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Country – Spain
 
1) National youth employment
The Spanish labour market for young people is weak. Compared to other workers, young people face a much higher probability of being unemployed and jobs which are less secure. As a result of the global financial and economic crisis, the unemployment rate for those aged from 15/16 to 24 increased substantially in most G20 countries - especially in Spain - and has not returned to pre-crisis levels even though the Spanish economy is entering its third year of recovery.
In 2014 the youth unemployment rate in Spain was 51.4%
. This represents a significant increase on the pre-crisis level of 24.5% in 2008.
 While the unemployment rate is a good measure of the difficulties faced by young people in the labour market, it does not include information on those young people who are inactive and not engaged in education or training – some of whom face a high risk of social and economic exclusion. A measure that captures both the risk of unemployment and inactivity is the share of youth not in employment, education or training – the so-called NEETs
. In Spain the NEET rate for young people aged from 15-24 years old is 18.6% compared to the EU average of 13%. In Spain being NEET affects all young people regardless of their educational level. Analysing the educational level of NEETs reveals that those with a lower educational level are overrepresented in the NEET group. The analysis of the EU’s 2010 Labour Force Survey shows that in Spain those with lower education attainment comprise approximately 70% of the NEET population.

Employment of young people 
The youth employment rate in 2013 was 16.8%. The number of part time jobs available to young people has increased and in 2012 36.8% of those who were working were in part time roles (there was a small increase in 2013 to 38.4%). Of those working part-time 30% of the young people had tertiary levels of education. Those young people with temporary work represented about 14% of those who were employed in 2012 and 2013.
Skill Needs

CEDEFOP’s initiatives include skills forecasts through its Skillsnet network. The members of this Cedefop network are involved in identifying the skills that are needed by employers. This identification is based on forecasting, employer surveys, sectoral analysis and privileged access to information. CEDEFOP uses employers’ surveys as a way to identify skill needs and skill gaps at the workplace level. They are aiming to develop a tool or instrument which can reliably identify the future needs for skills, competences, occupations and qualifications in the public and private sector. According to CEDEFOP’s studies in the field of skill needs and job opportunities in Spain it is possible to highlight:
· an increase in the demand for jobs in the sectors of Distribution and transport, and Business and other services;
· job opportunities are due mainly to replacement demand since the only occupation facing an increase in demand is Technicians and associate professionals;
· up to 2025 there is an expected increase in the number of people employed with high and medium levels of education and a fall in the employment of people with low level of education.
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2) VET system in Spain
VET in the Spanish education system is offered in different ways (see annexe A for full information on the VET system) - through the education system, the employment system or through the recognition of prior learning. Vocational training in the education system is mainly initial VET for young people. The image of VET is improving and in recent years it has become an increasingly popular option for students after completing their compulsory secondary education at the age of 16. The Ministries of Employment and Education are working together to improve the attractiveness of VET, to improve its quality and to change the perception of VET in society.
Secondary education which is the last stage of compulsory education lasts for four years until the age of 16. After completing their secondary compulsory education, students obtain the lower compulsory secondary education certificate (Certificado de Educacion Secundaria Obligatoria - ESO,) which is a requirement to enter upper secondary education via the general (Bachillerato) or the vocational option (Intermediate VET diploma programmes).

Opportunities to enter upper secondary education have been widened to include students who left the education system without the ESO. There are age-related entry tests for learners wishing to take an upper secondary education through the Bachillerato or the VET Diploma programmes. The Bachillerato gives direct access to higher VET diploma programmes. In addition if a student’s grade is above a threshold and meets a university’s entrance requirements, they have potential access to university level study depending on the demand for the course and the number of available places.
The Ministry of Education, Culture and Sport is responsible for developing and implementing government policy in those VET programmes which are part of the education system. However the administration and management of the education system is decentralised and the powers of the Ministry of Education are shared with the Autonomous Communities (Regional Authorities of Education). These 17 autonomous communities are responsible for VET. The Ministry of Education creates government guidelines on education policy and regulates the basic elements and features of the education system. The autonomous education administration authorities implement the national standards, and have the executive and administrative powers to manage the education system in their territory.

