traineeships 

Facilitate enforcement of 

legislation 

Number of MS with channels to 

report malpractice 

Improve working 

conditions and the 

learning 

component of 

traineeships  

Ensure fair and transparent 

working conditions 

Share of paid trainees 

Share of trainees with access to 

social protection 

Improve learning component Learning content  

Share of trainees declaring access 

to a mentor 

% of those who report they learned 

professionally useful things 

Create transparency in 

traineeship vacancies 

Transparency in tasks and 

conditions of vacancy notices 

Improve 

inclusiveness and 

access to high-

quality 

traineeships  

Improve inclusiveness and 

access to traineeships 

Socio-economic composition: 

gender, degree of urbanisation, 

education, age, disability, 

(migrant) background 

Enhance uptake of cross-

border traineeships 

Number of cross-border 

traineeships 

General 

monitoring data 

Improve evidence on 

traineeship prevalence 

Traineeship composition: 

traineeship type, sector, firm size 
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A15.2. Possible data sources for monitoring and evaluations 

• EU-LFS 

 

The approach used under the supporting study to estimate the prevalence of traineeships 

offers a promising starting point for collection of reliable data. Limitations still hold, but 

the set up and the implementation of a monitoring system based on such an approach would 

entail very limited overall costs.  

 

• Eurobarometer-based 

 

The flash Eurobarometer 2023 is repeated every (few) year. This is likely to be easy to 

implement, as the questionnaire should not to change significantly in order to ensure 

comparability. The costs, which depend on the length of the questionnaire and the method 

of its distribution, are non-negligible but well within reason for obtaining statistically 

representative results. It would offer information about the quality of traineeship. The main 

limitation will be the representativeness of the sample across types and Member States.  

A15.3. Possible evaluation methods 

The impact of the initiative can be evaluated by using a counterfactual impact evaluation (CIE) 

approach. Counterfactual analyses would allow to attribute cause and effect between the 

initiative and result indicators (e.g. the number of young Europeans who were hired after the 

traineeship with a permanent contract / in quality jobs / in job matching personal education and 

skills) disentangling the effect of a specific program from other effects and variations in 

outcomes that would have occurred regardless, even without the initiative. These methods 

involve comparing the result indicators of those having benefitted from the programme 

(“treated group” – i.e. those who received traineeship) with those of a group similar in all 

respects to the treatment group (“comparison/control group” – those who did not receive the 

traineeships). In contrast to other types of evaluations such as monitoring, progress evaluation 

and pure descriptive analyses, CIEs aim at isolating the causal effect of a policy on its recipients. 

To conduct a proper counterfactual analysis, which allows the quantification of causal impacts, 

the availability of suitable and high quality representative data is necessary. 

• Difference in Difference Approach  

The impact of intervention can be evaluated, for instance, by comparing those who received 

traineeship (treated group) with those who did not (control group) before and after the 

implementation of the initiative on quality traineeships with a standard difference-in-

differences (Diff-in-Diff) regression model (Angrist & Pischke, 2009). 

In the empirical model the main independent variables will capture, first, whether (young) 

Europeans are in the “traineeship” group (treatment group) vs. “non-traineeship” group (control 

group); second, the period the implementation of the initiative on quality traineeships. The 

interactions between these two independent variables (the dummy variable for “traineeship” vs 

“non-traineeship” and the dummy variable for the period “after” vs “before” the implementation 

of the initiative on quality traineeships) captures the classical Diff-in-Diff estimator that allows 

to estimate the impact of the initiative on quality traineeships. 

To be implemented Diff-in-Diff requires data that provide at least two time points 

(panel/longitudinal data), since Diff-in-Diff relies on the assumption that without treatment the 
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average change between both groups (treated group  and control group) would be parallel (i.e. 

parallel trend assumption). Although there is no statistical test for this assumption, visual 

inspection is useful so it would be advisable to have observations over many time points (i.e., 

longer longitudinal dimension). 

• Propensity Score Matching  

The impact of intervention can be also evaluated by using a Propensity Score Matching (PSM) 

approach. For each untreated individual, PSM explicitly looks at a similar treated individual to 

evaluate the counterfactual, i.e. what would have happened to the treatment group without the 

treatment (Rosenbaum and Rubin, 1983; Caliendo & Kopeinig, 2008). The PSM technique 

produces two balanced groups: one of (young) Europeans who received traineeship (treated 

group) and one who did not (control group). The propensity score (PS) substitutes a collection 

of confounding variables with a single variable that is a function of all the control variables. 

The PS can be considered as a balancing score, meaning that amongst subjects with the same 

propensity to be exposed, treatment is conditionally independent of the covariates. By 

summarising the intrinsic characteristics that could generate distortions, the PS uses a matching 

procedure to allow for comparisons between the treated and control groups. PSM has a 

drawback: the identification of the average treatment effects (ATTs) on the outcome variables 

relies on the validity of the Conditional Independence Assumption (CIA) that implies that 

selection into the traineeship is solely based on observable variables included in the propensity 

score model. Thus, it would be crucial to cover all relevant factors that may have influenced 

the probability of being “selected” into the traineeship and the outcome variables over the 

period of observation. 
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EN 1  EN 

EXPLANATORY MEMORANDUM 

1. CONTEXT OF THE PROPOSAL 

• Reasons for and objectives of the proposal 

In her Political Guidelines1, President von der Leyen stressed the need to strengthen Europe’s 

social market economy and to foster “growth which creates quality jobs, especially for young 

people”.  

Youth unemployment remains a persistent challenge in the EU, with the youth unemployment 

rate being more than twice as high as the overall unemployment rate2. A particular challenge 

lies in activating more young people who are not in employment, education or training 

(NEETs) and who face specific obstacles that hinder their participation in the labour market. 

Therefore, the European Pillar of Social Rights Action Plan3 sets out the target of decreasing 

the rate of young people aged 15-29 who are NEETs from 12.6% (2019) to 9% by 2030 by 

improving their employment prospects.  

Traineeships can provide an opportunity for young people to gain practical and professional 

experience, improve their skills and thereby facilitate their access to the labour market. They 

offer an opportunity for employers to attract, train and retain their staff. However, the value of 

a traineeship depends on its quality. A quality traineeship requires fair and transparent 

working conditions and adequate learning content. Moreover, inclusive traineeships can help 

provide opportunities for everyone to access the labour market, including young people in 

vulnerable situations. 

According to estimations based on the European Labour Force Survey (EU-LFS) data, there 

are 3.1 million trainees in the EU (2019 data) out of which 1.6 million are paid trainees and 

1.5 million are unpaid. An increasing number of trainees in the EU participate in cross-border 

traineeships (21% of trainees in 2023 compared to 9% in 2013)4, demonstrating the potential 

of traineeships to contribute to fair labour mobility in the EU. Estimates also indicate that in 

2019 around 370 000 paid trainees5 did a traineeship of a long duration (more than 6 months), 

including consecutive/repeated ones with the same employer. Out of these, around 100 000 

trainees did a traineeship of a long duration with poor learning content6. 

The 2014 Council Recommendation on a Quality Framework for Traineeships (QFT) is an 

important reference point for determining what constitutes a quality traineeship. It sets out 

guidelines for traineeships outside education curricula and mandatory professional training.  

In its 2023 evaluation of this Council Recommendation7, the Commission found indications 

that the QFT had a positive impact on the quality of traineeships in the EU. It also confirmed 

 
1 Political Guidelines for the Next European Commission 2019-2024. ‘A Union that Strives for More. 

My Agenda for Europe.’ Available online. 
2 Youth unemployment (15-25 years) was 14.9% in January 2024, compared to a general unemployment 

rate (20-64 years) of 6% (Eurostat). 
3 COM(2021) 102 final. 
4 Flash Eurobarometer 523 (2964 / FL523). 
5 This does not include traineeships which are mandatory to access a profession. 
6 These numbers should be interpreted with caution as they are based on the combination of the results of 

Flash Eurobarometer 523 (share of trainees who did traineeships with a total duration longer than 6 months who 

also stated that they did not learn professionally useful things) and EU-LFS data on the number of paid trainees.  
7 Available online. 
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that traineeships continue to be an important pathway for young people to enter the labour 

market. In addition, quality traineeships can be useful upskilling and/or reskilling 

opportunities for people of any age to acquire practical skills on the job to set their career in a 

new direction.  

However, the evaluation also highlighted areas that could be further strengthened and 

improved. For instance, it recommended better integrating quality principles in national 

legislation, in particular for open-market traineeships (OMTs), stronger monitoring and 

enforcement to ensure the application of the quality principles on the ground and increasing 

awareness amongst various key stakeholders. The need for stronger support to employers, for 

example, through financial support and practical guidance, was also highlighted. Furthermore, 

the evaluation stressed that efforts to provide more concrete and practical information to 

young people on cross-border traineeships should be stepped up. It also identified additional 

quality criteria, such as fair pay and social protection, rules on remote/hybrid traineeships, 

better addressing the needs of groups in vulnerable situations, and strengthened support to 

trainees during and after the traineeship. Moreover, the evaluation noted the possibility of 

extending the scope of QFT from OMTs and traineeships that are part of active labour market 

policies (ALMP) to also cover other traineeships, such as those that are part of formal 

education and training curricula. 

Various stakeholders called on the Commission to improve the quality of traineeships:  

• The report on the final outcome of the Conference on the Future of Europe8 

includes the call to ensure that young people’s traineeships and jobs comply 

with quality standards, including on pay, and that unpaid internships on the 

labour market and outside formal education are banned through a legal 

instrument.  

• In its Opinion “The Equal Treatment of Young People in the Labour Market” 

of 15 June 20239, the European Economic and Social Committee (EESC) noted 

that traineeships should offer good quality learning content and adequate 

working conditions, and should not be a substitute for regular jobs or a 

precondition for a job placement.  

