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1. Survey objectives and methodology 

The objective of the survey is to identify the skills profile and the key knowledge of the 

mentors. Through a better understanding of the skills expected from mentors, we bring a relevant 

input for the development of intervention programs to develop the mentorship programs. On the 

one hand, the enterprise entities will have a starting point for the skills to consider when 

assigning the mentor roles within the organisation. On the other hand, when developing training 

programs, the companies can use the mentor skills profile to assess the training needs of their 

employees who will participate in the programs and to design the content of the developmental 

programs.  

The survey is based on a mixed methods research, including both qualitative and quantitative 

analysis (qualitative individual interviews, questionnaires, and focus groups).  

The survey design followed the same structure in all the four countries that participated in the 

project. 

 

Table 1. The survey design 

Research method/Target group Students Mentors Stakeholders 

Individual interviews   X 

Focus groups X X  

Questionnaires X X X 

 

1.1. The survey instruments 

By using the research instruments we aimed: 

- to identify the main trends regarding the labour market requirements and expectations of the 

labour market from the young generation 

- to explore the expectations of each target group  

- to identify the main barriers perceived by the respondents to be faced when the youth enter the 

labour market 

- to identify the main strategies and solutions perceived by the respondents to support the youth 

entering the labour market 

Three types of instruments were used: individual interview guides, group interview 

guides and questionnaires.  

a) The structure of the individual interviews with employers’ representatives, teaching staff and 

decision makers - the individual interviews focused on identifying potential explanations for the 

relation between the youth generation and the requirements for working in industry: reasons for 



  

   
 

4 
 

choosing this career vocational path, factors that lead to this decision, factors that support or 

prevent continuing the career in this area, the skills and the roles expected from the mentors. 

b) The structure of the focus groups interview guide with the students - the group interviews 

focused on getting students to interact when revealing their opinions so to identify reasons for 

choosing this career vocational path, factors that lead to this decision, factors that will support or 

prevent continuing the career in this area, and the skills and the roles expected from the mentors. 

c) The structure of the questionnaire for the students, employers’ representatives, teaching staff 

and decision makers - the questionnaire rated the importance of the set of knowledge, skills and 

competencies needed for mentors taking part in work based learning (WBL) programs in 

industry. The questionnaire rates both generic skills (personal, social and cognitive) and 

technical skills (specific professional competencies), the factors that support youth career in this 

plastic industry and the faced/potential barriers.  

1.2. Participants’ sample 

 

The survey covers three different target groups: company mentors (employees in various 

organisations), students undergoing WBL processes, and stakeholders (teaching staff and 

decision makers such as company executives, owners, trade and educational executives) from 

four countries: Hungary (74), Greece (40), Romania (85), and Slovakia (46). In total there were 

collected 245 questionnaires, from 39 mentors, 169 students and 39 stakeholders.  

 

Table 2. The sample by respondent type and by country 

 Hungary Greece Romania Slovakia Total 

Mentors 11 10 8 10 39 

Students  52 20 69 26 167 

Stakeholders  11 10 8 10 39 

Total  74 40 85 46 245 

 

Given the specific of these internship programs, the sample presents a rather large 

difference between the number of females and the males included. From the total 245 

participants, 79% were male respondents. This unbalanced ratio applied especially for the groups 

of students and mentors.  
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Table 3. The gender of the sample 

Gender  Students Mentors Stakeholders Total 

Males  137 28 23 188 

Females  30 11 16 57 

 

 

2. Findings about the mentor profile 

2.1. The roles of the mentors 

 

All three groups of respondents rated the importance of a set of roles the mentors could 

play during the WBL programs. The most important roles relate to directly supporting the 

students in learning at the working place, such as To show, demonstrate, and explain the work 

(mean 4.70) and To watch, guide and correct the work performed by the students (mean 4.68). 

The least important roles are related to the friendship relationship between the students and the 

mentors, neither of the groups seeing this as highly relevant.  