In addition schools have pedagogic, organisational and administrative autonomy. The public schools have autonomy on how they deliver the curricula and, at the start of each school year they produce their annual programme for the organisation and operation of the school. In the case of the VET diploma programmes (both intermediate and higher) the educational authorities of the Autonomous Communities complement the curriculum in order to meet their regional needs.
The Ministry of Employment and Social Security looks after VET programmes in the National Employment System and the continuing vocational education and training (CVET) system. These programmes are an alternative route to the formal certification of professional skills for those who require retraining or have left school early without obtaining a recognised qualification. These programmes are based on cooperation between the labour administration authorities and the social partners at the national and regional level. They also take account of the national collective agreements in each sector in order to create a single framework based on agreements between social partners and the government. These programmes are based on a Professional Certificate (CdP) which is  related to a qualification in the National Catalogue of Professional Qualifications. The Professional Certificates are included in the VET Modular Catalogue (Catálogo Modular de Formación Profesional). 
The CNCP has 667 job profiles grouped in 26 professional branches (familias profesionales). These profiles are developed by sectoral experts who are nominated by the General Council of Vocational Training (Consejo General de la Formación Profesional – CGFP) - the government's VET advisory group which includes the social partners.
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Professional Certificate programmes are part of policy which supports an active labour market which can address low qualification levels, promote continuing vocational training and develop a culture of lifelong learning. The training for the employment subsystem is made up of the following initiatives:

· those organised by companies (financed in whole or in part by public funds) to meet the specific needs of companies and their employees. These initiatives may be affiliated to a qualification in the CdP (these initiatives are seen as training in response to demand);
· those which are organised for individuals with and without jobs. These initiatives include a wide range of continuing training programmes that are available in a modular format and lead to Professional Certificates. Individuals are able to acquire and accumulate partial certificates as well as complete training which is not affiliated to a particular CNCP qualification (these initiatives are seen as training in response to supply);

· those that combine practical on-the-job experience with workplace training. These are Dual VET training initiatives which usually use a training and apprenticeship contract.

PIMEC, a UEAPME member (representing employers from micro, small and medium-sized enterprises and self-employed workers of Catalonia) notes that the work-based programmes can be: 
· traineeship models which can be part of both the education (diplomas) and labour system (certificates). These models include a compulsory amount of time in a business as this is part of the trainee’s curricula; 
· internship models when some time is spent in companies once the formal training has been completed. This type of model may include a labour contract or not e.g. in some sectors such as a compulsory internship for a lawyer;

· apprenticeship models which is partly in the education system and partly in business with the labour contract (as set out by Royal Decree). This means there can be some practice in the education system which is not related to the training and learning contracts set up by businesses. 
3) Apprenticeship training
3.1 Definition of apprenticeship

Up until 2012 the Spanish Education system did not have an apprenticeship programme. There was a working contract known as a ‘Training and Learning Contract’ (“Contrato para la Formacion”) which ensured training combined practical and theoretical learning because work-based learning (WBL) was a requirement in any formal VET programme in Spain. The Royal Decree 1529/2012 on 8 November 2012 established the basis for the progressive implementation of a Dual training system in Spain’. This was understood as ‘those actions and training initiatives which aim to professionally qualify workers combining on-the-job training with classroom learning." An apprenticeship is considered as a way to support young people to gain access to the labour market. A Training and Learning Contract is different from a traineeship contract. A traineeship contract is used when a trainee has either a diploma (from the intermediate or higher VET system) or a certificate from the labour system. If a trainee has neither of these then a Training and Learning Contract can be used if some VET is provided in the education or labour system. 
3.2 Legislative framework

In the 2012 Royal Decree ‘Dual vocational training’ is used as an umbrella term to include different types of training delivery, both as part of the existing ‘training and learning contracts’ and more general initiatives in initial VET. Furthermore, the Decree recognises that there are various types of ‘Dual vocational training’ some of which do not include combinations of work experience with training in a formal educational institution.

The main characteristics of the Dual vocational training approach are:

· ‘training and learning contracts’ for young people without qualifications between the ages of 16 and 25. These contracts must specify which qualification will be acquired when the learner completes the training. There is no standard agreement on how training time is allocated between theoretical training and practical work experience. However the Decree states that individual training plans must be compatible with the curriculum for the relevant qualification. Enterprises that offer one of these contracts must sign an agreement with a vocational training centre and assign a tutor to the individual learner. In exchange they benefit from reductions in social security contributions. The Public Employment Services are in charge of informing employers and workers that it is possible to use one of these contracts;
· for initial VET, there will be Dual training projects under the control of the competent regional administration, or the national administration if these projects take place in more than one region. These will be organised by vocational training centres which establish cooperation agreements with enterprises. These agreements will define the type of training, the number of students involved, working hours, insurance coverage, type of grants, etc. As set out by the Decree, at least one third of the training hours should be spent in the company and the training can last for up to three years. The coordination between the training centres and the enterprise is though monthly meetings and the evaluation of the learners’ progress is mainly the responsibility of VET teachers.