• In its Opinion “Youth Employment Support: a Bridge to Jobs for the Next 

Generation Reinforcing the Youth Guarantee” of 5 February 202110, the 

Committee of the Regions considered that traineeships and apprenticeships 

should primarily provide a learning experience for young people, which can 

help them to decide on their future career and to develop their skills in order to 

access permanent employment.  

In particular, the European Parliament adopted on 14 June 2023 a resolution based on Article 

225 TFEU11 calling on the Commission to update and strengthen the 2014 Council 

Recommendation and to turn it into a stronger legislative instrument. It also called on the 

Commission to ensure minimum quality standards for traineeships, including pay. 

 
8 Conference on the Future of Europe. Report on the final outcome. May 2022. 
9 HYPERLINK "https://eur-lex.europa.eu/legal-

content/EN/TXT/PDF/?uri=CELEX:52022IE0638"Available online.  
10 Available online.  
11 HYPERLINK "https://www.europarl.europa.eu/doceo/document/TA-9-2023-0239_EN.html"Available 

online.  
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In this context, the Commission announced an update of the Quality Framework for 

Traineeships in its 2023 Commission Work Programme12, to address issues including fair pay 

and access to social protection, as part of its engagement to implement the European Pillar of 

Social Rights Action Plan and to reach the EU’s 2030 targets in the areas of employment, 

skills, and poverty reduction. 

This proposal for a directive reflects the political commitment expressed in President von der 

Leyen's Political Guidelines to respond to European Parliament resolutions based on Article 

225 TFEU with a legislative proposal, in full respect of proportionality, subsidiarity and better 

law-making principles. Considering these principles and the legal limits to EU action set by 

the Treaties, the proposal for a directive focuses on supporting Member States in improving 

and enforcing working conditions of trainees and combating regular employment 

relationships disguised as traineeships.  

The proposed directive applies to trainees who have an employment relationship as defined by 

the law, collective agreements or practice in force in the Member States with consideration to 

the case-law of the Court of Justice, regardless of the type of traineeship. The proposed 

directive is complemented by a proposal for a strengthened Council Recommendation13, 

which applies to all trainees and which addresses wider issues of quality and inclusiveness, 

including access to social protection. The proposed Council Recommendation applies to 

trainees who are workers only insofar and to the extent that equivalent or more favourable 

provisions are not laid down in EU law. 

The proposal for a directive addresses two problematic and unlawful situations that have been 

identified across all types of traineeships in the EU: 

• Where traineeships are used for their intended purpose, that is to offer an 

opportunity for trainees to gain practical and professional experience, improve 

their skills and access the labour market, but do not comply with the applicable 

EU or national legislation, they are non-compliant traineeships. In these 

cases, trainees do not enjoy all the rights that they are entitled to. As illustrated 

in the accompanying impact assessment report, evidence of non-compliance 

has been found across the EU. In addition, non-compliance is likely to be 

underreported due to the complexity of regulatory approaches in Member 

States, their generally weak enforcement and the specific obstacles preventing 

trainees from taking legal action or filing complaints (e.g. short duration of 

contracts; the need to secure a more stable labour market position; a real or 

perceived dependency from the employer; the fear of negative repercussions 

from taking legal action or filing a complaint; or the lack of reporting channels 

or access to representation). 

• Where purported traineeships are not used for their intended purpose and 

replace regular employee positions, they are regular employment 

relationships disguised as traineeships. In these cases, traineeship providers 

circumvent the EU or national law and collective agreements that apply to 

regular workers. 

The problematic and unlawful use of traineeships undermines the working conditions of 

trainees and regular workers and harms social fairness. It can also produce an uneven playing 

field between traineeship providers, which is a problem for businesses, including for small 

 
12 COM(2022) 548 final. 
13 COM(2024) 133. 
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and medium-sized companies (SMEs). The use of non-compliant traineeships or regular 

employment relationships disguised as traineeships constitutes a cost-reduction measure for 

employers, which creates a situation of unfair competitive advantage compared to compliant 

employers. Unlawful traineeship arrangements, in particular those disguised as employment, 

are also a burden on public revenue through the loss of due social security contributions and 

tax payments.  

Based on the results of the evaluation of the QFT, further evidence gathering, and the two-

stage consultation of EU social partners in line with Article 154 TFEU, the proposed directive 

aims at achieving the following specific objectives. 

Improving and enforcing trainees’ working conditions  

The proposed directive lays down the principle of non-discrimination to ensure that, with 

regard to working conditions (including pay), trainees are not treated in a less favourable 

manner than comparable workers in the same establishment, unless a different treatment is 

justified on objective grounds. The proposed directive contains a number of provisions that 

help trainees defend their rights as ‘workers’. For instance, it ensures that workers’ 

representatives may engage in procedures to enforce the rights of trainees. It introduces the 

obligation for Member States to set up channels for trainees to report malpractice and poor 

working conditions. 

Combating regular employment relationships disguised as traineeships 

The proposed directive requires Member States to provide for effective checks and 

inspections by competent authorities to detect regular employment relationships disguised as 

traineeships and take enforcement action. To determine whether a traineeship constitutes a 

regular employment relationship disguised as a traineeship, competent authorities would need 

to consider in their overall assessments a set of indicative elements set out at EU level. To 

facilitate this assessment, employers must give competent authorities access to certain 

information, including the number, duration and working conditions of traineeships. Member 

States are also required to set a limit indicating an excessive duration of a traineeship and of 

repeated, including consecutive, traineeships with the same employer. This will help national 

authorities identify possible regular employment relationships disguised as traineeships. In 

addition, the proposed directive requires Member States to ensure that employers improve 

transparency by including information on the expected tasks and working conditions 

including pay, social protection, learning and training elements in vacancy notices and 

advertisements of traineeships. 

• Consistency with existing policy provisions in the policy area 

As part of the European Year of Skills, the EU has set out to promote a mindset where 

upskilling and reskilling are the norm. Closing skills gaps and addressing skills mismatches 

across the EU will boost competitiveness, in particular of micro, small and medium-sized 

enterprises by better matching employers’ needs with peoples’ skills and aspirations. Equal 

access to skills development and work-based learning will help reduce inequalities, notably by 

empowering people to fully participate in the economy and society. The European Year of 

Skills follows the European Year of Youth, which emphasised the need to provide further 

impetus to the creation of quality employment opportunities for young people in line with the 

eleven youth goals of the 2019-2027 EU Youth Strategy14. In its Communication on the 

 
14 OJ C 456, 18.12.2018, p. 16. 
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European Year of Youth 2022, the Commission committed to updating its quality framework 

for traineeships in 2024 to address issues including fair pay and access to social protection15. 

The Commission’s Youth Employment Support package16 of July 2020 proposed 

Recommendations on a Bridge to jobs - reinforcing the Youth Guarantee17 and a modernised 

European framework for vocational education and training, both of which the Council 

adopted18. The former specifically recommends that traineeship offers comply with the 

minimum standards laid out in the QFT. The latter sets out key principles for ensuring that 

vocational education and training adapts swiftly to labour market needs and provides quality 

learning opportunities for young people and adults. It places a strong emphasis on better 

opportunities for work-based learning and improved quality assurance. 

In a similar way to traineeships, apprenticeships are an important pathway to facilitate 

transitions to the labour market. The Youth Employment Support package gave a renewed 

impetus to apprenticeships, including through the European Alliance for Apprenticeships19.  

These initiatives aimed to improve the quality and effectiveness of the EU’s measures to 

promote youth employment and are supported by EU funding. They implement amongst 

others the first and the fourth principle of the European Pillar of Social Rights. These 

principles lay down the right to ‘quality and inclusive education, training and life-long 

learning’ and the right of young people to ‘continued education, apprenticeship, traineeship or 

a job offer of good standing within four months of becoming unemployed or leaving 

education’. 

The EU labour and social acquis sets minimum standards through a number of legal 

instruments. The enforcement provisions included in this proposal for a directive are aimed at 

ensuring that trainees who are workers enjoy these rights. The following EU-level legal 

instruments are of particular relevance for these trainees: 

– The Directive on transparent and predictable working conditions20 provides for 

measures to ensure proper working conditions of people who work in non-

standard work relationships. This includes the right to receive detailed 

information in written form on the essential aspects of their work. The 

minimum standards set out in the Directive are particularly relevant for 

trainees, given the usually limited duration of their employment relationship 

and vulnerable position on the labour market. 

– The Fixed-Term Work Directive21 aims at improving the quality of fixed-term 

work by ensuring the application of the principle of non-discrimination of 

fixed-term workers (including trainees) vis-à-vis comparable permanent 

workers. It establishes a legal framework to prevent abuse arising from the use 

 
15 COM(2024) 1 final.  
16 COM(2020) 276 final. 
17 OJ C 372, 4.11.2020, p. 1–9. 
18 OJ C 417, 2.12.2020, p. 1–16. 
19 HYPERLINK "https://ec.europa.eu/social/main.jsp?catId=1147"Available online.  
20 OJ L 186, 11.7.2019, p. 105–121. 
21 OJ L 175, 10.7.1999, p. 43–48. Clause 2 of the Fixed-Term Work Directive stipulates that Member 

States, after consultation with the social partners and/or the social partners may provide that the Directive does 

not apply to initial vocational training relationships and apprenticeship schemes or employment contracts and 

relationships which have been concluded within the framework of a specific public or publicly-supported 

training, integration and vocational retraining programme. 
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of successive fixed-term employment contracts or relationships. It also ensures 

access of fixed-term workers to appropriate training opportunities and to 

information about vacancies within the undertaking with a view to secure a 

permanent position.  