 

Table 4. The importance of the mentors’ roles  

Roles Mean 

To show, demonstrate, and explain the apprentices the work 4,70 

To watch, guide and correct the work performed by the trainees  4,68 

To help the trainees understand the benefits of having such a job 4,49 

To evaluate apprentices' activity during the apprenticeship 4,48 

To provide general information to apprentices about company 4,39 

A mentor should be a role model for the apprentices 4,33 

To be in contact with the school for common agreement  4,20 

To help the trainees in elaborating the apprentice assignments 3,78 

A mentor should be a friend for the apprentices 3,63 

 

We aimed to see if there are differences between the three groups of respondents 

regarding their perception on the roles the mentors should have. We computed the average 

values of the ratings by type of respondents and then ran the ANOVA analysis. The findings 

show that there are few statistically significant differences between the three groups with regard 

to the following roles: To be in contact with the school for common agreement (F = 3.73, 

p<0.05) and A mentor should be a role model for the apprentices (F = 5.36, p<0.05). The 



  

   
 

6 
 

students see these roles as being less important compared to the other two groups. The 

stakeholders perceive the role To evaluate apprentices' activity during the apprenticeship as 

being less important compared to the other groups (F = 7. 06, p<0.05). In general, the three 

groups show rather similar opinions with regard to the roles a mentor should have.  

 

Fig. 1. Roles of the mentors - Importance of the roles by respondent type 

  
 

Furthermore, we aimed to see if there are differences between the four countries with 

regard to the roles of the mentors. The findings show again small differences between the 

countries. The respondents from Greece rate the following roles as being more important 

compared to the respondents from Hungary: To be in contact with the school for common 

agreement and To provide general information to apprentices about company. Also, the 

respondents from Hungary rate the role A mentor should be a friend for the apprentices as being 

less important compared to all the other countries.  
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Fig. 2. Roles of the mentors - Importance of the roles by country 

 
 

2.2. The skills profile of the mentors 

 

We analysed the ranking of the main skills as rated by the three groups of respondents. 

The most important skills were considered to be Willingness to share their knowledge and 

experience (mean 4.73) and Ability to explain and repeat explanations if necessary (mean 4.69).  

The answers show that all the skills included in the survey instrument were highly 

evaluated by the respondents. Still, the skills that were ranked lower refer to Vision, strategic 

thinking (mean 4.24) and to Availability to take new job roles and duties outside of the job 

description (mean 4.05). Surprisingly, the Ability to use technical devices in the mentoring 

process (mean 4.30) together with the Knowledge in the use of technology and electronic devices 

(mean 4.36) were rated among the lowest as importance by the respondents. Also, being Joyful 

and able to entertain a good and positive work atmosphere (mean 4.32) was rated among the 

lowest, while in the focus groups with the students, this feature was emphasised as being very 
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appreciated. Other interaction skills such as Ability to manage disagreements and conflicts was 

lower rated.  

 

Table 5. The importance of the mentors’ skills by respondent type 

Importance of Skills Mentors Students Stakeholders Mean 

Willingness to share their knowledge and experience 4,83     4,60     4,75     4,73 

Ability to explain and repeat explanations if necessary 4,81     4,57     4,70     4,69 

Ability to monitor the trainees, watch their work, and kindly 

correct the mistakes 
4,57     4,47     4,70     4,58 

Ability to synthesize information and emphasize the key points 

when teaching the trainees 
4,77     4,39     4,56     4,57 

Ability to motivate the trainee 4,47     4,45     4,64     4,52 

Work experience on the job 4,55     4,47     4,53     4,52 

Patience and calmness when teaching the trainees 4,67     4,52     4,34     4,51 

Specific technical knowledge according to the job 4,52     4,44     4,56     4,51 

Integrity and reliability 4,70     4,40     4,35     4,48 

Orientation on outcomes and interest in what the trainees learn 4,61     4,36     4,47     4,48 

Passion for the job and desire to share the knowledge to carry on 

the job activity 
4,52     4,45     4,47     4,48 

Excellent training skills 4,33     4,49     4,59     4,47 

Ability to give and receive feedback during the mentoring 

process 
4,57     4,25     4,58     4,46 

Empathy, ability to understand the youth’ needs, interests and 

feelings 
4,39     4,50     4,40     4,43 

Orientation on finding solutions 4,47     4,38     4,34     4,40 

Open minded and answer to questions addressed by apprentices 

regularly 
4,65     3,89     4,63     4,39 

Ability to schedule and follow up an activity plan for 

apprentices 
4,57     4,13     4,45     4,38 

Tolerance to differences in people and generation gaps 4,62     4,36     4,10     4,36 

