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Starting point of Dual VET

Apprenticeship contract
•
•
•
•

Similar to a work contract
Legal basis for in-company training in Dual VET
Provided and registered by chamber organisations
Regulates:
• Duration of training
• Beginning and end of training
• Probation time
• Vacations
• Content of training
• Training allowance
• Termination of contract

• Signing a training contract establishes a formal
training relationship between the company and
the trainee
Start of work-based learning in Dual VET
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Implementation of the apprenticeship

Two learning venues
Shared responsibility
Company
70 %

30 %

Quelle: Ministerium für Bundesangelegenheiten,
Europa und Medien des Landes NRW

Quelle: BIBB

Learning in production process

Lessons at the vocational school

Legal basis: Apprenticeship contract

▪
▪

Vocational school

Company establishes conditions for
learning at the workplace (trainers,
workshops, etc.)
Company pays allowance to
apprentices

Legal basis: School laws

+

•
•

States/communities finance vocational
schools (buildings, teachers, etc.)
Lessons are free for the apprentices

Government shoulders the costs

Companies shoulder the costs

3

How are costs in the dual system shared?

Employers

Government

• 438,000 out of a total 2.1m companies provide
training (20.7%), most of them SME
• Contribute €7.7bn
(= overall net cost of Dual VET; gross cost = € 25.6bn)
• Train more than 500,000 new trainees every year
• Hire 66% of Dual VET trainees as employees after
training
• Invest on average €18,000 per apprentice per year
(62% of which is training allowance)
• 70% of investment is refinanced by the productive
contribution of trainees during the training period

• Shares expenses for VET system with employers
• Public expenditure for Dual VET: €5.4bn
• €2.9bn for 1,600 public vocational schools providing
part-time VET
• €2.5bn for steering, monitoring and further supporting
measures

• Receive an average training allowance
of 854 € gross per month (2016)

Apprentices

• Visit vocational schools free of charge
• Incur opportunity costs

Source: BIBB Datenreport zum
Berufsbildungsbericht (2017),
Statistisches Bundesamt
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How do employers calculate?

The abstract calculation of employers

Gross costs

Benefits

Net costs
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Gross costs of apprenticeship training
Gross costs

Apprentices’
benefits
(~ 62 %)

Salaries of trainers
(~ 23 %)

Equipment
(~ 5 %)

Other costs
(~ 10 %)

Training allowance

Full-time trainers

Workplace (Tools,
machinery,
materials)

Training documents/
media

Social benefits

Part-time trainers

Training workshops

Protective gear

Fringe benefits

External trainers

In-company lessons

Administration
External training

Source:
Wenzelmann, Felix; Jansen, Anika; Schönfeld, Gudrun; Pfeifer, Harald Kosten und Nutzen der dualen Ausbildung aus Sicht der Betriebe.
Ergebnisse der fünften BIBB-Kosten-Nutzen-Erhebung, 2016.

Chamber/examination
fees
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Short term benefits of apprenticeships
Benefits

During apprenticeship
(short term)
Productive
contributions during
apprenticeship
50% simple tasks
→ Savings for unskilled or
semi-skilled staff

47% skilled tasks
→ Savings for skilled staff
~ 1,5 % production in
training workshops
Source:
Wenzelmann, Felix; Jansen, Anika; Schönfeld, Gudrun; Pfeifer, Harald Kosten und Nutzen der
dualen Ausbildung aus Sicht der Betriebe. Ergebnisse der fünften BIBB-Kosten-NutzenErhebung, 2016.

* Europäischer Sozialfonds, Bundesagentur für Arbeit

~1,5 % public subsidies
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Costs and benefits over a 3 year training period

Development of costs over a three year training period

Productivity of
apprentices increases

Net costs decline

→ 11.352 € = average net costs in 3 year apprenticeships

Differences between occupations
Average gross costs, benefits and net costs (per apprentice and training year in 2012/13)

Examples for apprenticeship costs/benefits

Gross costs

Productive
contributions

Net costs

Duration
in years

Average

17.933 €

12.535 €

5.398 €

2 - 3,5

IT specialist

20.562 €

15.074 €

5.488 €

3

Auto mechatronic

14.327 €

9.733 €

4.595 €

3,5

Electrician

12.358 €

13.721 €

-1.363 €

3,5

Retail salesperson

16.923 €

13.997 €

2.926 €

3

Hotel manager(ess)

13.411 €

13.839 €

- 428 €

3

Gardener

13.959 €

11.956 €

2.002 €

3

Baker

12.572 €

15.818 €

- 3.246 €
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Profession

Roughly one third of companies achieve
a net benefit already during the apprenticeship
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Recruitment costs by sector and cost types
Recruitment costs for an externally trained skilled worker

*Induction costs account for differences in productivity and for incumbents‘ efforts to introduce and train their
new colleagues. They are on average 83% of all recruitment costs.

Source: BIBB-Kosten-Nutzen-Erhebung 2012/13

11

Recruitment costs by profession
Recruitment costs for an externally
trained skilled worker

Quelle: BIBB-Kosten-Nutzen-Erhebung 2012/13
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Long term benefits of apprenticeships
Benefits aspects

After and during training period (long term)

Not measurable
benefits

Custom-fit training

→ Teaching companyspecific know-how
Selection → Avoiding of
wrong appointments
Avoiding skilled-labour
shortages
Better employee loyalty

Image, CSR
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Conclusion: Costs vs. benefits

Other costs
~ 10 %

Savings
Recruitment and
induction costs

Kosten

Costs

Benefits
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Why do companies train young people?

Production motive: companies train mainly because they want to benefit from the
apprentices’ productive contribution (Lindley, 1975)
Investment motive: companies train because they want to retain the apprentices after
training and ensure the skills of future employees (Merrilees, 1983)
Screening motive: companies use the training period to observe the apprentices and
choose the best for retention (Stevens, 1994)
Social responsibility: companies train because they want to give young people the
possibility to integrate in the labor market (e.g. Beicht et al, 2004)

Reputation motive: companies expect that clients, potential employees, and suppliers
have a better image of the firm when they train (e.g. Niederalt, 2004)
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Applications in a „non dual“ context

Example: Application of the Cost-Benefit Model in Vietnam
• Framework: Cooperation of BIBB, the National Institute of Vocational Training in
Vietnam (NIVT), and the Gesellschaft für Internationale Zusammenarbeit und
Entwicklung (GIZ)
• TVET system in Vietnam mainly organized in a school-based way
• Company involvement in TVET relatively low, consists mainly of the implementation
of internship programs
• Case study of 14 exemplary enterprises that provide internship programs
• Transfer of broad cost categories of the cost-benefit model with adjustments
according to the specific contextual conditions in Vietnam
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Applications in a „non dual“ context
Some findings
1 Quantitative results

Costs

2 Other benefits / training motives
• Enhanced reputation was the most important non-quantifiable type of benefit
• Recruitment of skilled workers
• Make use of cheap labour
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Food for thought

“There is only one thing in the
long run more expensive than
education: no education.“
John F. Kennedy
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