– The Directive on adequate minimum wages in the EU22 creates a framework to 

improve the adequacy of minimum wages in Member States with statutory 

minimum wages. It also aims to promote collective bargaining in all Member 

States, while enhancing effective access of workers to rights to minimum wage 

protection, where provided for in national law and/or collective agreements. It 

provides that where Member States allow for different rates of statutory 

minimum wage for specific groups of workers, they shall ensure that such 

variations of statutory minimum wages respect the principles of non-

discrimination and proportionality. 

– The Occupational Health and Safety (OSH) Framework Directive23 lays down 

the main principles for encouraging improvements in the health and safety at 

work. It guarantees minimum safety and health requirements throughout the 

EU. The Framework Directive confirms that, as regards a secure workplace, 

the same rules apply to workers and trainees and is accompanied by further 

directives focusing on specific aspects of safety and health at work.  

– The Council Directive establishing a general framework for equal treatment in 

employment and occupation24 lays down a general framework for combating 

discrimination on the grounds of religion or belief, disability, age or sexual 

orientation as regards employment and occupation. It notably prohibits 

discrimination of young trainees due to their age. 

The Council Recommendation on access to social protection for workers and the self-

employed25 recommends Member States to ensure that both workers (including trainees who 

are workers) and the self-employed have access to effective and adequate social protection. 

The Recommendation covers unemployment, sickness and health care, maternity and 

paternity, invalidity, old-age and survivors’ benefits and benefits in respect of accidents at 

work and occupational diseases. 

The Council Recommendation on a European Framework for Quality and Effective 

Apprenticeships (EFQEA)26 sets out 14 criteria to define quality and effective 

apprenticeships, ensuring both the development of job-related skills and the personal 

development of apprentices. It takes into account the diversity of vocational education and 

training (VET) systems across the EU. In some cases, apprentices covered by the EFQEA 

might also fall within the scope of this Directive, insofar as the apprentices fall under the 

notion of ‘worker’ as defined by the law, collective agreements or practice in force in the 

Member States, with consideration to the case-law of the EU Court of Justice. 

 
22 OJ L 275, 25.10.2022, p. 33–47. 
23 OJ L 183, 29.6.1989, p. 1–8. 
24 OJ L 303, 2.12.2000, p. 16–22. 
25 OJ C 387, 15.11.2019, p. 1–8. 
26 OJ C 153, 2.5.2018, p. 1–6. 
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• Consistency with other Union policies 

The proposal is consistent with recent EU policies that aim at empowering people through 

education, training and skills. The European Skills Agenda27 seeks to strengthen the EU’s 

sustainable competitiveness, ensure social fairness and support young people’s resilience.  

The proposal is also consistent with the proposal for a Council Recommendation ‘Europe on 

the Move’ – learning mobility opportunities for everyone of 15 November 202328. This aims 

at making learning opportunities across the EU more accessible for all young people, 

including young people with fewer opportunities, such as persons with disabilities. It also 

promotes the attractiveness of the EU as a learning destination for talents from outside the 

EU.   

Financial investments in upskilling and reskilling are at the heart of the European Social Fund 

Plus (ESF+), the Recovery and Resilience Facility (RRF), the Just Transition Fund, Erasmus+ 

and the Digital Europe Programme. Skills development is also supported by the European 

Regional Development Fund (ERDF) investments in education and training infrastructure and 

equipment.  

This initiative is also one of the actions set out in the Commission’s action plan on skills and 

labour shortages in the EU29. 

2. LEGAL BASIS, SUBSIDIARITY AND PROPORTIONALITY 

• Legal basis 

The proposal is based on Article 153(2)(b) TFEU, which provides for the adoption of 

directives setting minimum requirements with respect to, inter alia, ‘working conditions’ as 

set out in Article 153(1)(b) TFEU, while avoiding imposing administrative, financial and 

legal constraints in a way which would hold back the creation and development of small and 

medium-sized undertakings. Since it does not contain measures directly affecting the level of 

pay, it fully respects the limits imposed to Union action by Article 153(5) TFEU. 

• Subsidiarity (for non-exclusive competence)  

The 2014 Quality Framework for Traineeships has helped Member States implement policy 

and legislative changes, in particular in those that have less developed traineeship systems. 

However, significant challenges in the use, quality of and access to traineeships remain in all 

Member States. An EU initiative can help to coordinate and focus Member States’ efforts on 

measures that can address the specific problems identified across all types of traineeships. 

Only an EU action can set common rules to create a consistent framework of principles and 

minimum standards across all Member States. The initiative would support Member States’ 

upward social convergence and the better enforcement of existing labour rights, contributing 

to a better level-playing field for trainees and traineeship providers in the EU. 

Action solely by Member States in response to the need of enforcing working conditions of 

trainees and combating regular employment relationships disguised as traineeships would not 

necessarily have the same level of protection in terms of transparency and predictability and 

 
27  COM(2020) 274 final. 
28 COM(2023) 719 final. 2023/0405(NLE). 
29 COM(2024) 131. 
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would risk increasing divergences between Member States. The identified challenges must 

therefore be tackled at EU level.  

The proposed directive is based on a minimum harmonisation of national systems which 

respects Member States' discretion to set higher standards and provides the possibility for 

social partners to be entrusted with the implementation of the proposed directive. In line with 

Article 153(2)(b) TFEU, it will support and complement the activities of the Member States 

through minimum requirements for gradual implementation. 

• Proportionality 

This proposal sets minimum requirements, thus ensuring that the degree of intervention will 

be kept to the minimum necessary in order to reach the objectives of the proposal. Member 

States which already have more favourable provisions in place than those put forward in this 

proposal will not have to change or lower them. Member States may also decide to go beyond 

the minimum standards set out. The costs linked to this proposal are reasonable and justified 

in light of the objective to strengthen the enforcement of working conditions of trainees. 

The principle of proportionality is respected considering the size and nature of the identified 

problems. For instance, employers must provide authorities with information on traineeships 

upon request only. The impact assessment accompanying this initiative assessed and 

compared the policy options as to their proportionality relative to the baseline. The preferred 

option leaves room for Member States to define the method and form of intervention to 

achieve the objectives. Thus, it does not go beyond what is necessary to address the problems 

identified and achieve the specific objectives. 

• Choice of the instrument 

Article 153(2)(b) in combination with 153(1)(b) TFEU provides explicitly that directives are 

the legal instrument to be used for establishing minimum requirements concerning working 

conditions to be gradually implemented by Member States. 

3. RESULTS OF EX-POST EVALUATIONS, STAKEHOLDER 

CONSULTATIONS AND IMPACT ASSESSMENTS 

• Ex-post evaluations/fitness checks of existing legislation 

An evaluation30 on the 2014 Council Recommendation on a Quality Framework for 

Traineeships was carried out in 2022-2023. While traineeships continue to be an important 

pathway for young people to enter the labour market, it found room for improvement in terms 

of the implementation of the QFT principles on the ground, as well as monitoring and 

enforcement of the relevant national legislation governing traineeships. Various stakeholder 

groups saw a need to further strengthen the rights of trainees regarding pay and social 

protection. 

• Stakeholder consultations 

Specific consultation activities took place in 2022 as part of the Commission’s 2023 

evaluation of the QFT31, in particular through a public consultation survey. The evaluation 

also included targeted consultations of national and regional authorities responsible for 

 
30 European Commission (2023) Evaluation of the Council Recommendation on a Quality Framework for 

Traineeships (SWD(2023) 9 final). 
31 European Commission (2023) Evaluation of the Council Recommendation on a Quality Framework for 

Traineeships (SWD(2023) 9 final). 
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education, training and employment policies, social partners, education and training 

providers, academic experts working on labour market issues, organisations representing 

young people, young (former, current and potential future) trainees and other stakeholders at 

EU, national and regional level. To reach all these stakeholders, different consultation 

activities and methods were used, such as interviews, targeted consultation meetings, a 

targeted trainees survey and case studies. 

A two-stage consultation of the EU social partners under Article 154 TFEU was carried out 

for this proposal. During the first stage, which took place between 11 July and 15 September 

2023, social partners were consulted on the need and possible direction of EU action32. 

During the second stage, between 28 September and 9 November 2023, the Commission 

consulted social partners on the objectives and potential legal avenues for EU action33. Trade 

unions welcomed the Commission’s intention to update the QFT. They considered that, 

although the principles of the QFT remained relevant, trainees needed binding protection (in 

the form of a directive) to ensure fair compensation, working conditions and social protection. 

This directive should ensure access to all rights enjoyed by regular workers under existing EU 

legislation. Trade unions stressed that the main objective of EU action must be to set binding 

minimum standards for traineeships in the EU and to create a level playing field that 

discourages abuse. Employers considered that the principles of the 2014 QFT remain relevant. 

In their opinion, a stronger focus should be placed on its implementation and monitoring, but 

in their view a revised Council Recommendation would strike the right balance between 

promoting minimum standards and preserving flexibility. The objectives to address the 

problematic use of, improve the quality of and foster access to traineeships were supported by 

employers. Employers also highlighted the lack of data, in particular on open-market 

traineeships, and the link between pay and the quality of traineeships. There was no 

agreement among social partners to enter into negotiations to conclude an agreement at Union 

level in accordance with Article 155 TFEU.  

Furthermore, as part of the study exploring the context, challenges and possible solutions in 

relation to the quality of traineeships in the EU, an online survey was conducted with national 

stakeholders. This aimed to gather information on the current practices of businesses 

regarding traineeships and identify good practices implemented in Member States and their 

impact on the quality of traineeships. The survey ran from 15 June to 8 September 2023 and 

was targeted at national public authorities, national business/employer associations, individual 

businesses, national trade unions, national youth organisations, civil society organisations and 

educational institutions. Targeted interviews with EU-level stakeholders were also carried out. 

A dedicated ‘SME Panel’ survey was conducted by the Directorate General  for Employment, 

Social Affairs and Inclusion (DG EMPL), the Directorate General for Internal Market, 

Industry, Entrepreneurship and SMEs (DG GROW), the European Innovation Council and the 

SMEs Executive Agency (EISMEA) and with the support of the Enterprise Europe Network 

between 12 October and 9 November 2023. 