Knowledge in the use of technology and electronic devices 4,45     4,43     4,19     4,36 

Ability to encourage the apprentices in any circumstances 4,32     4,46     4,26     4,35 

Joyful and able to entertain a good and positive work 

atmosphere 
4,52     4,57     3,87     4,32 

Ability to manage disagreements and conflicts 4,42     4,25     4,27     4,31 

Ability to use technical devices in the mentoring process 4,40     4,38     4,13     4,30 

Vision, strategic thinking 4,52     4,28     3,92     4,24 

Available to take new job roles and duties outside of the job 

description 
4,16     3,95     4,03     4,05 
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We aimed to explore whether there are differences in the ratings of the skills by country. We ran 

the ANOVA analysis and identified significant differences. Most of these differences are related 

to Slovakia, where the respondents rated the skills as being more important.  

  

Table 6. The Importance of the skills by country 

  Hungary Greece Romania Slovakia 

1. Specific technical knowledge according to the job 4,42 4,38 4,43 4,74 

2. Work experience on the job 4,55 4,50 4,36 4,69 

3. Knowledge in the use of technology and electronic devices 4,52 4,03 4,42 4,59 

4. Open minded and answer to questions addressed by 

apprentices regularly 

3,92 4,35 3,80 4,74 

5. Ability to explain and repeat explanations if necessary 4,73 4,68 4,46 4,68 

6. Ability to synthesize information and emphasize the key 

points when teaching the trainees 

4,62 4,60 4,24 4,49 

7. Ability to monitor the trainees, watch their work, and kindly 

correct the mistakes 

4,61 4,65 4,35 4,54 

8. Orientation on finding solutions 4,55 4,28 4,34 4,34 

9. Ability to schedule and follow up an activity plan for 

apprentices 

4,11 4,60 4,09 4,33 

10. Excellent training skills 4,46 4,68 4,43 4,43 

11. Ability to motivate the trainee 4,42 4,70 4,39 4,51 

12. Ability to use technical devices in the mentoring process 4,56 3,78 4,23 4,82 

13. Ability to give and receive feedback during the mentoring 

process 

4,29 4,58 4,10 4,64 

14. Patience and calmness when teaching the trainees 4,48 4,25 4,62 4,66 

15. Willingness to share their knowledge and experience 4,80 4,63 4,49 4,74 

16. Integrity and reliability 4,86 4,25 4,12 4,50 

17. Available to take new job roles and duties outside of the 

job description 

3,85 4,38 3,84 4,10 

18. Joyful and able to entertain a good and positive work 

atmosphere 

4,50 3,95 4,58 4,69 

19. Ability to manage disagreements and conflicts 4,32 4,08 4,19 4,55 

20. Ability to encourage the apprentices in any circumstances 4,23 4,40 4,57 4,46 

21. Vision, strategic thinking 4,32 3,90 4,42 4,24 

22. Empathy, ability to understand the youth needs, interests 

and feelings 

4,38 4,20 4,60 4,65 
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23. Passion for the job and desire to share the knowledge to 

carry on the job activity 

4,52 4,35 4,46 4,47 

24. Orientation on outcomes and interest in what the trainees 

learn 

4,32 4,33 4,38 4,73 

25. Tolerance to differences in people and generation gaps 4,28 4,15 4,38 4,67 

 

3. Main competences of the mentor from the survey 

 

To summarize the findings, we ran a Factor Analysis, aiming to identify the main latent factors 

that could explain the skills of the mentors. We identified four factors that relate to:  

 Inspire, motivate, offer positive support and build relationship with the trainee  

 Knowledge sharing, instructing and guidance for the trainee  

 Organize and monitor the learning process 

 Job specific knowledge, skills, experience 

 

According to the respondents: 

Mentors’ roles are:  

To show, demonstrate and explain the work to the apprentices  

To watch, guide and correct the work performed by the trainees 

To be a mediator between school and company 

Mentors’ skills are: 

Willingness to share their knowledge and experience  

Ability to explain and repeat explanations if necessary  

Ability to monitor the trainees, watch their work and kindly correct the mistakes 