The employers, through the Chambers of Commerce, have publicly declared their support for the development of a Dual training system inspired by the experiences of Germany. However there is limited interest from some Spanish employers - especially the SMEs - to invest in this type of training. 
The social partners’ involvement is limited
 to a consultative role in the initial design and updating of professional qualifications, vocational training degrees and professional certificates. The social partners’ role is limited under the current system. Business organisations and Chambers of Commerce could play a greater role in the process
, particularly in relation to accrediting apprenticeships in companies; selecting trainees and external tutors; offering training to tutors and teachers; managing the bureaucracy that could be generated; monitoring the training processes; developing indicators to evaluate and review the system; campaigning and promoting apprenticeships through existing networks and by organising events, conferences or workshops.
3.3 Some work based learning programmes

In initial VET on-the-job training in enterprises is included in the VET curriculum as a mandatory module. This practical experience typically takes place at the end of the training and lasts for about three months (prácticas en empresa). During this placement there is is no employment relationship between the enterprise and the pupil but a training plan is agreed between the vocational school and the tutor in the enterprise.

At a regional level, a number of small-scale initiatives and experiments labelled as ‘Dual training’ (with an explicit reference to the German model) or ‘alternance training’ have been launched since 2012. The region of Madrid launched an experimental Dual training project for two vocational qualifications in Aeromechanics and Computer Programming. This project includes a company placement lasting for two thirds of the time that is required to obtain the qualification. In Catalonia, since the start of school year 2012-2013, Dual initial VET is being developed in a number of vocational schools in collaboration with local companies. In the region of Valencia, a pilot scheme known as ‘alternance’ vocational training, based on paid traineeships, was launched in 2012. In the region of Navarra, Volkswagen Navarra has cooperated with the regional government to develop a Dual training project which leads to a Spanish vocational qualification and a German vocational qualification (awarded by the German Chamber of Commerce). Students combine theoretical training in a specialised internal training centre (the Volkswagen Academy was opened in 2012) and practical training in workshops.
In the context of employment oriented vocational training the ‘training and learning contracts’ which last for one to three years offer young people the opportunity to gain professional qualifications by combining paid work and vocational training in a training centre. This type of contracts is relatively new in Spain and they have recently been reformed with a view to encouraging their greater use. Individuals who sign a ‘training and learning contract’ with an enterprise are covered by general labour legislation (Estatuto de Trabajadores). This type of contract is different to the more commonly used traineeship contracts or contracto en prácticas which are covered by labour legislation. The contracto en prácticas regulate the provision of work-based learning which is not combined with theoretical training. 
This type of contracts can be offered by employers to young people who have completed their education and training and want to acquire professional experience. These contracts can be offered to young people who have VET qualifications or other types of qualification such as tertiary qualifications.

There are Regional initiatives to support alternance training in employment oriented VET e.g. in the Basque country, a new vocational training scheme known as Hezibi, targets unskilled young people under the age of 30 who combine work with part-time study. This programme is financed by the regional public employment service.
The Subdirección General de Orientación y Formación Profesional commented that the pilot projects launched in the Autonomous Regions are mainly in industrial sectors like manufacturing mechanics (21% of projects), electricity and electronics [13%] and installation and maintenance [10%]. From 2013 to 2014 there was a 218% increase in the number of centres offering vocational training in the Dual form
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Seguimiento de Proyectos Formación Profesional Dual: Curso 2013-2014
The involvement of companies and business associations is highly variable and depends on the Autonomous Communities, the training centres and the nature of the projects. However the number of companies that plan to participate or are participating in Dual vocational training projects has increased more than 300% in the whole country from 513 companies in the year 2013 to 1,570 in 2014. 
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Seguimiento de Proyectos Formación Profesional Dual: Curso 2013-2014
The number of students involved in a Dual vocational training cycle has increased by more than 200% from 2013 to 2014 as shown below.
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Seguimiento de Proyectos Formación Profesional Dual: Curso 2013-2014
According to CEOE
 the results of the Dual apprenticeship system have not yet been realised as the new approach is being implemented gradually. There are about 10,000 apprentices (1% of the total number of students taking a vocational training course) who are completing their training through a pilot project. Of these students 72% of the apprentices are taking a higher level VET programme and the remaining 28% are following a medium level programme. There is no official data on which sectors and occupations are involved in these projects but 70% of the apprentices are thought to be in projects relating to occupations in the industrial sector.
3.4 Number of students
The following table
 sets out comparable figures for Spain and the EU average in relation to a number of VET indicators in 2006, 2010 and subsequent updates where available.
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3.5 Contractual arrangements
The Training Contract (Contrato para la formacion) has been used since 1995. It is one of the main tools available for enabling young people without formal qualification to gain entry to the labour market. In 2012 1,810 (3%) of the Contrato para la formacion were transformed into permanent contracts.