The Flash Eurobarometer survey (523)34 looked into young people’s perceptions of their 

integration into the labour market, with a particular focus on traineeships. Between 15 and 24 

March 2023, 26 334 people aged between 18 and 35 from all Member States were surveyed 

online. 

 
32 HYPERLINK "https://ec.europa.eu/commission/presscorner/detail/en/ip_23_3746"Available online.  
33 HYPERLINK "https://ec.europa.eu/commission/presscorner/detail/en/ip_23_4606"Available online.  
34 Eurobarometer: traineeships help young people land first job (europa.eu) 
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• Collection and use of expertise 

The proposed directive draws on several studies carried out to underpin the analysis of the 

initiative: 

• preliminary results from a study commissioned from external experts: "Study 

exploring the context, challenges and possible solution in relation to the quality 

of traineeships in the EU" by a consortium of Ernst & Young (EY), the Centre 

of European Policy Studies (CEPS) and Open Evidence (forthcoming);  

• an external study supporting the evaluation of the Quality Framework for 

Traineeships, Final Report, January 202335; 

• the Flash Eurobarometer survey on the perception of young people regarding 

their integration into the labour market, with a particular focus on 

traineeships36;  

The European Parliament’s 2023 legislative own-initiative resolution on quality traineeships 

in the EU was also taken into account, in conjunction with the relevant European added value 

Assessment of Parliament’s research service37.  

• Impact assessment 

In line with its Better Regulation policy, the Commission carried out an impact assessment38. 

This gave a structured analysis of the policy problems, corresponding policy objectives and 

policy options and assessed their impact. It considered the subsidiarity, effectiveness, 

efficiency, coherence and proportionality of the identified options and how to monitor and 

evaluate the initiative in the future. This work was supported by a structured consultation in 

the Commission via an inter-service steering group39 and the forthcoming “Study exploring 

the context, challenges and possible solution in relation to the quality of traineeships in the 

EU” referred to above. 

The impact assessment identified three problems: (1) the problematic use of traineeships by 

traineeship providers, (2) the poor quality of traineeships and (3) unequal access to 

traineeships. The impact assessment examined three policy options, which combined both 

legislative and non-legislative measures addressing the objectives of the initiative in terms of 

enforcing applicable rights of trainees, preventing the problematic use of traineeships, 

ensuring fair working conditions, improving the learning content, and improving the access to 

and the inclusiveness of traineeships. The assessment of the impact of the options also took 

into consideration the potential unintended consequences of the different policy options, 

including on the offer of traineeships. 

The preferred policy option identified in the impact assessment is a package made up of a 

directive applying to trainees who are workers under EU law and an updated Council 

recommendation covering all trainees. This package is expected to bring social benefits to 

 
35 HYPERLINK "https://ec.europa.eu/social/BlobServlet?docId=26544&langId=en"Available online.   
36 HYPERLINK "https://ec.europa.eu/commission/presscorner/detail/en/ip_23_2484"Available online.  
37 The Quality of Traineeships in the EU – European added value assessment. Available online. 
38 Commission Staff Working Document, Impact Assessment Report (2024), Accompanying the proposal 

for a Directive of the European Parliament and of the Council on improving and enforcing working conditions of 

trainees and combating employment relationships disguised as traineeships and the proposal for a Council 

Recommendation on a reinforced Quality Framework for Traineeships, forthcoming. 
39 Including the Legal Service, SG, DG CNECT, DG EAC, JRC, DG COMM, DG GROW, DG JUST, 

DG REGIO and DG AGRI. 
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trainees by reducing problematic and poor-quality traineeships through equal treatment, fairer 

pay and social protection, and by improving access to traineeships, in particular for persons in 

vulnerable situations, including persons with disabilities, those residing in rural, remote and 

outermost regions, those with a disadvantaged socio-economic and/or migrant background, 

those from the Roma community, and those with lower educational attainment. The preferred 

option is expected to result in economic benefits for traineeship providers, such as fairer 

market competition, productivity and competitiveness gains due to a more skilled and diverse 

workforce and lower search, matching and recruitment costs. As for costs associated with the 

preferred option, these relate to a possible increase in labour costs, adjustment costs and 

potential costs resulting from administrative or judicial procedures. National budgets and 

administrations are expected to benefit from increased tax and social security receipts, and 

reduced social protection and activation spending. 

The impact assessment was first discussed with the Commission’s Regulatory Scrutiny Board 

on 13 December 2023. On 1 February 2024, a revised impact assessment Report was 

submitted to the Board. On 22 February 2024, the Board issued a positive opinion with 

reservations40. The remaining comments were subsequently addressed, by specifying further 

the limitations of the used data, strengthening the discussions on level playing field and 

competition issues and providing additional targeted clarifications on the description and 

assessment of the policy options. 

• Fundamental rights 

The Charter of Fundamental Rights of the European Union protects a broad range of 

employment rights. The objectives of this proposal are in line with the Charter. By enshrining 

the principle of non-discrimination of trainees and providing measures to combat regular 

employment relationships disguised as traineeships, the proposal would strengthen Article 31 

on fair and just working conditions and Article 32 on the protection of young people at work 

which stipulates that young people admitted to work must be protected against economic 

exploitation 

4. BUDGETARY IMPLICATIONS 

The proposal does not require additional resources from the EU budget. 

5. OTHER ELEMENTS 

• Monitoring, evaluation and reporting arrangements 

It is proposed that Member States transpose the proposed directive 2 years after its adoption 

and communicate to the Commission the national transposition measures via the MNE 

(National Measures for Execution)-Database. In line with Article 153(3) TFEU they may 

entrust the social partners with the transposition through collective agreements. The 

Commission stands ready to provide technical support to Member States to implement the 

proposed directive.  

The Commission proposes to review the implementation of the proposed directive 5 years 

after the transposition deadline and propose, where appropriate, legislative amendments. 

Progress in achieving the objectives of the initiative will be monitored by a series of core 

 
40 Regulatory Scrutiny Board, 2nd Opinion ‘Positive with reservations’ on the impact assessment Quality 

Framework for traineeships of 28 February 2024 (to be published). 
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indicators related to the policy objectives. These indicators and the related data sources are 

specified in Annex 15 of the impact assessment. The monitoring framework will be subject to 

further adjustments based on the final legal and implementation requirements and timeline. 

• Explanatory documents  

Member States might use different legal instruments to transpose the proposed directive, 

which is why it is justified to request that Member States accompany the notification of their 

transposition measures with one or more documents. These should explain the relationship 

between the components of the proposed directive and the corresponding parts of national 

transposition instruments, in accordance with the Joint Political Declaration of 28 September 

2011 of Member States and the Commission on explanatory documents41. 

• Detailed explanation of the specific provisions of the proposal 

Chapter I – General provisions 

Article 1 – Subject matter 

This provision sets out the subject matter of the Directive, which is to lay down a common 

framework of principles and measures to improve and enforce the working conditions of 

trainees and to combat regular employment relationships disguised as traineeships. 

Article 2 – Definitions  

This provision defines a number of terms and concepts necessary to interpret the provisions of 

the Directive (‘traineeship’, ‘trainee’, ‘regular employment relationship’ and ‘regular 

employee’).  

Chapter II – Equal treatment 

Article 3 – Principle of non-discrimination 

Article 3 enshrines the principle of non-discrimination of trainees. It requires Member States 

to have measures in place to ensure that trainees are not discriminated against as to their 

working conditions, including pay. However, objective grounds, such as different tasks, lower 

responsibilities, work intensity or the weight of the learning and training component may 

justify different treatment.  

This provision applies in addition to the principle of non-discrimination laid down in the 

Fixed-Term Work Directive, which provides for the equal treatment of fixed-term workers 

with comparable permanent workers in the same establishment unless different treatment is 

justified on objective grounds. The additional provision in the Directive is necessary, on the 

one hand, as the Fixed-Term Work Directive allows Member States to exclude certain 

trainees from its scope and, on the other hand, to ensure that fixed-term workers in a 

comparable position can also serve as comparators. 

Chapter III – Regular employment relationships disguised as traineeships 

Article 4 – Measures to combat regular employment relationships disguised as traineeships 

 
41  OJ C 369, 17.12.2011, p. 14. 
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This provision requires Member States to take appropriate measures to combat the 

phenomenon of regular employment relationships disguising as traineeships. Member States 

must put in place provisions for effective controls and inspections by competent authorities to 

detect cases where regular employment relationships disguised as traineeships lead to lower 

levels of protection of workers, including working conditions and pay, and to take action in 

such cases.  

Article 5 – Assessment of regular employment relationships disguised as traineeships 

This article requires competent authorities to perform an overall assessment of all relevant 

factual elements when determining whether a regular employment relationship is disguised as 

a traineeship. This assessment should take into account various elements such as the duration, 

the existence of a significant learning and training component, equivalent levels of tasks and 

responsibilities and whether the employer requires previous work experience for the 

traineeship. 

It further stipulates an information obligation for employers towards competent authorities in 

order to help the latter carry out the assessment. This obligation only applies upon request by 

the authorities. Information must be provided on the number and duration of traineeships, 

working conditions (including pay), learning and training components and traineeship 

vacancy notices. 

Additionally, it stipulates that Member States must set a limit for excessive duration of 

traineeships for the purpose of the assessment and lays down rules for the content of 

traineeship vacancy notices. 

Chapter IV – Enforcement and supporting measures 

Article 6 – Implementation and enforcement of relevant Union law 

Article 6 requires Member States to take measures to implement and enforce EU law 

applicable to workers in relation to trainees. 

Article 7 – Right to redress 

This provision requires Member States to provide access to an effective and impartial dispute 

resolution mechanism and a right to redress, including adequate compensation, if a trainee’s 

rights are infringed under the Directive or other EU law applicable to workers. 

