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Article 1 The value of the apprenticeship schemes 

Low-skilled youth remain particularly affected by joblessness and, if employed, face 
a high risk of working in low-quality, low-paid and precarious jobs in most countries. 
Providing youth with skills is not sufficient to improve their labour market outcomes if 
these skills do not match those demanded by employers. The young need skills the 
employers demand. 

Different form of apprenticeship schemes

A wide range of programmes that can be broadly categorised as apprenticeship 
schemes exist around the world: from the family or clan-related systems that are 
common in Africa and South-Asia to the well-structured formal schemes of the so-
called apprenticeship-countries (Austria, Germany and Switzerland). There are also a 
number of programmes that, while not formally referred to as apprenticeship schemes 
offer young people a combination of training and work experience. Despite their 
heterogeneity, these programmes tend to share a number of features, such as the direct 
involvement of the apprentice in the production process and the provision of some form 
of training by the employer.[1]

In Europe, many countries have a type of apprenticeship programme that combines 
education in school and in the workplace. While a portion of apprenticeship, models 
are predominantly school-based and only feature short work placements, other models 
require apprentices to spend up to 80 per cent of their time with the training firm.

Vocational education and training systems change over time

Vocational education and training (VET) systems are dynamic processes that may 
change over time. Like other institutional arrangements, national VET systems are the 
result of historical processes in which specific constellations of social actors pursue their 
interests. VET can play a central role in preparing young people for work, developing 
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the skills of adults and responding to the labour-market needs of the economy. Despite 
this role, VET has been oddly neglected and marginalised in policy discussions, often 
overshadowed by the increasing emphasis on general academic education and the role 
of schools in preparing students for university education. It has also often been seen as 
low status by students and the general public. [2]

Apprenticeship costs

Obviously, a firm’s costs associated with the training provided in the workplace not only 
increase with the length of the work placement but also with the intensity of the training 
provided during the work placement (as defined by training regulations). While a firm 
may find it less costly to provide firm-specific skills that can be learned on the job without 
much interruption of the production process, teaching apprentices more general skills 
may be more costly. Nonetheless, depending on the duration of an apprenticeship, firms 
may well benefit from an increased skill level on the part of their apprentices because it 
raises their productivity toward the end of the training period.[3]

However, apprentices typically also receive pay that (partially) compensates for their 
productive contribution. Consequently, the pay structure within firms and imposed 
minimum wages for apprentices are highly important when calculating the costs and 
benefits to a firm from training apprentices. Although high apprentice pay makes an 
apprenticeship more attractive for youth than school-based education (because it 
lowers the opportunity costs of acquiring education), high apprentice pay lowers a firm’s 
incentives to provide high quality training that goes beyond providing merely the firm-
specific skills necessary to perform work within the firm. Accepting low apprentice pay 
may still be an attractive way for young people to finance their education, as long as 
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training regulations are defined such that apprenticeship training provides sufficient 
general skills that are nationally certified and therefore valued by many other firms. Put 
differently, as long as apprenticeship training results in a sufficiently high rate of return 
to education, low apprentice pay may serve as an efficient device to privately finance 
education, rather than serving as an indicator of apprentice exploitation.

Cost-benefit ratio for the company engaging an apprenticeship

A firm’s decision to engage in apprenticeship training is largely determined by the cost-
benefit ratio of such an investment compared to other alternatives of securing skilled 
workers. Empirical evidence shows that in a well-functioning apprenticeship training 
system, a large share of training firms can recoup their training investments by the end 
of the training period. As training firms often succeed in retaining the most suitable 
apprentices, offering apprenticeships is an attractive strategy to recruit their future skilled 
work force. In addition, – as long as skills are standardised and nationally certified – 
those apprentices leaving the training firm after graduation ensure that other firms can 
recruit a sufficient number of skilled workers from the labour market. Firms themselves 
can influence the cost-benefit ratio of training to some extent, but an equally important 
or even bigger part of this ratio is determined by public policy: the educational system, 
training regulations and labour market institutions. [3]

The industry may benefit in the long run
It is highly likely that the productivity benefits of investing in apprenticeships goes 
beyond that reflected in wages alone. Some of these benefits are captured by the firm. 
Some may even go beyond the firm itself, for example due to industry-wide effects that 
come with having a higher-skilled workforce in general.[4]

[1] OECD (2012), NOTE ON “QUALITY APPRENTICESHIPS” FOR THE G20 TASK FORCE ON EMPLOYMENT
[2] OECD (2010) Learning for Jobs
[3] Samuel Muehlemann and Stefan C. Wolter (2013), Return on investment of apprenticeship systems for enterprises: 
Evidence from cost-benefit analyses
NIDA BROUGHTON (2016), THE VALUE OF APPRENTICESHIPS: BEYOND WAGES
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Article 2 Mobile learning and microlearning
In respect of practical issues, many promises have been made when introducing 
distributed education, networked learning and distance learning. Are we moving on from 
e-learning promises
to mobile learning promises? Are there useful cross-over concepts in a situation of 
moving cultures and fragmentation of knowledge, formats, audiences, and even life?

