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Welcome & Introductions

Namita Datta

Coalition Manager, S4YE
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Solutions for Youth Employment (S4YE)
A Multi-stakeholder Coalition in the World Bank Group

S4YE is a vibrant multi-stakeholder coalition based in the World Bank Group that brings together public
sector, private sector, civil society actors and youth themselves and aims to provide leadership and
resources for catalytic action to increase the number of young people engaged in productive work.

SAYE is a part of the World Bank Multi Donor Trust Fund with:
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S4YE Private Sector Advisory Council

Promote peer to peer
learning, sharing ideas and
best practices

N/

®
P12

Combine the strengths of
private sector (innovation,
growth) with that of World

Bank (scale, technical
expertise, policy dialogue)

4

Facilitate deeper engagement
and partnership between the
private sector and the World
Bank on major corporate
initiatives

SOLUTIONS
FOR YOUTH
EMPLOYMENT

A Growing Network of Private Sector Companies
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‘Insights from the Private Sector’ Series
Facilitates dialogue between youth employment
practitioners and private sector companies

Launched monthly webinar series last year to highlight lessons from youth focused private sector
led initiatives

Audience includes colleagues at the World Bank Group and S4YE’s partner network (150 wa youth
employment projects, 44 innovative youth employment projects, 35 private sector companies, other bilateral donors,
governments and foundations)

Opportunity for the SAYE community to share experiences, ask questions and learn from each
other

Please let us know if you would like to be featured next!
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Designing Apprenticeships and Work-based Learning
Opportunities for Youth

Overarching question:
What can help strengthen the “business case” or the ROl for Work-Based Learning Programs in private sector

companies

Speakers

Nazrfene Mannie, Executive Paul Champion,President Bettina Schaller, Global Head of
Director, GAN Global and CEO, TranZed Public Affairs, T;ie Adecco Group
Apprenticeships

Alford (Al) Crook, Head of Human Timothy J. Scott Hall, Government and Public
Resources Business Partners for Zurich Affairs Manager, Communications and Media
Insurance Group, North America Strategist, Intel Costa Rica 6
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Nazrene Mannie

Global Apprenticeship Network
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OUR AMBITION

An equitable future for all
segments of the workforce and a
sustainable talent pipeline for
business

OUR PURPOSE

As a CEO led, business-driven and
multisector alliance, we fuse education
and employment through work-based

learning.
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GLOBAL




300 + companies

15 network countries &
multiple local and
regional partners
including IOE members




KEY CONSIDERATIONS

1. What is the Return on Investment (ROI) and benefits for companies investing
in WBL;

2. How can the ROI for WBL programs can be increased from the private sector
perspective;

3. What are the practical considerations for companies designing and
Implementing WBL programs;

4. What are the policy considerations in implementing WBL programs - how can
the private sector work with governments and other partners to implement

WBL programs;
5. What are some concrete examples that speak to these questions

GAN
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What is the Return on Investment (ROI) and benefits for
companies investing in WBL

Numerous studies have shown that there is a business case for companies to train
apprentices in the Swiss VET system (i.e. Mihlemann et al., 2007; Muehlemann,

2010; Strupler and Wolter, 2012).

Put simply, on average, companies who train earn money by doing so. The costs of
training are counterbalanced by delivering a return on investment, thereby

generatinganetbenefit.

GAN

Miihlemann et al., 2007; Muehlemann, 2010; Strupler and Wolter, 2012 GLOBAL



FIGURE 7: HOW VET BENEFITS COMPANIES*

Students give apprenticeships an ﬁFl'ﬁtliHiﬂlﬂ

. . No student debt
ThE? Join the workforce Prepa red J Tuition paid by cantons {states]

thankstoa tﬁﬂ-l‘lﬂlﬂl’l education bpprentices =arn & progressive wage

3 Hunzikar, K. (2006}, Switzeriand's Voostional Educstion and Training System.

Jobs Now 2017, Swiss Style Vocational Education and Training , Accenture 13



ROI and benefits from the Swiss System

i 100 2000 SO 400 B0 LA

Groas cost Fublic =ope=nditure Gross cost

for host companies [23% fmdural governmant, for host companies
T9% camtons end communes]