Article 8 – Procedures on behalf or in support of trainees 

This article enables workers’ representatives to engage on behalf or in support of one or 

several trainees in judicial or administrative proceedings in order to enforce the rights of 

trainees, provided the trainee or the trainees agree. This should help trainees overcome cost-

related or procedural barriers. 

Article 9 – Protection against adverse treatment and consequences 

This provision stipulates the protection of trainees and their representatives against adverse 

treatment or consequences, in particular, regarding dismissal or its equivalent, for exercising 

the rights provided for under the Directive. It further stipulates a right of trainees, if they 

consider they have been dismissed for exercising their rights under the Directive to request 
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the employer to provide duly substantiated grounds for the dismissal. If a trainee presents 

facts pointing to a dismissal for exercising their rights under the Directive the provision places 

the burden on the employer to prove that the dismissal or equivalent measures were based on 

other grounds. 

Article 10 – Penalties 

This article requires Member States to provide for effective, proportionate and dissuasive 

penalties for breaches of the obligations under the Directive. 

Chapter V – Final provisions 

Article 11 – Non-regression and more favourable provisions  

This article clarifies that no provision in the Directive should be interpreted to lower the 

protection of workers afforded by other instruments and that the Directive does not constitute 

a valid ground to lower the general level of protection awarded to workers, including trainees. 

It also allows Member States to introduce provisions that are more favourable to workers or to 

encourage or allow the application of collective agreements that are more favourable to 

workers. 

Article 12 – Transposition and implementation  

This provision sets out the maximum period that Member States have to transpose the 

Directive into national law and communicate the relevant texts to the Commission. This 

period is set at 2 years after the date of entry into force. Moreover, it highlights that Member 

States must ensure adequate involvement of social partners and may entrust them with 

implementation of the Directive. 

Article 13 – Reporting and review  

This article requires Member States to submit to the Commission the information needed to 

draft a report on the implementation of the Directive, including data on traineeships, 5 years 

after its entry into force. It also requires the Commission to submit the report to the European 

Parliament and to the Council, accompanied by a legislative proposal if needed. 

Article 14 and 15 – Entry into force and addressees 

These provisions stipulate that the Directive is to enter into force on the twentieth day 

following its publication in the Official Journal and is addressed to Member States. 
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2024/0068 (COD) 

Proposal for a 

DIRECTIVE OF THE EUROPEAN PARLIAMENT AND OF THE COUNCIL 

on improving and enforcing working conditions of trainees and combating regular 

employment relationships disguised as traineeships (‘Traineeships Directive’) 

(Text with EEA relevance) 

THE EUROPEAN PARLIAMENT AND THE COUNCIL OF THE EUROPEAN UNION, 

Having regard to the Treaty on the Functioning of the European Union, and in particular 

Article 153 (2), point (b), in conjunction with Article 153 (1), point (b) thereof, 

Having regard to the proposal from the European Commission, 

After transmission of the draft legislative act to the national parliaments, 

Having regard to the opinion of the European Economic and Social Committee42,  

Having regard to the opinion of the Committee of the Regions43,  

Acting in accordance with the ordinary legislative procedure, 

Whereas: 

(1) In March 2014, the Council adopted the Recommendation for a Quality Framework on 

Traineeships (‘2014 Recommendation’) to provide Union-wide quality standards for 

traineeships. It recommends 21 principles for traineeships to improve the quality of 

traineeships, in particular to ensure high quality learning and training content and 

adequate working conditions to support education-to-work transitions and increase the 

employability of trainees. The 2014 Recommendation covers all traineeships except 

for those that are part of curricula of formal education and training and those regulated 

under national law and completion of which is a mandatory requirement to access a 

specific profession. 

(2) The Council Recommendation on a European Framework for Quality and Effective 

Apprenticeships44 contains 14 criteria for quality and effective apprenticeships aiming 

to ensure that apprenticeship schemes are responsive to labour market needs and 

provide benefits to both learners and employers. These include criteria for learning and 

working conditions and criteria for framework conditions. 

(3) The reinforced Youth Guarantee45 aims at ensuring that young people under the age of 

30 receive a good quality offer of employment, continued education, apprenticeship or 

 
42 OJ C , , p. . 
43 OJ C , , p. . 
44 Council Recommendation of 15 March 2018 on a European Framework for Quality and Effective 

Apprenticeships (OJ C 153, 2.5.2018, p. 1). 
45 Council Recommendation of 30 October 2020 on A Bridge to Jobs – Reinforcing the Youth Guarantee 

and replacing the Council Recommendation of 22 April 2013 on establishing a Youth Guarantee 2020/C 372/01 

(OJ C 372, 4.11.2020, p. 1). 
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traineeship within a period of four months of becoming unemployed or leaving 

education. The 2014 Recommendation is an important reference point to measure the 

quality of traineeships offers under the reinforced Youth Guarantee. 

(4) Labour shortages exist in many occupations and at all skills levels. They are expected 

to increase with the projected decline in the working age population and increasing 

demand for several occupations relevant for the green and digital transition. The lower 

labour market participation of young people contributes to these shortages. Quality 

traineeships can be a useful up- and/or reskilling pathway for persons of any age to 

acquire practical skills on the job to enter the labour market or take their career in a 

new direction.  

(5) Traineeships can help young people gain practical and professional experience, 

improve their employability, and facilitate their transition into stable employment. As 

such, traineeships constitute an important pathway to the labour market. For 

employers, traineeships provide opportunities to attract, train and retain young people. 

They can reduce the cost of searching for and recruiting skilled staff, when trainees are 

offered a regular position after their traineeship. However, this can only be achieved if 

traineeships are of good quality and offer decent working conditions.  

(6) Challenges persist regarding the problematic use of traineeships, including when 

regular employee positions are disguised as traineeships, depriving those workers of 

their full rights under Union law, national law and collective agreements and risking to 

trap them in precarious working conditions. Employment relationships disguised as 

traineeships distort competition between companies by putting compliant employers at 

a disadvantage, lead to the circumvention of employers' fiscal and social security 

obligations and to a substitution of permanent posts. In other cases, employers of 

‘genuine’ trainees may not comply with all requirements stemming from Union law, 

national law, collective agreements or practice, depriving them of their full rights. 

(7) Additionally, trainees are less likely to defend their rights due to their vulnerable 

positions in the labour market. The absence, complexity or diversity of regulatory 

frameworks for traineeships in various Member States alongside an insufficient 

enforcement of national legislation and the lack of capacity for controls and 

inspections, as well as a lack of clarity regarding the authority responsible for control 

and enforcement, are among the main factors leading to the problematic use of 

traineeships.  

(8) Evidence shows that a significant proportion of trainees are subject to less favourable 

working conditions compared to regular employees, including regarding working 

hours, leave entitlements, and access to equipment as well as pay. 

(9) At Union level, existing legal instruments provide a framework for the protection of 

workers, including the directives on transparent and predictable working conditions46, 

adequate minimum wages47, working time48, health and safety at work49, equality and 

 
46 Directive (EU) 2019/1152 of the European Parliament and of the Council of 20 June 2019 on 

transparent and predictable working conditions in the European Union (OJ L 186, 11.7.2019, p. 105). 
47 Directive (EU) 2022/2041 of the European Parliament and of the Council of 19 October 2022 on 

adequate minimum wages in the European Union (OJ L 275, 25.10.2022, p. 33). 
48 Directive 2003/88/EC of the European Parliament and of the Council of 4 November 2003 concerning 

certain aspects of the organisation of working time (OJ L 299, 18.11.2003, p. 9). 
49 Council Directive 89/391/EEC of 12 June 1989 on the introduction of measures to encourage 

improvements in the safety and health of workers at work (OJ L 183, 29.06.1989, p. 1). 
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non-discrimination50, work-life balance for parents and carers51, information and 

consultation of employees52, fixed-term work53, part-time work54, posting of workers55 

and on temporary agency work.56. This legal framework fully applies to trainees who 

have an employment contract or employment relationship as defined by law, collective 

agreements or practice in force in each Member State, with consideration to the case-

law of the Court of Justice of the European Union. The Union legal framework also 

encompasses recommendations on the quality of traineeships57 and apprenticeships58 

and on access to social protection for workers and self-employed59.  

(10) The Conference on the Future of Europe60 put forward a proposal on ensuring that 

young people’s internships and jobs adhere to quality standards, including on pay and 

banning unpaid internships on the labour market and outside formal education. 

(11) The European Parliament adopted a resolution pursuant to Article 225 TFEU with 

recommendations to the Commission on quality traineeships in June 202361. In its 

resolution, it called on the Commission “to update and strengthen the 2014 QFT and to 

turn it into a stronger legislative instrument”. It further called on the Commission to 

include additional principles in an updated quality framework for traineeships. 

Specifically, the European Parliament called for the Commission to “propose a 

directive on open labour market traineeships, traineeships in the context of active 

labour market policies and traineeships that are a mandatory part of professional 

training, in order to ensure minimum quality standards, including rules on the duration 

of the traineeships, access to social protection in accordance with national law and 

practice as well as pay that ensures a decent standard of living in order to avoid 

exploitative practices”.  

(12) The Commission carried out a two-stage consultation of social partners at Union level 

under Article 154 TFEU on the need, objectives and legal avenues for a potential 

 
50 Among others: Council Directive 2000/78/EC of 27 November 2000 establishing a general framework 

for equal treatment in employment and occupation (OJ L 303, 2.12.2000, p. 16). 
51 Directive (EU) 2019/1158 of the European Parliament and of the Council of 20 June 2019 on work-life 

balance (OJ L 188, 12.7.2019, p. 79). 
52 Directive 2002/14/EC of the European Parliament and of the Council of 11 March 2002 establishing a 

general framework for informing and consulting employees in the European Community - Joint declaration of 

the European Parliament, the Council and the Commission on employee representation (OJ L 80, 23.3.2002, p. 