Mentors’ competences are: 

Sector specific professional knowledge 

Teaching competences for adult learning 

Interpersonal communication capacity 

Integrity, prudence and empathy 

Patience and ability of giving feedback 

Loadability and stress-bearing capacity 

Leadership behaviour 

 

The main improvements of the apprenticeship programs suggested by the respondents refer to 

the need to develop More practical knowledge (144), More theoretical knowledge (44) and a 

More rigorous schedule (30).  
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The findings revealed that the main strengths relate to the fact that 58% of the students are 

willing to work in the company where they did the internship, and 51% of the students are 

interested to work in the same field. The students would like a larger percentage of time spent in 

the company (by average + 15%). Main influencing factors for choosing this career are Good 

employment opportunities (55), Recommendations done by parents (53) and Good salary 

potential (50).  

The main challenges refer to the low training of the mentors (only 6 mentors received training 

for being a mentor and 74% are interested in getting a training program), the lack of internship 

training/learning materials for both students and mentors, the age gap between students and 

mentors and the aging phenomenon in these vocational areas, the lack of time to train and 

monitor the students during the internship, the lack of monitoring methods and procedures, and 

with regard to the students, the lack of basic knowledge in the vocational field and low interest 

for the job activity on the students’ side. 

 

4. The profile of the mentor – a qualitative in-depth analysis 

4.1. Objectives and methodology of the qualitative analysis 

The objective of the qualitative analysis is to explore in-depth the skills profile and the key 

knowledge expected from the mentors. The in-depth understanding of the skills of mentors are 

expected to show relevant input for the design of the quantitative analysis stage and for the 

intervention programs aiming to develop the mentorship programs. When planning and 

delivering training programs, the economic entities can use the mentor skills profile to assess the 

training needs of their employees who will have a mentorship role and to design the content of 

the developmental programs.  

This stage of the analysis is based on both individual and focus group qualitative interviews, 

with students, mentors and stakeholders.  

The survey design followed a similar structure in all the four countries that participated in the 

project. Initially, focus groups were planned to be conducted with students and mentors, but 

during the implementation phase, the members of the project held also individual interviews with 

persons from each of the target groups.  

 

Table 1. The qualitative analysis design 

Research method/Target group Students Mentors Stakeholders 

Individual interviews   X 

Focus groups X X  
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4.2. The interview guides 

Thorough the content of the research instruments we aimed: 

- to understand the personal experience of the three categories of stakeholders with the 

mentorship programs and to identify critical experiences (both at the negative and positive sides) 

- to explore the expectations of each of the target groups  

- to identify the main benefits and challenges perceived by the respondents to be faced during the 

mentorship programs 

- to identify the main strategies and solutions perceived by the respondents to support the 

mentorship programs and the youth entrance on the labour market 

Individual and focus group interview guides were designed for the three target groups.  

4.3. Participants’ sample 

The survey covers three different target groups: company mentors (employees in various 

organisations), students undergoing WBL processes, and stakeholders (teaching staff and 

decision makers such as company executives, owners, trade and educational executives, 

coordinators of Dual Education in companies, directors and their deputies for vocational 

education at schools, representatives of the department for coordination of secondary vocational 

schools in the municipality, directors (owners) of companies, HR managers) from four countries: 

 Hungary (focus group with 11 mentors),  

 Greece (focus groups with students), 

 Romania (focus group with 9 mentors, one HR specialist, and one assistant manager, and 

individual interviews with stakeholders: school directors, one councillor from the city hall, and 

individual interviews with mentors and students),  

 Slovakia (interviews with stakeholders from three companies: Focus Group Interviews 

(FGI) with 7 students, 1 instructor (company No. 3), FGI with 3 students, FGI with 1 

instructor/foreman of vocational training and 1 instructor, individual interviews with 4 

stakeholders (company No.1, stakeholders also from secondary school), individual interview 

with 1 stakeholder, individual interview with 1 instructor (company No.3), interview with 3 

stakeholders individually (secondary school and company No.2), FGI with 2 instructors and FGI 

with 5 students in each group (company 2).  