The costs of the professional sssociations are not included in this diagram.
(Source: Renoid/Probst, 2076, p. 48)

GAN
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ROI and benefits from other models

FOR SOCIETY:

T

SCHOOL RETENTION
WBL reduces early school leaving while
developing more relevant and integrated

curricula \

fibgm

INCLUSION
Reduced welfare costs
and
increased wage return

- /
o {
SKILLED WORKFORCE
WBL increases employability

providing more effective
preparation

WANT TO KNOW MORE?

mumber: 2017-1-

FOR SMEs:

4

EASIER RECRUITMENT

Apprenticeships policies facilitate training,

recruitment and employers retention,
reducing costs

FASTER INTEGRATION
In-company lrained
employees

FLEXIBILITY
Students can cover several
positions, reducing lime spent
on ongoing training

m;mmnmmmmw the Eurepean Commission.
publication lcommunication] reflects the views only of the author, and the Commission cannol
Erasmus+ hh“nmmmmm hm«umm‘ouwmwmu
WBL and spprenticeships” project SKO1-

KAZ02-035375

Level 1 - Reaction

need less supervision,
increasing productivity
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What are the practical considerations for companies desighing and
implementing WBL programs

Governance and Design Considerations

Questions for governance

Some options

Which issues need to be covered by policies, rules,
regulations and decisions?

e The content of programmes

* \WWho can take part in them

* How and where learning takes place

* Financing

* Trainers' qualifications

* How assessment is to be carried out

* Who awards qualifications and certificates
* How quality can be improved

Who has the power to make policies, rules, regulations
and decisions?

e Central government ministries

¢ Central policy bodies, including governments and social partners
* |Industry-sector councils

* Local and regional training organisations

Who can influence policies, rules, regulations and
decisions?

e Government ministries

¢ Central policy bodies, including governments and social partners
¢ Employer and employee organisations

* Non-governmental organisations

e Individual enterprises

¢ Schools and colleges

® | ocal and regional government bodies

GAN

ETH Handbook on Work Based Learning https://www.etf.europa.eu/en/publications-and-resources/publications/work-based-learning- GLOBAL

handbook-policy-makers-and-social



https://www.etf.europa.eu/en/publications-and-resources/publications/work-based-learning-handbook-policy-makers-and-social

What are the policy considerations in implementing WBL

programs

ETF WBL Handbook

Shared

vision

Social partners

Policy

framework

Government -

1 |

Take a long-term view

Build basic tools: skill

standards, curricula,

skill lists, assessment
tools

1 |

Use international
partnerships

Build knowledge and
skills: enterprise
trainers,

assessors, teachers

Legislation
Financing

Social partner
ownership

Political support

| |

Avoid competing
systems
of work-based
learning

Market and
communicate

GAN
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Financing WBL: Multiple considerations, multiple actors!

Training

Learni Donor
earning
Accounts fU nded

Funds

Quality - Curriculum
Assurance Prlvate Design

sector

State
fundmg Lecturer

Work Development

readiness
Workplace

readiness

GAN

GLOBAL



-

© X oI

)

¢

+41 2292900 11

mannie@gan-global.org

@ GANA4Skills

Facebook.com/ GAN4SKkills

GANA4Skills

THANK YOU



mailto:mannie@gan-global.org

WORLD BANK GROUP S [4] SOLUTIONS
FOR YOUTH
Jobs E EMPLOYMENT

Paul Champion

TransZed Apprenticeships

20
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OF U.S. EMPLOYERS

ARE DISAPPOINTED

CAN'T FIND EMPLOYEES BY THE LACK OF

WITH MUCH-NEEDED
SKILLS'

PREPARATION FOR
ENTRY-LEVEL JOBS
AND BEYOND '

OF 3,000 RECENTLY
SURVEYED EMPLOYERS
ACROSS ALL SECTORS
REPORTED A SKILLS
SHORTAGE “

SAID THE SKILLS
SHORTAGE WAS
NEGATIVELY IMPACTING
PRODUCTIVITY,

STAFF TURNOVER,
AND EMPLOYEE
SATISFACTION.
EMPLOYERS CITED A
LACK OF AVAILABLE
TRAINING AND
DEVELOPMENT AS A
MAIN REASON FOR THE
SHORTAGE *



6 FORCES SHAPING THE FUTURE OF WORK

THE CHALLENGE...