29). 
53 Council Directive 1999/70/EC of 28 June 1999 concerning the framework agreement on fixed-term 

work concluded by ETUC, UNICE and CEEP (OJ L 175, 10.7.1999, p. 43). 
54 Council Directive 97/81/EC of 15 December 1997 concerning the Framework Agreement on part-time 

working concluded by UNICE, CEEP and the ETUC – Annex: Framework agreement on part-time work (OJ L 

14, 20.1.1998, p. 9). 
55 Directive (EU) 2018/957 of the European Parliament and of the Council of 28 June 2018 amending 

Directive 96/71/EC concerning the posting of workers in the framework of the provision of services (OJ L 173, 

9.7.2018, p. 16). 
56 Directive 2008/104/EC of the European Parliament and of the Council of 19 November 2008 on 

temporary agency work (OJ L 327, 5.12.2008, p. 9). 
57 Council Recommendation of 10 March 2014 on a Quality Framework for Traineeships (OJ C 88, 

27.3.2014, p. 1). 
58 Council Recommendation of 15 March 2018 on a European Framework for Quality and Effective 

Apprenticeships (OJ C 153, 2.5.2018, p. 1). 
59 Council Recommendation of 8 November 2019 on access to social protection for workers and the self-

employed (OJ C 387, 15.11.2019, p. 1). 
60 Report on the final outcome – May 2022. 
61 European Parliament resolution of 14 June 2023 with recommendations to the Commission on quality 

traineeships in the Union (2020/2005(INL)). 
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action further improving the quality of traineeships. There was no agreement among 

the social partners to enter into negotiations with regard to those matters. It is, 

however, important to take action at Union level in this area by adapting the current 

framework on traineeships while taking into account the outcomes of the consultation 

of social partners. 

(13) The Commission has extensively consulted with stakeholders, including trainees and 

youth organisations, traineeship providers, national public authorities, educational 

institutions, and experts from academia. 

(14) Article 153(2) in conjunction with (1)(b) TFEU empowers the European Parliament 

and the Council to adopt Directives setting minimum requirements on working 

conditions with a view to achieving the objectives set out in Article 151 TFEU, 

namely the promotion of employment and improved living and working conditions.  

(15) Considering the persisting challenges regarding the problematic use of traineeships in 

the Union, further action is needed to combat regular employment relationships 

disguised as traineeships and to ensure that the relevant Union and national law 

applicable to workers is fully implemented and enforced in relation to trainees. This 

Directive addresses these challenges by laying down minimum requirements to 

improve and enforce the working conditions of trainees in the Union and to combat 

employment relationships disguised as traineeships, by establishing a common 

framework of principles and measures necessary to ensure equal treatment and to 

implement and enforce Union and national law applicable to workers more effectively. 

(16) This Directive should apply to trainees in the Union who have an employment contract 

or employment relationship as defined by the law, collective agreements or practice in 

force in the Member States, with consideration to the case-law of the Court of Justice 

of the European Union. In its case law, the Court of Justice has established criteria for 

determining the status of a worker, which is to be based on a case-by-case-analysis.  

(17) Work-based learning programmes falling under the definition of traineeship vary 

significantly across Member States. Hence, apprenticeships may fall within the scope 

of this Directive, insofar as apprentices fall under the notion of ‘worker’ as defined by 

the law, collective agreements or practices in force in the Member States, with 

consideration to the case-law of the Court of Justice of the European Union. 

(18) Chapter III of the Directive applies to regular employees who are falsely labelled as 

trainees, i.e. when employers label a regular employment relationship either as a 

traineeship which is not an employment relationship, or as a traineeship which does 

constitute an employment relationship, however with a lower level of pay or other 

working conditions than those which regular employees would be entitled to under 

Union or national law, collective agreements or practice. 

(19) Traineeships which are employment relationships can be distinguished from ‘regular’ 

employment relationships in that they are limited in time, they include a significant 

learning and training component and that they are undertaken in order to gain practical 

and professional experience with a view to improving employability and facilitating 

transition to employment or accessing a profession. 

(20) The principle of non-discrimination is suitable to combat abuses of traineeships, such 

as granting trainees less favourable working conditions or lower pay compared with 

regular employees without appropriate justification, and to ensure the sustainability of 

traineeships as a pathway to stable employment opportunities. It can also help make 

traineeships more accessible to groups of workers in a vulnerable situation. 
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(21) It is therefore necessary to lay down the principle of non-discrimination for trainees 

which should apply in addition to Clause 4 of the Annex to the Council Directive 

1999/70/EC of 28 June 1999 concerning the framework agreement on fixed-term work 

concluded by ETUC, UNICE and CEEP, which provides that in respect of 

employment conditions, fixed-term workers are not to be treated in a less favourable 

manner than comparable permanent workers solely because they have a fixed-term 

contract or relation unless different treatment is justified on objective grounds. 

Trainees who have an employment relationship are by definition ‘fixed-term workers’ 

within the meaning of that Directive. Its clause on the principle of non-discrimination, 

however, does not allow for comparison with other fixed-term workers. Moreover, 

Clause 2 (2) of the Annex to that Directive allows Member States to exclude certain 

types of workers from its scope, including initial vocational training relationships and 

apprenticeship schemes or employment contracts and relationships which have been 

concluded within the framework of a specific public or publicly supported training, 

integration and vocational retraining programme. It also fails to recognise the 

particularly vulnerable position that trainees are in. It is therefore necessary to 

guarantee that the principle of equal treatment compared to regular employees applies 

to all trainees who have an employment relationship.  

(22) Member States should therefore ensure that, in respect of working conditions 

including pay, trainees are not treated in a less favourable manner than comparable 

regular employees in the same establishment, unless different treatment is justified on 

objective grounds. The sole fact of being a trainee cannot constitute grounds for less 

favourable treatment compared to regular employees in the same establishment. At the 

same time, different tasks, lower responsibilities or work intensity in relation to 

comparable regular employees may constitute objective grounds for different 

treatment, where relevant, with regard to the employment condition at issue. The 

extent of different treatment should, however, be proportionate to those grounds.  

(23) The application of the principle of non-discrimination requires the identification of a 

comparable regular employee engaged in the same or similar type of work or 

occupation as the trainee, due regard being given to qualifications and skills. 

(24) Member States should have appropriate measures in place to combat regular 

employment relationships disguised as traineeships with the effect of granting lower 

levels of protection, including working conditions and pay, than the worker concerned 

would be entitled to under Union or national law, collective agreements or practice. 

(25) It is necessary to ensure effective controls and inspections conducted by competent 

authorities as they are essential to protect the rights of trainees and to combat regular 

employment relationships disguised as traineeships. They should be targeted to avoid 

the substitution of regular employment by disguised traineeships and to protect 

workers’ rights.  

(26) The assessment whether a regular employment relationship is disguised as a 

traineeship should be based on the factual circumstances and not on the formal 

designation of the contractual relationship. In order to determine whether a regular 

employment relationship is disguised as a traineeship, competent authorities should 

perform an overall assessment of all relevant facts. In order to facilitate the assessment 

for competent authorities, key elements that would allow to make the distinction 

between a regular employment relationship and a disguised traineeship should be set 

out. The assessment of those elements should be performed on a case-by-case basis, 

taking due account of the circumstances of each specific case. Therefore, the elements 
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referred to are indicative and non-exhaustive and without the necessity to meet a 

specific threshold.  

(27) Requiring previous work experience for a traineeship in the same or similar field of 

activity may not indicate a regular employment relationship disguised as a traineeship 

if the employer provides justification such as an equivalent period of previous work 

experiences being an alternative to having a degree in a certain field of activity or 

expertise. 

(28) When competent authorities carry out their analysis of the relevant facts to determine 

the existence of a regular employment relationship disguised as a traineeship, the 

information needed to perform this analysis might not always be easily accessible to 

them. In order to enable competent authorities to perform their tasks, employers 

should be obliged to provide them with the necessary information that lies in their 

control upon request of the competent authorities. 

(29) Member States should have appropriate measures in place to facilitate the assessment 

of whether a purported traineeship genuinely constitutes a traineeship. This should 

include a time limit indicating excessive duration of a traineeship and of repeated, 

including consecutive, traineeships with the same employer. A reasonable maximum 

duration of traineeships should, in principle, not exceed six months, as stipulated in the 

2014 Recommendation. However, Member States may provide that a longer duration 

can be justified if it is based on objective grounds. Examples of such exceptions could 

be traineeships whose completion is a mandatory requirement to access a specific 

profession, the trajectory of which to acquire the necessary knowledge, competences 

and experience warrants a longer traineeship experience. Certain traineeships that are 

part of active labour market policies aimed at the integration of persons in a vulnerable 

situation could also benefit from a longer duration. Some traineeships that are part of 

curricula of formal education or vocational education and training may have a longer 

duration for reasons linked to the curricula.  

(30) The obligation for employers to include information on the expected tasks, working 

conditions, including pay, social protection, learning and training elements in the 

vacancy notices and advertisements for traineeships could be fulfilled by including a 

link to a website containing this information. 

(31) In addition to this Directive, Member States should ensure full implementation and 

enforcement of the rights enshrined in the Union acquis applicable to trainees who 

have an employment relationship. 

(32) An extensive system of enforcement provisions for the social acquis in the Union has 

been developed in recent legal instruments, such as Directive (EU) 2019/1152 and 

Directive (EU) 2023/97062. Such provisions should be included in this Directive to 

help ensure effective enforcement and defence of rights of trainees stemming from this 

Directive and from other Union law applicable to workers.  