As part of the new legal framework (Royal Decree 1529/2012) about 70 pilot projects have been initiated. They are based on a new training model which includes around 50% of a learner’s time being allocated to in-company training. This is a significant increase compared to the current arrangement which is usually based on a school-based vocational education with 20% of time allocated to practical training (this is often a two to three month traineeship at the end of the course]. In the new model practical training is integrated throughout the training and alternates with theoretical education in school.

This new type of contract concerns the professional qualification of workers and can be signed by individuals between 16 and 30 years of age (the age threshold falls to 25 if the unemployment rate in Spain falls below 15%). The contract covers those who do not hold a recognised professional qualification that gives access to a ‘training contract’ (contrato en practicas) as long as certain conditions are met (e.g. if a learner wants to take a second contract under the new arrangement they have to change to a ‘different’ type of activity or occupation).

As part of the apprenticeship contract, apprentices do not pay social security contributions but they benefit from all the protection offered under the social security system including unemployment insurance. Employers from large companies (over 250 employees) pay 25% of the applicable social contributions and small companies receive a 100% discount. This discount is a subsidy for the cost of providing training for the apprentices. When firms employ an apprentice on a long‐term contract after the end of the apprenticeship, they receive additional public subsidies –a €1,500 reduction in their social contributions for 3 years (and an additional reduction of €300 for each female apprentice). 
The Spanish minimum wage is €9,034.20 per annum (which equates to approximately €4.66 per hour based on a 1,938 hour working year i.e. 37.5 hours per week with 33 days annual leave and public holidays). The legislation says that apprentices should be paid maximum 75% of the minimum wage in the first year and 85% in the second year i.e. €6,776 and €7,679 per year. Apprentices are not paid during their time in the classroom – so their wages during the time at work needs to cover their costs while in college.

The average wage of people with an intermediate vocational training as their highest qualification (this acts as a proxy for the fully qualified rate) is approximately €22,169 per annum in 2013 prices. This implies that apprentices in their first year earn approximately 31% of the fully qualified worker wage and approximately 35% in the second year, although there is some significant variation around the mean.

3.6 Bilateral cooperation

Spain is one of the six EU countries working closely with Germany to reform their system of vocational training and education. On the invitation of the German Federal Ministry of Education and Research, Spain, Greece, Portugal, Italy, Slovakia and Latvia, signed a memorandum in Berlin on 11 December 2012. It includes many concrete measures for introducing a vocational education system based on Germany’s model.
 
On November 2012, the German Federal State of Hessen and the Autonomous Community of Madrid signed a mutual cooperation agreement which, among other aspects, intends to support the Madrid region in establishing a Dual system of vocational education and training. In this context the Chamber of Skilled Crafts Frankfurt-Rhein-Main is giving 45 Spanish young people the opportunity to experience the Dual system of vocational education and training in Frankfurt. The high degree of practical orientation in the Dual apprenticeship training course provides the young people with a choice of careers in both Spain and Germany. Approximately 80 interviews were held in Madrid to determine which candidates would participate in the project. Spanish interest in starting a Dual course of vocational education and training in the Frankfurt region is very high. The programme has also attracted a very positive response among small and medium sized businesses in the Frankfurt region. 

4) Drop-out rates from school and apprenticeships and alternative pathways for young people
In Spain the school drop-out rate in 2012 was 25 percent – 1.6% less than the previous year. This was a new record (reported by the Federacion de Ensenanza) but it is still a long way from the 2020 national target of 15%. Early school leaving (ESL) is higher among men than females. And the dropout rate varies significantly between regions.

In 2013 23.5 percent of people aged from 18 to 24 had left the education system before completing their compulsory education or ESO (Certificado de Educacion Secundaria Obligatoria) as it is known in Spain. 
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A range of targeted programmes is available to reduce the number of learners who do not complete their training. This includes the new Dual VET system.