CHANGING EMPLOYEE
EXPECTATIONS

ACCELERATING

TECHNOLOGICAL CHANGE SHIFTING LABOR

DEMOGRAPHICS

GROWING DEMAND

FOR SKILLS
TRANSITIONING

WORK MODELS

EVOLVING BUSINESS
ENVIRONMENT

i Harvard
Business
Review




GLASBERGEN

“We’re looking for someone with the wisdom of a
5o-year-old, the experience of a 40-year-old, the energy of
a 30-year-old, and the pay scale of a 20-year-old.”



The magic sauce....

Improve companies’ overall performance & competitive
advantage in the marketplace. Reduces Cost.

Brings value through the much-enhanced productivity of
apprentices & enables workers to better integrate into the
business’s culture and develop greater leadership potential

Reduces turnover and increased employee loyalty, thus
significantly reducing training and recruitment costs

Diversifies the workforce.

Improves employee engagement, problem-solving skills, and
flexibility in performing a variety of tasks, while reducing the
need for supervision
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Bettina Schaller

The Adecco Group
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THE ADECCO GROUP

Everyone

S4YE and GAN Webinar on
Designing Apprenticeships and WBL opportunities for youth

Bettina Schaller, The’Adecco Group



Why is WBL on The Adecco Group radar...?
The Group's Skills & Employability focus

Future-proofing: Key Competences: STEM, digital

skills, transversal skills, learning to learn, etc.

Finance: Rethinking Workforce Investment
« Individual Learning Accounts .
- e Shem Azeameis Ways to learn: wc?rk-based learning & employer
+ “LongTerm Value Creation in Human Capital Reporting” involvement
2




The Business Case for investing in apprenticeships and Work-Based Learning

Productive
contribution of
apprentices/

skilled worker
Employer benefit

Skilled worker's
labour cost

Apprentice’s labour
cost (wages etc.)

Employer cost

Cost and contribution of apprentices

Apprenticeship period Post apprenticeship

Source: Measuring the Costs and Benefits of Apprenticeship Training, ILO



The Business Case for investing in apprenticeships and Work-Based Learning

Lehrjahr 1 2 3 Total Lehrjahr 1 2 3 4  Total
Bruttokosten 25570 26900 30950 83420 Brutto-
+- 680 600 E50 1470 kosten 25080 26900 30080 33270 115330
Produktive Leistungen 27470 29620 36770 93 860 - 910 760 %80 10 2680
+/- 810 720 1180 236 Produktive

Leistungen 23330 26090 34130 40420 123970
Mettonutzen 1890 2720 5810 10430

+/- 1230 890 1100 1360 327
+/- 1 040 970 1390 2880

Netto-
Tabelle 7: Bruttokosten, produktive Leistungen und Mettonutzen pro nutzen -1 740 -820 4050 T150 8 630
dreijahriges EFZ-Lehrverhiltnis (in Franken)

+/- 1400 1120 1270 1390 3 560

Tabelle 9: Bruttokosten, produktive Leistungen und Nettonutzen
pro vierjahriges EFZ-Lehrverhiltnis (in Franken)

Source: Lohnt sich die Lehrlingsausbildung fur die Betriebe? Eidgendssisches Hochschulinstitut fur Berufsbildung.

The Adecco Group 27.01,2020 4



The Business Case for investing in apprenticeships and Work-Based Learning

Table 1 Cost Benefits generated according to stakeholders involved

e  Wage/stipend e  Contribution to the production of goods
: e  Social security contributions and services

During : o Subsid di e

the Quali e  Time for in-compagny mentors ubsides an '"Cef‘ ‘wes
" ) by ) e  Costs for training materials, space, *  Payments from training funds
L Apprenticeship equipment *  Improvements in reputations, through participation in
2 e  Costs for recruitment and administration reputation, through participation in apprenticesship training
o
g e  Savings in recruitment and initial training costs
E e  Higher productivity and quality
“' After the Quality »  More loyal workforce

Apprenticeship*’ e  Savings from reduced labour turnover

e |nnovation
e  Wage stability

Source: Measuring the Costs and Benefits of Apprenticeship Training, ILO



A

THE ADECCO GROUP

WBL @ TAG: Case Study 1

La Grande Ecole de PAliernance




The GEA: an innovative WBL solution

A workforce solution, based on the creation of competencies, focusing on skillsets that are scare, in demand or
required tomorrow......... A school without walls bringing together the needs of companies, the expertise of training
partners and the career aspirations of youngsters and job seekers.