(33) Trainees should have access to effective and impartial dispute resolution and a right to 

redress, including adequate compensation. Trainees should be informed about the 

redress mechanisms for the purpose of exercising their right to redress. Having regard 

to the fundamental nature of the right to effective legal protection, trainees should 

 
62 Directive (EU) 2023/970 of the European Parliament and of the Council of 10 May 2023 to strengthen 

the application of the principle of equal pay for equal work or work of equal value between men and women 

through pay transparency and enforcement mechanisms, OJ L 132, 17.5.2023, p. 21. 
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continue to enjoy such protection even after the end of the traineeship giving rise to an 

alleged breach of rights under this Directive and other relevant Union law applicable 

to workers. 

(34) To provide a more effective level of protection of trainees, representatives of workers 

should be able to engage in proceedings in order to defend any of the rights and 

obligations arising from this Directive or from other Union law applicable to workers 

either on behalf or in support of one or several trainees. 

(35) Trainees should be provided with adequate judicial and administrative protection 

against any adverse treatment and consequences in reaction to any complaint lodged 

with the employer or resulting from any proceedings initiated with the aim of 

enforcing compliance with the rights provided for in this Directive or in other Union 

law applicable to workers. In particular, trainees should be protected from dismissal or 

its equivalent and all preparations for dismissal or its equivalent for exercising the 

rights provided for in this Directive or in other Union law applicable to workers.  

(36) Member States should lay down rules on effective, proportionate and dissuasive 

penalties for cases of infringement of the rights provided for in the scope of this 

Directive. Penalties can include administrative and financial penalties, such as fines or 

the payment of compensation, as well as other types of penalties. 

(37) This Directive lays down minimum requirements, thus leaving untouched Member 

States’ prerogative to introduce and maintain more favourable provisions. Rights 

acquired under the existing legal framework should continue to apply, unless more 

favourable provisions are introduced by this Directive.  

(38) Since the objectives of this Directive, namely to enforce working conditions of 

trainees and combat regular employment relationships disguised as traineeships, 

cannot be sufficiently achieved by the Member States, but can, by reason of their scale 

and effects, be better achieved at Union level, the Union may adopt measures, in 

accordance with the principle of subsidiarity as set out in Article 5 TEU. In accordance 

with the principle of proportionality, as set out in that Article, this Directive does not 

go beyond what is necessary in order to achieve those objectives. 

(39) In implementing this Directive Member States should avoid imposing unnecessary 

administrative, financial and legal constraints, in particular if they hold back the 

creation and development of micro, small and medium-sized enterprises. Member 

States are therefore encouraged to assess the impact of their transposition measures on 

those enterprises in order to ensure that they are not disproportionately affected, 

paying particular attention to microenterprises and to the administrative burden, to 

publish the results of such assessments, and to provide support to those enterprises as 

necessary.  

(40) Member States may entrust the social partners with the implementation of this 

Directive, where the social partners jointly request to do so and provided that the 

Member States take all the necessary steps to ensure that they can at all times 

guarantee the results sought under this Directive. They should also, in accordance with 

national law and practice, take adequate measures to ensure the effective involvement 

of the social partners and to promote and enhance social dialogue with a view to 

implementing the provisions of this Directive. 
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HAVE ADOPTED THIS DIRECTIVE: 

Chapter I 

General provisions 

Article 1 

Subject matter 

This Directive lays down a common framework of principles and measures to improve and 

enforce the working conditions of trainees and to combat regular employment relationships 

disguised as traineeships 

Article 2 

Definitions 

For the purposes of this Directive, the following definitions  apply: 

(a) ‘traineeship’ means a limited period of work practice which includes a 

significant learning and training component, undertaken to gain practical and 

professional experience with a view to improving employability and 

facilitating transition to a regular employment relationship or accessing a 

profession;  

(b) ‘trainee’ means any person undertaking a traineeship who has an employment 

contract or employment relationship as defined by the law, collective 

agreements or practice in force in every Member State with consideration to 

the case law of the Court of Justice; 

(c) ‘regular employment relationship’ means any employment relationship that is 

not a traineeship;  

(d) ‘regular employee’ means any person in a regular employment relationship. 

Chapter II 

Equal treatment 

Article 3 

Principle of non-discrimination 

Member States shall ensure that, in respect of working conditions including pay, trainees are 

not treated in a less favourable manner than comparable regular employees in the same 

establishment, unless different treatment is justified on objective grounds, such as different 

tasks, lower responsibilities, work intensity or the weight of the learning and training 

component. 

Where there is no comparable regular employee in the same establishment, the comparison 

shall be made by reference to the applicable collective agreement, or where there is no 

applicable collective agreement, in accordance with national law or practice. 
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Chapter III 

 Regular employment relationships disguised as traineeships 

Article 4 

Measures to combat regular employment relationships disguised as traineeships 

Member States shall provide for effective controls and inspections conducted by competent 

authorities to detect and take enforcement measures against practices where a regular 

employment relationship is disguised as traineeship with the effect of granting lower levels of 

protection, including working conditions and pay, than the worker concerned would be 

entitled to under Union or national law, collective agreements or practice. 

Article 5 

Assessment of regular employment relationships disguised as traineeships 

1. In order to determine whether a purported traineeship constitutes a regular 

employment relationship, competent authorities shall make an overall assessment of 

all relevant factual elements. That assessment shall take into account, among others, 

the following indicative elements: 

(a) the absence of a significant learning or training component in the purported 

traineeship; 

(b) the excessive duration of the purported traineeship or multiple and/or 

consecutive purported traineeships with the same employer by the same 

person; 

(c) equivalent levels of tasks, responsibilities and intensity of work for purported 

trainees and regular employees at comparable positions with the same 

employer; 

(d) the requirement for previous work experience for candidates for traineeships in 

the same or a similar field of activity without appropriate justification; 

(e) a high ratio of purported traineeships compared with regular employment 

relationships with the same employer; 

(f) a significant number of purported trainees with the same employer who had 

completed two or more traineeships or held regular employment relationships 

in the same or similar field of activity, prior to taking up the purported 

traineeship. 

2. To enable competent authorities to carry out the assessment referred to in paragraph 

1, the employer shall, upon request, provide those authorities with the following 

information: 

(a) the number of traineeships and regular employment relationships  

(b) the duration of traineeships; 

(c) the working conditions, including pay, tasks and responsibilities of purported 

trainees and of regular employees at comparable positions; 

(d) the descriptions of the learning and training components of traineeships; 

(e) the vacancy notices for traineeships. 

3. To facilitate the assessment referred to in paragraph 1, Member States shall: 
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(a) define a time limit indicating excessive duration of a traineeship and of 

repeated, including consecutive, traineeships with the same employer; 

(b) require employers to include information on the expected tasks, working 

conditions, including pay, social protection, learning and training elements in 

the vacancy notices and advertisements for traineeships. 

Member States may provide for exceptions to the time-limit in point (a) in cases 

where a longer duration is justified by objective grounds. 

Chapter IV 

Enforcement and supporting measures 

Article 6 

Implementation and enforcement of relevant Union law 

Member States shall take effective measures to ensure that all relevant Union law applicable 

to workers is fully implemented and enforced in relation to trainees. In particular they shall: 

(a) ensure that information on the rights of trainees is publicly available in a clear, 

comprehensive and easily accessible way; 

(b) develop guidance for employers of trainees regarding the legal framework for 

traineeships, including relevant labour law and social protection aspects;  

(c) provide for effective controls and inspections conducted by competent 

authorities to enforce relevant labour law in relation to trainees; 

(d) ensure that the competent authorities are provided with the human, technical 

and financial resources necessary to perform effective controls and inspections 

and have the competence to impose effective, proportionate and dissuasive 

penalties; 

(e) develop the capability of the competent authorities, in particular through 

training and guidance, to proactively target and pursue non-compliant 

employers; 

(f) ensure, in cooperation with the competent authorities, channels for trainees to 

report malpractice and poor working conditions, and provide information on 

those channels 
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Article 7 

Right to redress 

Member States shall ensure that trainees, including those whose employment relationship has 

ended, have access to effective and impartial dispute resolution and a right to redress, 

including adequate compensation, in the case of infringements of their rights arising from this 

Directive or from other Union law applicable to workers. 

Article 8 

Procedures on behalf or in support of trainees 

Member States shall ensure that representatives of workers may engage in any relevant 

judicial or administrative procedure to enforce the rights and obligations arising from this 

Directive or from other Union law applicable to workers. They may act on behalf or in 

support of one or several trainees in the case of an infringement of any right or obligation 

arising from this Directive or from other Union law applicable to workers, with that trainee’s 

or those trainees’ approval. 

Article 9 

Protection against adverse treatment and consequences 

1. Member States shall introduce the necessary measures to protect trainees and their 

representatives from any adverse treatment by the employer and from any adverse 

consequences resulting from a complaint lodged with the employer or resulting from 

any proceedings initiated with the aim of enforcing compliance with the rights 

provided for in this Directive or in other Union law applicable to workers. 

2. In particular, Member States shall take the necessary measures to prohibit the 

dismissal or its equivalent, and all preparations for dismissal or its equivalent, of 

trainees on the grounds that they have exercised the rights provided for in this 

Directive or in other Union law applicable to workers. 

3. Trainees who consider that they have been dismissed, or have been subject to 

measures with equivalent effect, on the grounds that they have exercised the rights 

provided for in this Directive, or in other Union law applicable to workers, may 

request the employer to provide duly substantiated grounds for the dismissal or the 

equivalent measures. The employer shall provide those grounds in writing. 

4. Member States shall take the necessary measures to ensure that, when trainees 

referred to in paragraph 3 establish, before a court or other competent authority or 

body, facts from which it may be presumed that there has been such a dismissal or 

equivalent measures, it shall be for the employer to prove that the dismissal or 

equivalent measures were based on grounds other than those referred to in paragraph 

2. 

5. Member States shall not be required to apply paragraph 4 to proceedings in which it 

is for the court or other competent authority or body to investigate the facts of the 

case. 