Microlearning as a relational cross-over concept.

In the rapidly-changing world of the Internet and the Web, theory and research frequently 
struggle to catch up with developments, interactions and permutations in technology and 
the social forms and practices evolving with it.  As it has developed, microlearning can 
be said to have potential and practical usefulness as a relational cross-over concept. 
Learning is an understanding of how the human brain is wired to learning rather than 
to an approach or a system. It is one of the best and most frequent approaches for the 
21st century learners. Microlearning is more interesting due to its way of teaching and 
learning the content in a small, very specific burst. Here the learners decide what and 
when to learn. Content, time, curriculum, form, process, mediality, and learning type are 
the dimensions of micro learning (Geng 2017). 
The world had become a global village long ago and the shrinking continues to happen – 
the number of businesses that thrive on effective coordination between teams operating 
from diverse geographic locations with a focus on faster turnaround times is only 
increasing. In these circumstances, there is ample scope to provide learning and training 
solutions by getting social learning and microlearning to tango.
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Microlearning
Deals with relatively small learning units and short-term 
learning activities. Generally, the term “microlearning” refers 
to micro-perspectives in the context of learning, education 
and training. More frequently, the term is used in the domain 
of e-learning and related fields in the sense of a new 
paradigmatic perspective on learning processes in mediated 
environments.

This article points out some ideas around the concept of microlearning. Why it seems to 
be a good idea, what is typically, and benefits and disadvantages using microlearning.

Characteristics of Microlearning

Regardless of whether it is used informally or as part of a structured learning experience, 
microlearning has a few consistent features.

• Accessible: Microlearning are accessible where you are. If you have a 
smartphone and internet connection, you can learn
• Brevity: Microlearning events are short. The NKB microlearning has a defined 
duration of around 60 seconds. Other providers normally use 3-7 minutes.
• Granularity: Due to their brevity and purpose, microlearning focuses on a narrow 
topic, concept or idea. 
• Variety: The content of microlearning can be a presentation, a text, a picture, an 
activity, a game, a discussion, a video, a quiz, part of a book chapter, a blog, or any 
other format from which someone learns.
• Learning steps: A microlearning program has steps. The one step builds on the 
previous step. Many microlearning programs are made in a way that you can jump 
around to the different steps. The NKB microlearning program has series. One 
series has many small steps where each step is built on each other. One or several 
series become like a lesson. 
• Test your knowledge: The NKB microlearning program has a quiz connected to 
each step. Other microlearning providers use quizzes sometimes. 
• Do: It is important to try out what you learn. Some time you can try it out 
practically. Some time you can try it out in a group discussion. 
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Why microlearning?

It is easy to believe that microlearning can solve all kind of learning needs. However, like 
any type of learning system, microlearning has strengths and weaknesses. We will show 
you some of the benefits and some of the disadvantages. 
Benefits by using microlearning:

• Immediate Results. One benefit of effective microlearning is that it enables a 
person to quickly close a small knowledge or skill gap. 
• Diverse formats. For both unstructured and structured learning, microlearning has 
the potential for using a very blended approach to instruction.
• Review: You can view a microlearning step as many times you want. If you don’t 
grab the idea the first time, you can start again. Since a microlearning step is short, 
it is easy to go back and view again.
• Stop the presentation: If the presentation goes to fats, you can stop it. 
• Budget friendly for the user. Production costs for one step of microlearning can 
be lower than the costs for longer course production. The vision of microlearning is 
smaller and laser focused. When a microlearning step is produced, it can be reused 
unlimited times.
• Quick achievements. Because people can typically process around four bits 
of information at a time, it’s easier for a learner to achieve success from a short 
learning intervention. 
• Ideal for tagging. Small chunks of instructional content can be tagged for easy 
search, access and reuse.
• Fast-paced culture. Microlearning is a solution that busy workers will appreciate 
because it is not as disruptive as a day of training or even an hour or two of 
eLearning.
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Disadvantages by using microlearning:
• New research area. It is easy to believe that microlearning  is very effective. Since 
microlearning is new, there is insufficient research to know whether microlearning 
is an effective strategy for reaching long-term learning goals. The last years there 
have been published scientific articles about microlearning. 
• Learning fragments. For long-term learning goals, microlearning interventions 
could end up as content fragments that are not tied together.
• Lack of cognitive synthesis. We can’t be certain that learners will synthesize 
content from microlearning well enough to construct appropriate mental models.