The GEA modell

Skill Needs

Analysis ﬁ

- Job scarcity

- Employment market

analysis
- Job analysis

- Competency framework

Solution Design

Sourcing strategy
Evaluation strategy
Bespoke training
program

Training mechanism

Training partners

- 1

Competency

Creation

- Sourcing
-~ Evaluation

-~ Recruitment &

onboarding
- Training

- Tutoring

- 1

Employment

Unlimited contract
Fixed term contract
Temporary staffing

Temp open-ended

contracts



60 drivers needed due to
having won tender for
school transport in the area
of Briey

Part-time positions

Scarcity of skillset in the
labor market

Design of training
program

Adaptation of
recruitment process

Specific assessment
process

Externalised training
delivery & certificate
/degree delivery

Multi-tiered financial
mechanism

Employment
opportunity

3 sessions with 15 persons each over 3 months
Success rate: 95,5%
Recruited profiles:

All in career transition

Women returning to labor market

Retired policemen and militaries

* accredited training fund collecting agency



The success stories in France since 2016 in figures

Total # persons / Client industry

1 2 O 0 o + ® Transport / Logistic

“Apprentices”

Construction industry
B Metalworking industry

8 5 (y Remain in employment m Services
© 12 month after training

B Trade / Delivery

I Machines & equipements /
Automobile

B Agroalimentaire

o On agency open-ended
36 /o contract from start of
training

Order picker / packer; Production line conductor; Freight transport driver (on a

carrier); Freight transport driver (any vehicle); Cable fitter; Form setter /

Drop-out rate
8 O/ P formwork carpenter; Warehouse forklift driver; Electrician
(o

nationally



The beneficiaries: Companies & Workers = the case for a diverse workforce

Age au démarrage de laformation

* Unemployed: 77%+ were registered as unemployed \gn
when they started their training y

*  Youngsters : 43% of persons trained are under 26
yrs old

Hm-26ans MW26a45ans m+45ans

* 31% have a formal education at level VI (left 10%
school without a formal diploma)

(+]

\rl

B NiveauVl M NiveauV M NiveaulV Niveaux | etll

* 3229% have a formal education at level V

11
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WBL @ TAG: Case Study 2:

CEA's: Training Centers for
Apprentices




Primary mission
is to educate,
but also
contribute to
the professional
integration on
the labor
market

* CFA now similar to training
organizations

* Any entity (company, sectorial
organisation, training
organization, etc.) can train
apprentices

* New governance

= Activity Declaration

— Specific operational rules set
up (qualified personnel,
internal regulations, cost
accounting, pedagogical and
financial balance sheet,...)

— Pedagogical control

— Quality control

* Evaluation of
apprentices' skills in a
continuous controlled
way

* Coaching and
orientation towards
learning

* Publication of results:
apprenticeship success
rate and employment
rates

No longer financed
by a subsidy from
the Region but ‘paid’
per apprentice
trained



A consortium created in March 2019

KORIAN

A shared
- CFA for *
/ACCOR cooks & sodexo

kitchen
personnel

A

THE ADECCO GROUP

Collectively recruited +11,000 individuals in 2018
for those jobs

Success story 1: Culinary and catering jobs CFA

Main objectives

Recruit 1000 persons the first year

3 locations (Marseille, Lyon, Paris), 3 groups per location, 25
apprentices per group, all running in parallel

Attract young people to these jobs

Keep professionals engaged by offering them training programs
leading to recognized qualifications/certifications

Contribute collectively to each partners performance and growth

Main issues at stake

Operational: address the skill shortages for these roles
Economic: benefit from the scale effects allowed by such a consortium
Brand: for the companies and for the sector

Advantages

In-depth expertise for these jobs
Training program tailored to skill needs
Post-training employment opportunities

14



Success story 2: the CFA in Recruitment...:
Recruiting our recruiters of tomorrow

* Launched in September 2019 with 45 apprentices over 3
geographical locations (Bordeaux, Lyon, Paris)

+ 2" group in April 2020 with 45 apprentices (same locations), and
from mid-year onwards additional locations and apprentices for
other companies

* Apprentices positioned in the main Business Units (Adecco, Spring,
Modis, B&C, Adecco Medical, Onsite, etc.)