 

5. Findings about the mentor role and skills profile 

 

The findings revealed both similarities and differences with regard to the WBL and 

mentoring experience in the four countries included in the project. Irrespective of the country of 

origin, all the persons in the target groups perceive the mentorship programs to be needed and 



  

   
 

13 
 

useful for the students. While the traditional formal education system is believed to cover more 

theoretical aspects, the apprentice programs are expected to cover more practical skills.  

The mentors are in most of the cases experienced employees from the hosting company. 

Both the mentors and the students believe it is important for the mentors to have experience and 

knowledge of the entire activity of the company so that to be able to offer a good general 

overview of the main processes to facilitate the understanding of the impact of the work. 

Moreover, besides the knowledge and experience, the mentors are expected not only to explain, 

but also to show the implementation of these processes or to help students in getting direct 

experience with each activity.  

Some rather general incentives for better performance are the gain in experience and 

practical learning, coupled by the possibility of being recruited by the company where they have 

their WBL and/or the possibility of being recommended to other companies for a job position. 

The payment received represents an attractive reward for the students, especially because many 

of them come from families that face financial difficulties. The dissemination activities of the 

WBL program (open days, company presentations) contributes to the increase of the students’ 

interest in taking part in these internships. Given the relevance of the social relationships at this 

particular age, the recommendations coming from their friends are very important in convincing 

the students for the usefulness of these programs.  

Irrespective of the country, a difference was noticed among the students who come from 

rural as compared to urban areas: the former being more motivated to be part of these WBL 

programs. Also, there are opinion differences between students according to the year of study.  

 

5.1. Students expectations 

Generally, most of the students in all the countries expressed a rather positive feedback 

and feelings with regard to the mentoring process. Moreover, there is a rather general agreement 

that the duration of the WBL should be even longer.  

An important identified need was the preparation for work/occupation/internship in 

advance, to get also information from outside their study field, such as information about the 

company benefits, company targets, work possibilities.  

Differences were identified regarding the students’ expectations on the rewards for the 

WBL. While Greek students were disappointed with their financial rewards and agreed that 

interns/trainees/apprentices should be rewarded financially at least with an amount that can cover 

accommodation and basic expenses; students from Romania were pleased with the newly 

implemented setting of receiving scholarships in the WBL program (as compared to the lack of 

any rewards in the past). Comparing companies with and without financial rewards, we can 

notice that once financial rewards are offered, the students are more involvement in the 

internship programs mainly as a means of earning an income, thus a decrease in the intrinsic 

motivation. 
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The students in Greece aim to have a practical work experience before graduating from 

school. They think that WBL can help them test not only the theoretical knowledge but also their 

professional skills and allow them to adapt slowly to working hours and work relationships. 

Greek students agreed it is important that the mentor understands and respects their aspirations. 

It is also important to be available and open to questions, to give constructive feedback. 

Leadership is also a positive attribute that was mentioned and most of the apprentices agreed.  

Concerning the main gains and challenges of participating in this program, the students 

identified the benefit of having an overall understanding of the culture at a workplace and they 

commented that their main concern is how they will apply all the theoretical knowledge. Another 

challenge is to prove they are reliable and responsible for greater responsibilities rather than 

keeping busy with small daily tasks.  

Slightly differently compared to the other countries, Greek students appreciate autonomy 

and freedom when doing the assigned tasks. While giving a feeling of high risk and increase of 

the probability of not doing the tasks correctly, in time, autonomy gives space to incorporate 

innovative ideas. An important learning outcome for the students is the understanding of the 

cost-effective way of running the work processes.  

The students from Slovakia emphasize that they did not learn within the study 

specialisation what they would need later at work in the company.  

Other differences identified relate to the use of technology and gamification. The topic 

about working more with the machines was closely connected also to gamification of study 

specialisation and subjects as such. Students from Slovakia prefer more modern ways of teaching 

– both at schools and in the company. Also, the mentors from Hungary show high openness to 

the need to introducing regulated mobile phone usage. "Students always have a mobile phone, 

which should be used for learning instead of banning it. They get a project task, look for it on the 

mobile phone, find it, and enjoy it. Professional competence can be planted in this way." They 

also support the active Internet usage of students in professions, less verbal explanations and 

more ICT tools. The main issue was the teaching style of a mentor, his/her ability to understand 

the new technologies, and that he/she should use more visualisation in the praxis (especially 

before the work with the real machines). They gave examples such as visualisation, usage of 

electronic flipcharts or mobile phone applications instead of the paper ones, not to be writing 

notes during the lessons but to get some online study material, to use more actual methods of 

education (social media, internet, and software visualisation), etc. 