6. Paragraph 4 shall not apply to criminal proceedings, unless otherwise provided by 

the Member State. 
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Article 10 

Penalties 

Member States shall lay down the rules on penalties applicable to infringements of national 

provisions adopted pursuant to this Directive or the relevant provisions already in force 

concerning the rights which are within the scope of this Directive. The penalties provided for 

shall be effective, proportionate and dissuasive. 

Chapter V 

Final provisions 

Article 11 

Non-regression and more favourable provisions 

1. No provision in this Directive shall be construed as lowering the protection of 

workers afforded by other instruments of Union law, national law, collective 

agreements or practice. 

2. This Directive shall not constitute valid grounds for reducing the general level of 

protection already afforded to workers, including trainees, within Member States. 

3. This Directive shall not affect Member States’ prerogative to apply or to introduce 

laws, regulations or administrative provisions which are more favourable to workers 

or to encourage or permit the application of collective agreements which are more 

favourable to workers. 

Article 12 

Transposition and implementation 

1. Member States shall take the necessary measures to comply with this Directive by [2 

years after entry into force]. They shall immediately inform the Commission thereof. 

2. When Member States adopt the measures referred to in paragraph 1, they shall 

contain a reference to this Directive or shall be accompanied by such reference on the 

occasion of their official publication. The methods of making such reference shall be 

laid down by Member States. 

3. Member States shall communicate to the Commission the text of the measures of 

national law which they adopt in the field covered by this Directive. 

4. Member States shall, in accordance with their national law and practice, take 

adequate measures to ensure the effective involvement of the social partners and to 

promote and enhance social dialogue with a view to implementing this Directive. 

5. Member States may entrust the social partners with the implementation of this 

Directive, where the social partners jointly request to do so and provided that 

Member States take all necessary steps to ensure that they can at all times guarantee 

the results sought under this Directive. 

Article 13 

Reporting and review 

1. By [5 years after the date of transposition], Member States shall communicate to the 

Commission all information concerning the implementation of this Directive that is 

necessary for the Commission to draw up a report. That information shall include 
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data on traineeships for the purposes of allowing the proper monitoring and 

assessment of the implementation of this Directive. 

2. The Commission shall submit the report referred to in paragraph 1 to the European 

Parliament and to the Council. The report shall, if appropriate, be accompanied by a 

legislative proposal. 

Article 14 

Entry into force 

The Directive shall enter into force on the twentieth day following its publication in the 

Official Journal of the European Union. 

Article 15 

Addressees 

This Directive is addressed to the Member States. 

Done at Brussels, 

For the European Parliament For the Council 

The President The President 
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Tjänsteskrivelse 
2024-03-26 

Gymnasie- och 
vuxenutbildningsnämndens 
arbetsutskott 

 
 
Diarienr: SK-2022/00320 

Budgetupptakt inför arbete med budget och 

verksamhetsplan 2025 

Förslag till beslut 
Gymnasie- och vuxenutbildningsnämnden beslutar att fastställa datum för 
nämndens budgetupptakt till 17-18 september 2024. 

Ärendebeskrivning 
Inför beslut om budget och verksamhetsplan 2025 är avsikten att 
möjliggöra ett gott politiskt deltagande i det förberedande arbetet. 
 
Förslaget är att uppstarten för årets budgetberedning förläggs till 17-18 
september i form av två upptaktsdagar, delvis gemensamt med för- och 
grundskolenämnden. 
 
Vid gymnasie- och vuxenutbildningsnämndens sammanträde den 20 
november fattas beslut om budget och verksamhetsplan inför 2025. 

Beredningsansvarig 
Annelie Holmlund, nämndsekreterare 

Beslutet ska skickas till 
Sofia Öberg, ekonomichef  
   
 
 
Ann-Christine Gradin Maria Runarsdotter 
utbildningsdirektör kanslichef 
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Umeå kommun Protokollsutdrag 
Gymnasie- och vuxenutbildningsnämndens arbetsutskott 2024-04-10 

 

 
Justerares sign:  Utdraget bestyrks: 

§ 29 

Diarienr: SK-2022/00320 

Budgetupptakt inför arbete med budget och 

verksamhetsplan 2025 

Arbetsutskottets beslut 

Gymnasie- och vuxenutbildningsnämnden föreslås besluta att fastställa 

datum för nämndens budgetupptakt till 17-18 september 2024. 

 

Förslag till beslut 

Gymnasie- och vuxenutbildningsnämnden beslutar att fastställa datum 

för nämndens budgetupptakt till 17-18 september 2024. 

 

Ärendebeskrivning 

Inför beslut om budget och verksamhetsplan 2025 är avsikten att 

möjliggöra ett gott politiskt deltagande i det förberedande arbetet. 

 

Förslaget är att uppstarten för årets budgetberedning förläggs till 17-18 

september i form av två upptaktsdagar, delvis gemensamt med för- och 

grundskolenämnden. 

 

Vid gymnasie- och vuxenutbildningsnämndens sammanträde den 20 

november fattas beslut om budget och verksamhetsplan inför 2025. 

Beredningsansvarig 

Annelie Holmlund, nämndsekreterare 

Beslutet ska skickas till 
Sofia Öberg, ekonomichef  
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Tjänsteskrivelse 
2024-04-16 

Gymnasie- och 
vuxenutbildningsnämnden 

 
 
Diarienr: SK-2024/00007 

Delegationsbeslut och anmälningsärenden – 

gymnasie- och vuxenutbildningsnämnden          

2024-04-24 

Förslag till beslut 
Gymnasie- och vuxenutbildningsnämnden beslutar att godkänna 
redovisningen av delegationsbeslut och anmälningsärenden. 

Ärendebeskrivning 
Inför gymnasie- och vuxenutbildningsnämndens sammanträde 2024-04-24 
redovisas anmälda delegationsbeslut och anmälningsärenden som ska 
delges nämnden. 

Beslutsunderlag 
Bilaga: Sammanställning, upprättad vid tidpunkt för kallelsens utskick 

Beredningsansvarig 
Annelie Holmlund, nämndsekreterare 
 
   
 
 
Ann-Christine Gradin Maria Runarsdotter 
utbildningsdirektör kanslichef 
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UMEÅ KOMMUN
Sammanträdesdatum 2024-04-24

Gymnasie- och vuxenutbildningsnämnden
Delegationsbeslut och anmälningsärenden

Nr Beslutsdat Delegat Ärendets art Diarienummer
23 2024-03-18 Patrik Henriksson Beslut: Ansökan om förlängd undervisningstid - Dragonskolan - Beviljas SK-2024/00193-1
24 2024-03-18 Patrik Henriksson Beslut: Ansökan om förlängd undervisningstid - Dragonskolan - Beviljas SK-2024/00193-2
25 2024-04-10 Peter Vigren Yttrande: Remiss avseende förslag till föreskrifter om ändring i Skolverkets föreskrifter (SKOLFS 2023:143) om nationella 

prov i gymnasieskolan läsåret 2024/2025
SK-2024/00188-4 

26 2024-04-10 Ann-Christine Gradin Beslut: Mottagande till anpassad gymnasieskola, 18 st - Beviljade SK-2024/00223-1-18

Datum Anmälningsärenden (inkomna beslut och domar): Datum-Beslutsinstans/Beslutshavare-Ärende/Mål/Beslut Diarienummer
2024-02-27 Kommunstyrelsens näringslivs- och arbetsutskott: Anvisning för nämndernas rapportering till kommunstyrelsen 2024 SK-2024/00151-1
2024-03-14 Skolinspektionen: Beslut - Tillsyn -  Anpassad gymnasieskola, Dragonskolan - Förläggande att vidta åtgärder SK-2023/00462-28
2024-04-01 SK-2024/00196-1

2024-04-01 SK-2024/00197-1

2024-04-01 SK-2024/00198-1

2024-04-01 SK-2024/00199-1

2024-03-25 Kommunfullmäktige: Beslut - Motion 10/2023: Inför skolfrukost i Umeå - Att anse motionen besvarad SK-2023/00278-9

Skolverket: Beslut - Ansökan om avvikelser inom det nationella programmen i gymnasieskolan - Umeå Elitidrottsgymnasieum, e-sport, 
disciplincounter-strike 2- Ärendenr: 32113-2024-0002826 - Godkänd
Skolverket: Beslut - Ansökan om avvikelser inom det nationella programmen i gymnasieskolan - Umeå Elitidrottsgymnasieum, simning- ärendenr:  
32113-2024-0002832 - Godkänd
Skolverket: Beslut - Ansökan om avvikelser inom det nationella programmen i gymnasieskolan - Umeå Elitidrottsgymnasieum, gymnastik, disciplin 
truppgymnastik - ärendenr:   32113-2024-0002834 - Godkänd
Skolverket: Beslut - Ansökan om avvikelser inom det nationella programmen i gymnasieskolan - Umeå Elitidrottsgymnasieum, gymnastik, disciplin 
artistisk gymnastik  - ärendenr:  32113-2024-0003713 - Godkänd

1



41/24 Utbildningsdirektören informerar:

Denna behandling '41/24 Utbildningsdirektören informerar:

-Remiss från Skolverket: Förslag till föreskrifter om ändring i Skolverkets föreskrifter (SKOLFS 2023:143) om

nationella prov i gymnasieskolan läsåret 2024/2025 (delegationsbeslut)' har inget tjänsteutlåtande.



42/24 UmeBrå:s åtgärdsplan och insatser som berör gymnasie- och vuxenutbildningsnämnden

Denna behandling '42/24 UmeBrå:s åtgärdsplan och insatser som berör gymnasie- och vuxenutbildningsnämnden

' har inget tjänsteutlåtande.



43/24 Information om jämställdhetsprojekt -   :

Denna behandling '43/24 Information om jämställdhetsprojekt' har inget tjänsteutlåtande.
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