But we also did a mini practice.....

» Partnership with IGS (a school specialised in HR), having its
own CFA

» Recruited 13 apprentices, delivered part of their training and
managed logistics

e Positioned them in Modis, Humando, Adecco Solutions IDF,
Onsite, RH Sante and Spring

15



The CFA in Recruitment modell

We TRAIN
& CERTIFY

We TARGET We offer CAREER opportunities within the

candidates group to the apprentices

Level required: Bac™+3 or Bac +2 Adecco delivers an apprenticeship

with work experience, possessing training program called « Expert des
strong results orientation and nouveaux métiers du Recrutement » :
teamwork skills
. Expert
- 400 hours of training in 1 year Recrutementen
|nterna| candidates: Cansultant Direction RH
. Badenoch & Clark Interne
- Recruiters . - Delivery of a Professional Certification . ‘
- Or other job qualifications of of apprenticeship, officially registered ggs;%eda”a'res Directeur dAgence  Expert
comparable levels in the RNCP Recrutement
- Or a colleague wishing to .Responsable Consultant Perm Responsable International
strengthen or refresh their skills - Corresponds to a level 6 title Recrutement Adecce /Humando  d'Agence « on site » ‘ ;
(Bac+3/4) Adecce solutions g::i{c)treur agence
Consultant Spring /
Consultant-Charge
H o Q Responsable
. Ch d P de recrutement
EXtBear:;ZI if\agjleia\z?ts}; 2/3 yrs Re::ffemeent Ezcr“temﬁgl | CDD CDI Adecco stgeo:j:lglsmor
_ Y Or delivers a modular training on the Adecco eccoMedical  Medical « on site »
experience Solutians

innovations linked to the jobs of — .
Directian Salutians

- Bac+3 Social science / .
recruitment, Emploi en Hub

Management / Human Resources
- Or equivalent work experience

* Bac = high school degree
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Alford Crook

Zurich Insurance Group
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ZURICH

APPRENTICES AND INSURANCE:
ADDRESSING THE TALENT GAP

January 28, 2020

Al Crook, Head of HR Business Partners

Zurich North American Insurance Company

INTERNAL USE ONLY
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Zurich answers the call — One of 100 committing to 100 .

White House Upskill Summit — April 24, 2015

®* Obama Administration’s Upskill Initiative called on businesses to help
workers of all ages earn a shot at better, higher paying jobs, even if they
do not have a higher education

*  Empower workers with the education and training they need to

develop new skills and earn higher wages
The White House WASHINGTON

Office of the Press Secretary

®* Increasing uptake of training programs by building awareness and For Immediate Release
making it easier, cheaper and faster for front-line workers to benefit April 24, 2015

from these opportunities FACT SHEET: Adminijst t1
: ration

A

: nnounces New, Commitmentg in
upport of President Obama’s

Upskill Initiative to Empower

Wo‘rk'ers with Education and?
® Zurich was one of 100 leading employers who answered the President’s Tralnmg
call to action

®* Announced commitment to provide opportunities to front-line workers
to get ahead by expanding access to apprenticeships and on-the-job
training

ladder and earn higher wages

®* Committed to hiring 100 apprentices by 2020

© Zuricl

49
INTERNAL USE ONLY



WHY APPRENTICESHIPS ARE IMPORTANT 7

ZURICH

* |ndustry talent needs

* Aging industry

* \War for talent

® The search for a diverse workforce

* |Industry not as appealing to younger workers

Innovations that help solve
business challenges

INTERNAL USE ONLY



WHY APPRENTICESHIPS ARE IMPORTANT Z)