5) Future reforms in the apprenticeship system 
During 2013 several educational and employment measures that included VET have been introduced to reduce unemployment (especially youth unemployment) and to increase the skills base of the population. This includes three major initiatives:

· at the end of 2013 education reform and final approval of the LOMCE (the Spanish acronym for the Law for the Improvement of Educational Quality) alongside proposals for new Basic VET diplomas;

· the implementation of a Dual system to foster work based learning in VET with an apprenticeship and training contract;

· approval of a National Strategy for Entrepreneurship and Youth Employment 2013-2016 which outlines specific measures to promote VET and to offer entrepreneurial support.

The inclusion of a work-based learning module in VET programmes enables companies, teachers and tutors to work together with a common purpose of training people to obtain an initial qualification or to retrain unemployment people. 

The Law for the Improvement of Educational Quality (Ley Orgánica para la Mejora de la Calidad Educativa, LOMCE, 2013) aims to promote education improvement. Among its main measures are greater autonomy for schools; new preventive diagnostic testing in primary education; more vocational pathways which start in the final years of lower secondary education; and exit exams in lower and upper secondary education.

The implementation of the Dual training system involves the creation of a new training model based on a stronger dialogue between stakeholders. To help to overcome any reservations about Dual training there is a need to share examples of good practices based on the results of the Regional projects. Employers, trainees, VET teachers and society in general need to be more aware about what Dual training can offer. In the past, some pilot projects at the regional level have been discontinued due to the lack of support of companies and trade unions.

Taking into account that there has been a limited tradition of cooperation with enterprises in delivering training, a key priority for the public authorities at the national and regional level is the development of incentives for employers to invest in training and retain young graduates. There is a need to find the right balance between incentives for companies and guarantees for learners. The 2012 in Royal Decree described financial incentives in the form of a reduction of social security contributions for ‘training and learning contracts’ during the entire duration of the contract. With a view to raising the quality and long term attractiveness of the Dual training system, it is important to develop effective quality assurance mechanisms. As part of this process, it is helpful for social partners and other stakeholders to be involved as this helps to ensure that the training content is fully recognised. For this purpose a national Alliance for Dual Training 
 was established. This network includes companies, centres and institutions committed to the development of Dual training in Spain. It is driven by the Bertelsmann Foundation with the Foundation Princess of Girona, the CEOE and Spain’s Chamber of Commerce. The Alliance is committed to a new learning system helps more young people gain access to the labour market and reduces the high rate of youth unemployment. 
Spain participates in the European Alliance for Apprenticeship and is committed to increasing the quality, supply and attractiveness of apprenticeships through the Dual system and enhancing the cooperation with companies to strengthen the implementation of the Dual system. Several challenges have been identified e.g. the participation and need for support from in-company trainers; the need to agree with how to share the costs, benefits and responsibilities within the tripartite arrangement of the student-company-school. The opportunity to exchange students and combine on-the-job experience with a year abroad depends on the motivation and external contacts of the VET providers and the demand from European enterprises or stakeholders to work with apprenticeship systems.

6) Evaluation of the existing system and potential ways to improve it 

According to CEOE to improve the apprenticeship system it is worth considering how:
· to establish a national strategy through a National Agreement on Education. This would lead to a common regulatory policy to develop possible apprenticeship models for the entire national territory;
· to create flexibility in any national model in order for it to be attractive for companies in different contexts e.g. in relation to the:

· compensation paid to apprentices;

· time spent by the apprentice in the company. Although an agreement should be established between companies, the training centre and apprentices specifying the calendar, total hours of practical training and time schedule, it should not be forgotten that this is an initial plan which is subject to the vagaries of business. Only the total number of hours of practical training in the company should be mandatory;

· ability of a company to pay for the cost of the tutors; 
· selection process of students. At the moment the system is based on an extensive rights-based approach and the selection process is run by training centres;

· application of distance learning and/or e-learning methods by the training centre in order to avoid any reduction in the time spent at the company;

· development of VET guidance for young people;
· to encourage more business organisations to support the management and promotion of the Dual system with companies in their sector;
· to create a serious discussion on the budget that is needed to successfully implement a Dual apprenticeship model in Spain;
· to make the existing mechanisms more agile in order for the content of the National Qualifications System to respond to the needs of the labour market, businesses and emerging sectors. The process of defining a new vocational training programme can sometimes last more than five years, meaning that it is completely obsolete at the moment of its official publication;
· to increase the role of the social partners in the Dual learning model (particularly the role of business organisations as they know more about the needs of employers);
· to encourage companies, especially SMEs, to participate in the Dual learning model. There is a need to improve the budgetary features of apprenticeships (tax incentives, bonuses, Social Security, etc.); provide solutions to the provision of tutors in the companies (with external tutors, financing expenses, training costs, etc.) and the elimination of all bureaucracy that might restrict their participation in the process.