A shift in the paradigm?

Microlearning is an emerging paradigm that addresses a learner’s need to receive the 
information they need, when they need it, and in the appropriate context. Each video 
in the series explores a different area of microlearning – introducing and defining the 
term, highlighting modern examples, describing why it is gaining popularity, outlining the 
affordances, tracing the roots and evolution, as well as outlining the requirements of a 
microlearning experience (Freeman 2016).
References:
Freeman, Lauren Elizabeth: Microlearning, a video series : a sequence of videos exploring the definition, affordances, 
and history of microlearning (The University of Texas at Austin, December 2016).
Geng, Sun et.al: Profiling and Supporting Adaptive Micro Learning on Open Education Resources (IEEE Xplore: 16 
January 2017)
Göschlberger, Bernhard: Social Microlearning Motivates Learners to Pursue Higher-Level Cognitive Objectives (Spring-
er, Cham 2016)
Hug, T. Microlearning in N. Seel (ed.), Encyclopedia of the Sciences of Learning, (Springer, 2011).
Hug, T., & Friesen, N. Outline of a microlearning agenda. eLearning Papers, Nº 16, pp. 1–13, 2009. http://www.academ-
ia.edu/2817967/Outline_of_a_Microlearning_agenda
Hug, T. (2010), Mobile Learning as ‘Microlearning’: Conceptual Considerations towards Enhancements of Didactic 
Thinking.
Jomah, Omer et. al: Micro Learning: A Modernized Education System (BRAINitiative, Vol 7, No 1, 2016)
Kovachev, D., Cao Y., Klamma, R., and Jarke M. Learn As You Go: New Ways of Cloud-Based Micro-learning for the 
Mobile Web in Lecture Notes in Computer Science Volume 7048, 2011, pp 51-61.
von Rosing, M., von Scheel, H, and Scheer, A. The Complete Business Process Handbook. Morgan Kaufmann, Decem-
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Article 3 New Skills for Employment1

Future operating models will require a broad range of new roles, significantly altering the 
composition and structure of the workforce. The nature of the skills in these new roles 
will be significantly more multidisciplinary. This will open up a broad range of career 
paths for workers. Rather than following linear career paths, workers will increasingly 
move fluidly across organizations.

Historically, companies targeted individuals with specific experience and knowledge. In 
recent years, the balance has tipped to demand for “hard skills” such as coding or data 
science. Looking ahead to an era of continuous change and flexible careers, human 
skills will be an increasingly important complement. For a company to remain viable, it 
must enable its employees to build both soft and hard skills.
Between now and 2020, the World Economic Forum anticipates growth in demand for 
cognitive abilities (52%), systems skills (42%) and complex problem-solving skills (40%). 
Looking ahead, organizations will need to seek out individuals with strengths in learning 
agility and adaptability.
With the half-life of a learned skill at five years and the halflife of a developer’s skillset 
at two years, the accelerating pace of change requires constant reskilling, putting a 
premium on individuals who drive their own development paths and embrace continual 
learning, as well as a premium on organizations that encourage this type of learning. 
Incumbent companies face an additional challenge, with workforces designed for a 
different market. These workers frequently lack the critical skills for the digital age – 
as many as 20% of adults in developed countries are considered “digitally illiterate”. 
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For example, in a recent digital skills analysis, New York-based education technology 
company General Assembly found that “digital-native marketers” (e.g.-marketers 
working at companies that were founded during the digital age) outscored “corporate 
marketers” (e.g. marketers at traditional companies, CPG brand managers) by 72%. 
The distinctions were even more profound when examining the very top performers who 
were clustered in digital-native companies. Because of the speed with which skill needs 
will change, organizations must continually assess the digital skills of employees and 
address development gaps. This will require HR to fundamentally rethink the role of the 
hiring function within the company. In addition to sourcing talent across several internal 
and external workforces, companies need to consider reskilling rather than expensive 
recruitment of in-demand talent.
General Assembly found that “radical reskilling” is 63% more cost-effective than 
recruiting external software engineers. Massive Open Online Courses (MOOCs) and 
virtual learning are tools that scale and flex quickly to enable radical reskilling and meet 
changing market conditions. 
[1]The text is from “Operating Models for the Future of Consumption”, The World 
Economic Forum 2018, p 17 - 18