The Slovak students highly prefer visualisation during the training, both the theoretical 

and the practical one. Explanation of the study subject on real and functional models with the 

possibility of practical repeating as well as visualisation by various software programs is very 

important to them, even essential. They claimed very high need to include new technologies to 

the training program of Dual Education in Slovak Republic. On the other hand, while not entirely 

against the use of video tools, the Romanian students prefer more direct work with the real 
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machines instead of learning based on indirect teaching tools and instruments. They prefer being 

at the working place and learning by doing the real work. For the Hungarian students also, the 

mentors recommend coupling the technology use with the work with machines whenever 

possible, preferably in small groups, so the students get a sense of success and a complete 

overview of the vital processes of the profession. An important aspect mentioned is the teaching-

learning time frame, which is recommended to happen in rather short sequences (adapted to the 

attention resources of the young individuals) and constant feedback.  

 

5.2. Mentors’ expectations 

 

For mentors, their role is mainly about explaining the work, giving guidelines and 

evaluating performances. They are the ones who should keep the apprentices busy and 

continually find the most suitable tasks to their skills and knowledge with minimum risk for 

negative impact on the company’s overall performance. Some of the most important skills are 

the willingness to share their knowledge and experience, the patience, calm, and passion for the 

work performed. The personal characteristics of the mentors are very important for the success 

of the mentoring process. The mentors should be strict when training the students, but fair and 

friendly in their relationship with them, aiming for the growth of the students and the 

perpetuation of the profession by developing high quality future employees. Besides guiding the 

students, the mentors also have to provide theoretical knowledge, prepare the documents for the 

students’ internship, and prepare the timetables, give them tasks to do, tasks that are also 

attractive for the students and corresponding for the available internship time.  

Concerning the main challenges of the mentoring programs, the mentors agree that 

mentoring is an extra activity that requires extra time in their already full schedule. It needs 

strategic planning for effective use of resources and matching the person with the assignments. 

Due to the short duration of the WBL, they cannot always help the apprentices develop their 

skills at the extent they would want.  

The apprentice program could be improved with better planning and dedication of time 

specifically for this. It is a valuable moral satisfaction for mentors to see their mentees develop 

their skills but it is also disappointing not to be able to dedicate to them the required time. 

Mentoring should be treated like a job itself and not like an extra task with no assigned time.  

Due to the lack of formal mentoring knowledge, and learning by doing, from their 

mistakes, the mentors address the need to get training to develop as mentors. The mentors argued 

that they could receive some kind of training in motivation and evaluation methods. 

As the Hungarian mentors mention, the main roles of the mentors are to transfer 

knowledge to future colleagues (and we note here that the students are perceived as potential 

future peers) and to make them love the profession. Other key duties of a mentor are to increase 

students’ confidence, to encourage them, in a partnership relation, to teach them the rules, be an 
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example/model and in the same time authority. The Greek mentors stressed that it is very 

important for the students to understand that they operate within an organization, to understand 

and recognize the interactions and relations of various processes happening within the 

organization, and the need to be cost-effective. 

The main characteristics of a good mentor refer to enjoy working with young persons, 

passion for the profession, openness to challenges and curiosity, care about the long term impact 

of education.    

The schools could contribute to the improvement of the apprentice programs as the 

teachers already know the apprentices and can make a first individual estimation of the potentials 

and the restraints of each apprentice. It would be very useful for the mentor to have a short 

evaluation report from the VET trainer about the apprentice.  

 

5.3. Stakeholders’ expectations 

The stakeholders stressed that an internship/apprenticeship should involve both the 

apprentice and the company as contributors. They also emphasized the need for the host 

company to prepare in advance before receiving the students. The students themselves could be 

more prepared in terms of reading in advance about the company where they will have the 

placement and have a plan of what they want to achieve during WBL.  

The apprentices usually bring fresh ideas, inspire the employees and take them out of the 

routine work.  