ZURICH

$37,172

The average debt student loan borrowers
have when they graduate

INTERNAL USE ONLY



Apprenticeship is growing across the US

600,000

500,000

400,000

300,000

200,000

100,000

© Zurich

410,375

170,544

44,417

Fiscal Year 2014

19,260

447,929

197,535

Fiscal Year 2015

m Active Apprentices

52,717

505,371

20,910

= New Apprentices

206,020

533,607

49,354
21,339

Fiscal Year 2016

= Total Completers

64,021

22,488

Fiscal Year 2017

m Active Programs

Z)

ZURICH

585,026

238,549

71,789

23,441

Fiscal Year 2018

- U.S. Department of Labor

INTERNAL USE ONLY
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HOW APPRENTICESHIPS WORK AT ZURICH zu%cn”‘

®* Programs in General Insurance and
Cyber Security

- U.S. Department of Labor Blog

a3 Harper College

An Insurance Industry First: Training Tomorrow’s
Workforce through Apprenticeship

®* Learn and earn

— Three days a week of on-the-job
training

— Two days per week at Harper
Community College

© Zuri

INTERNAL USE ONLY



Apprenticeship — The Two-Year Journey Z

Exploring Career Options
* Awareness of Apprenticeship
and insurance careers

Recruiting at Zurich
and Harper College
Admissions

S Ae

Build Knowledge
Foundation

Commit to
the Journey

Exploring
Apprenticeship

QoD
e

@)

Core Rotation 1:

ZURICH

Harper College:
Onboarding Week .

Fall, Spring and Summer semesters leading
to AAS in Business Administration

i

1

: Sub-Rotations

* Concentrated opportunities to learn about other business
units / functions

Compensation
* Annual performance review
* Annual merit increases

On-the-Job training in one business
unit

Regular performance and
development conversations with
manager

Alumni Advisor assigned

Core Rotation 2:

* On-the-Job training in a second business
unit
Continued performance and
development conversations

e Alumni Advising continues

Harper College
* Fall, Spring and Summer semesters leading
to AAS in Business Administration

Sub-Rotations

* Concentrated opportunities
to learn about other business
units/functions

Strengthen
Results

Develop Skills

& Practice Graduation

* AAS in Business Administration

* DOL Certified Apprenticeship

* Promotion in role with appropriate
salary adjustment

Transition

After one year,
option to post
for other roles

Post Graduation
* Deepen expertise O
in role
e Explore career
opportunities

INTERNAL USE ONLY
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Zurich continuing to lead the way globally, nationally and locally 4

REWORK AMERICA GlobalMindED
A TASKFORCE

IIIIIIIIIIIIIIII

SR M|

THE WHITE HOUSE
SOCIETY FOR HUMAN WASHINGTON
RESOURCE MANAGEMENT

X X X %

CHICAGO APPRENTICE NETWORK
X X X X

ZURICH

SCHAUMBURG
' BUSINESS
MElN  ASSOCIATION

" WORLD
ECONOMIC
ORUA

GAN

GLOBAL

Skilling Now

JFF

INTERNAL USE ONLY
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https://newsroom.mastercard.com/news-briefs/world-economic-forum-centers-discussion-on-financial-inclusion/
https://www.google.com/url?sa=i&rct=j&q=&esrc=s&source=images&cd=&ved=2ahUKEwjWmYaMvMXkAhUElawKHbQ9AnAQjRx6BAgBEAQ&url=https://www.markle.org/rework-america/&psig=AOvVaw3p9_kHYgL4c2MGr-AGLSAl&ust=1568177880452692

Supporting the Apprentice Movement >
ZURICH
Modeling the Way

Our vision for apprenticeships was to create a program that was not only viable for Zurich’s commercial insurance business
but was also flexible, scalable and sharable. This would allow us to grow apprentices within our company, across our
industry and within the regions that we work. Our success is not simply measured internally, but also includes the leverage
we can gain by supporting the apprentice movement.

56
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Z)

ZURICH

Thank You
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ZURICH

LEARN MORE AND HELP US SPREAD
THE WORD

INTERNAL USE ONLY
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Timothy J. Scott Hall

Intel Costa Rica
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Discussion

60



WORLD BANK GROUP B T ONS
Jobs 3
EMPLOYMENT

Thank You!
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