The World Economic Forum 
is an independent international organization committed 
to improving the state of the world by engaging business, 
political, academic and other leaders of society to shape 
global, regional and industry agendas. Incorporated as a 
not-for-profit foundation in 1971. 
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THE TVET EXPERT OF THE WEEK

Dato’ Sri Ganes, Malaysia.
Dato’ Sri Ganes is a Malaysian and a well renowned Industry 
Expert in the skills development sector, specializing in Information 
Technology and Information and Communication Technology 
fields. Over the years Dato’ Sri Ganes had been actively involved 
in the wellbeing of the Malaysian Indian community, through his 
various Non-Governmental Organisations and Foundations in 
skills education.

Dato’ Sri Ganes is an alumni of University of Lincolnshire and Humberside University, 
as well Cardiff Metropolitan University, United Kingdom with B.Sc Hon. Computer and 
Information Science and Support Services and MBA Business Management , Marketing 
and Related Support Services respectively. He is also a licensed NLP Master Practitioner 
trained in the United State of America (USA) certified by Dr. Richard Bandler (founder 
of NLP). Dato’ Sri Ganes was appointed as Industry Expert by the Malaysia Ministry of 
Human Resources in 2009 because of his in-depth knowledge in skills development. He 
is an active member of the International Vocational Education and Training Association 
(IVETA) USA.
Dato’ Sri Ganes is one of the Chief Promoters of Technical Vocational Education and 
Training in Asia and beyond. Hence, He founded the SG Education Group comprising of 
five Technical and Vocational colleges, two of which were rated as five-Star Colleges by 
the Department of Skills Development under the Malaysia Ministry of Human Resources. 
Dato’ Sri Ganes through his wealth of knowledge has established partnerships with leading 
TVET institutions in South Australia and the United Kingdom. Some of the institutions the 
SG Education Group Founder signed partnerships agreement with include: TAFE South 
Australia , Gates Head College, and TVCT United Kingdom.

Suggested and presented by Mr. Igberadja Serumu Igberadson
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Dato’ Sri Ganes 
Mobile:+60126816262
Email:shreeganes@gmail.com
LinkedIn: https://www.linkedin.com/in/sriganes6
Website: http://sgacademy.edu.my
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BOOK
By Cathy N. Davidson (Author)

The New Education: How to Revolutionize the University to Prepare Stu-
dents for a World In FluxThe Case against Education: Why the Education 
System Is a Waste of Time and Money

Our current system of higher education dates to the period from 1865 to 1925, when 
the nation’s new universities created grades and departments, majors and minors, in an 
attempt to prepare young people for a world transformed by the telegraph and the Model 
T. As Cathy N. Davidson argues in The New Education, this approach to education 
is wholly unsuited to the era of the gig economy. From the Ivy League to community 
colleges, she introduces us to innovators who are remaking college for our own time by 
emphasizing student-centered learning that values creativity in the face of change above 
all. The New Education ultimately shows how we can teach students not only to survive 
but to thrive amid the challenges to come.

Read more…(https://lucu.nkb.no/books-right-now/)

https://lucu.nkb.no/books-right-now/
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LUCUBRATE MAGAZINE

The world is changing all around us. A skilled 
population is the key to a country’s sustaina-
ble development and stability. We know that 

obtaining a quality education is the foundation to 
improving people’s lives and sustainable develop-
ment. To contribute to skill people over the next ten 
years and beyond, we must look ahead, understand 
the trends and forces that will shape our business 
in the future and move swiftly to prepare for what 
has to come. We must get ready for tomorrow 
today. We will make it possible for youth and young 
adults all over the world to gain skills they can use 
in the labour marked or to create their own jobs.  
We will make it possible for every person to have 
lifelong learning opportunities to acquire the knowl-
edge and skills they need to fulfil their aspirations 

and contribute to their societies. 

The Lucubrate project started in 2017 by NKB. 
The aim for the project is to become one of 
the world leader in knowledge transfer inde-

pendent of the country you live in. The Lucubrate 
Magazine is a part of the Lucubrate project. 
We recognize the creative power that comes from 
encouraging collaboration and innovation among a 
team of knowledgeable experts. This unique energy 
is our greatest competitive advantage in the world 
marketplace.

• Our purpose is to bring Quality Education 
and Skills Everywhere.
• Our mission is to support education for 

building skills to all kind of businesses to 
create possibilities for jobs and make a lasting 
difference to people’s lives. Globally. 24/7.
• To be the world leader in knowledge 

transfer across all borders.
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