At the moment the public financing of the learning model is totally insufficient. So far the focus has been on incentives for employers to hire young people without, for example, helping businesses to appoint "Tutor". This role is important from the learning perspective but it is difficult to appoint someone in a SME. Assigning a tutor to apprentices in small companies implies a significant cost that cannot be recovered by the company. This is why all or part of the social costs should be compensated.
Vocational training does not have the right image. However this lack of prestige is changing due to the high unemployment rate among young people and the emergence of data which shows higher levels of employment among young people who do a more technical training; the dual training is also seen as a more prestigious training model. The image of VET could be improved. This requires the involvement of companies (not just the large ones), Social Partners and the education and employment public administrations at national and regional level. 
Tecnocom
 (from the IT sector) commented that employers should be involved in the hiring of students. In addition there is a need for government financial support during training period and in the six to twelve months period after the apprenticeship is completed. A successful apprenticeship scheme would combine:

· all the elements of a university Masters or postgraduate courses;

· a pedagogic approach that combines case studies, a final project and compulsory practice in enterprises;

· the active participation of stakeholders;

· training content which focuses on the current needs or trends of industry;

· support in relation to specific regulations, grants, marketing, teaching or research.

Such a programme would be widely accepted and it would be seen as an effective measure against unemployment in some places.

According to some VET providers, to improve the quality assurance of apprenticeships it is necessary to reinforce the role and qualifications of tutors, the apprentices’ motivation and the financial support offered to the enterprises.
PIMEC 
believes that, although financial incentives should be established to boost SMEs’ involvement in apprenticeship schemes, experience has shown that other kinds of support (one-to-one technical advice and reductions in bureaucratic) are more helpful. SMEs will not engage in apprenticeship schemes unless they have a need. Even when the need is clear the effort to become involved can be too great. They need an intermediary body to makes things easier. At the moment there are no intermediary bodies using this one-to-one approach. The existing training centres mainly work with large businesses.
7) Cost effectiveness analysis

There is recent research on the cost-benefit of apprenticeship for companies. The Bertelsmann Stiftung
 in Germany, the Fundación Bertelsmann in Barcelona and the Centre for Research in Economics of Education at the University of Bern began this work in 2015. The results of this research show that companies see the added value of offering apprenticeships as part of their activities in corporate social responsibility and not as integral to their business model.
 
The research also focuses on whether Spanish firms could obtain net benefits from participating in an apprenticeship training system. To calculate what potential costs firms would bear and what benefits they would gather the research uses the cost-benefit model of apprenticeship training that was originally developed for firms operating in Switzerland. The research uses a range of apprenticeship models and different wage levels. The summary of the research comments that ‘the results of this simulation study suggest that participation in apprenticeship training could indeed entail net benefits for Spanish firms by the end of the training period, albeit with significant differences across sectors and occupations.’ The research identified three main patterns (page 74):
· in every occupation there is at least one apprenticeship model where the benefits exceed the costs for employers;

· the cost of hiring new staff (which is a costs which does not have to be paid for an apprentice) is very significant in determining whether an apprenticeship scheme is cost effective. This saving is only realised if the apprentice remains with the company when their training is completed;

· the cost effectiveness of an apprenticeship scheme depends on the wages of the apprentices; the balance between in-house and VET provider training; and the length of the apprenticeship programme.
According to the CEOE - Confederación Española de Organizaciones Empresariales - the wages of the apprentices are determined by the relevant collective agreement. This makes it difficult for companies to control their costs and make a return on their investment. The CEOE would identify the Dual Vocational Training Model in the Basque Country as an example of good practice. 
It is worth noting that this model would not adapt easily to other parts of Spain as it is based on a long tradition, a different financial system (Concierto economico) and a more collaborative culture based on mutual trust and a set of shared needs which have been identified by government and social partners.
There are qualitative benefits for enterprises which engage in apprenticeship. These include the opportunity to develop training plans that are linked to the real needs of the productive sectors and to the companies themselves. Apprentices who join the company reduce the cost of hiring new people, ensure a generational change in the organisation, demonstrate high levels of loyalty and identify themselves with the success of the company.
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