The Slovak stakeholders refer to the need for marking the students with safety labels 

(different ones than the other workers) as important from the view of Work Safety. Students are 

usually free to enter various working places and therefore it is essential that the instructor, 

foreman as well as the coordinator of Dual Education is able to identify and distinguish the 

student immediately. Some of the changes suggested refer to more praxis connected to the study 

field, support to companies which substitute the state education, financing from the side of state, 

better equipment of the work rooms and teaching rooms, strong dissemination of Dual 

Education.  

The stakeholders from companies believe it is essential that the mentors are selected 

conscientiously, get through a continuous development, and that they get a very solid position in 

the company and the attention of the management. This approach goes along also with system of 

remuneration (not only the financial one) so that the company would be able to retain these key 

players. 

The interviews with the respondents revealed a pressure felt by the representatives of the 

education system. Some of the main critiques brought to the education system refer to: 

inefficient communication with school regarding the curriculum and teaching flow, oversized 

curriculum (too large, of a high standard compared to the abilities of students, students behind 

schedule, lack of correspondence with the latest technology, frequent changes, lack of written 

materials/books); insufficient preparing of the students for practical training. Students do not 

understand how they can use the lessons learned, their relevance for practice. "If there is a 
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practical training, the school should prepare them for that and not for the tests (respondent from 

Hungary)." 

 

6. Conclusions 

 

 Based on the qualitative phase of the analysis, key common shared opinions and 

differences were revealed. An important aspect that emerged refers to the roles of each part 

should play in the WBL programs (the company, the school and the students). While each of the 

groups has high expectations from the other groups, more efforts should be placed so that each 

part becomes more aware of their own responsibility in getting more involved and contributing 

to the success of the programs. Through a better communication, the school and the company 

should set a common agenda and agree on the content (a set of main topics and specific 

knowledge) the students need for a successful internship. The mentors expect the professors to 

try to become more familiar with new technologies (especially those used in the partner 

company) and teach students such topics (basic study content) prior to attending the internships, 

which will enable them to pass the practical training in the company within the Dual Education. 

The main improvements on the internship programs suggested by the respondents refer to the 

need to transfer of knowledge that can be utilized during real work, to make students understand 

where and how their theoretical knowledge will be useful to them as graduated professionals. 

 Better communication between the school and the host companies is needed to keep track 

of the development of students and the potential challenges of the practical learning process. The 

curriculum and expectations with regard to the theoretical content should be harmonized by input 

given from the companies to the education units and professors. A need for better 

communication is noticed between students and the company. Often, the mentors and 

stakeholders complain about the students’ lack of interest and motivation,  

Among the main conditions for success, it is important to motivate the children: on the one hand, 

to raise their interest in the profession and to increase their self-esteem and self-confidence. 

 Also, some other prerequisites for a successful apprentice program include tools for 

mentors to support them in convincing students to follow the regulations (in case of absences, 

late arrivals, lack of involvement). This is coupled with the lack of any instruments to assess the 

mentors’ activity and the mentoring performance at the company level (no assessment procedure 

of evaluation forms). Moreover, the mentoring activity is not a criterion included in the job 

performance evaluation forms, so it is rarely rewarded by the company. 

 The strategies recommended for developing the mentoring programs are: the use of 

modern technology tools (mobile phone, internet) to make the learning more practical and 

enjoyable, better communication between the school and the host companies, improvement of 

the level of theoretical education and curriculum, up-to-date knowledge delivered in school for 

students to enter the profession, increase of the students motivation for their profession by 
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making it more attractive, increasing the self-confidence of learners by improving their self-

esteem, training programs for the mentors (to extend their pedagogical and methodological 

knowledge, acquire the characteristics / expectations of the Y and Z generations), screen out of 

the students who do not fit the profession. The mentors should provide experience-based training 

with the use of modern technology, have motivation skills to be able to make the learner love the 

profession, deliver up-to-date information and knowledge by the use of modern technology, 

communicate easily and find common voice with the learner, cooperate with school teachers if 

necessary, be aware of the characteristics of the Y and Z generations to handle them properly, 

acquire basic pedagogical training, give the students a vision and confidence in the profession, 

empathy with the students personal problems (family or financial difficulties), be patient and 

flexible with the students, be consistent, lead by example and show respect.  

 


