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This paper aims to provide an explanation for the limited development of initial vocational education and 

training (IVET) in Spain, by employing the Varieties of Capitalism (VoC) literature and other bodies of 

research in political economy. I suggest that in the absence of the institutional conditions that would bind firms 

to cooperate in IVET, firms’ interest in supporting initial vocational training will be limited, and employers’ 

participation in the planning, control, development and funding of the system will be residual. Secondly, under 

these institutional conditions company’s support to the system will be mostly conditioned by firms’ structural 

characteristics. In order to test these hypotheses I combine quantitative and qualitative research methods, 

including institutional comparisons between the organisations responsible for managing IVET in Spain and 

Germany; logistic regressions and Generalised Linear Models (GLM) on company support to initial workplace 

training; and qualitative, in-depth interviews complementing these quantitative tests. Results indicate an 

association between limitations in the coordinating capabilities the institutional framework can generate, the 

lack of employer involvement in the institutions regulating IVET in the Spanish political economy; and a 

pattern of company cooperation driven by firms’ structural characteristics.  



                                                                     

    

 

 

This study aims to provide an answer to the following research question:  

Do differences between firms’ structural characteristics affect involvement in initial vocational education 

and training (IVET), within the institutional context of the Spanish political economy? 

This project departs from the Varieties of Capitalism (VoC) literature (Estévez-Abe et al. 2001; Hall and 

Soskice 2001; Mares 2001; Molina and Rhodes 2007), as well as related contributions (Streeck 1989, 1991, 2011; 

Streeck et al. 1987; Busemeyer 2009, Busemeyer and Trampusch 2012) to explain the deficits observed in 

Spain’s vocational training. I argue that in the absence of the appropriate institutional framework, company 

support to initial vocational education and training will not generalise, and will be conditioned by firms’ 

structural characteristics. By initial vocational education and training (IVET), I refer to the tracks of post-

compulsory education not leading to university education, providing skills for a limited range of occupations 

(BIBB 2010; CEDEFOP 2009, 2011; Streeck et al. 1987; Thelen and Busemeyer 2008, 2012). 

Hence, this paper tries to provide an explanation for the limited development of initial vocational 

education and training in Spain. Spanish IVET is characterized by long-standing problems in training quality, 

company involvement and social status (Calero and Escárdibul 2005; De Pablo 1997; Homs 2009; Merino 

2006). At the same time, Spanish rates of school leaving before completion of compulsory education are 

amongst the highest in the European Union, hovering above 30% (Homs 2009: 26). Hence, it does not 

accomplish one of its main functions, the channelling of non-academically oriented students to vocational 

tracks (Estévez-Abe et al. 2001: 176-180). On top of that, its weakness may prevent the development of a 

successful, export-oriented political economy based on workers with high and broad skills. As Streeck indicates 

(1989, 1991, 2011), firms’ competiveness in high-quality production requires an ample provision of high and 

broad skills, a requirement that can only be fulfilled if the social partners support IVET effectively. Since the 

intensification of global competition and the spread of microelectronic technology in the 1980s, employees’ 

skill base needs to be heightened and broadened, in order to facilitate their adaptation to a production system 

that relies increasingly on new manufacturing techniques and on product specification. This requires a 

combination of school and workplace skills that can only be achieved through enterprise participation. 

Nevertheless, firms may provide less training than necessary if left by themselves, due to poaching risks. 

Hence, in the absence of a supportive institutional framework, firm involvement may fail to materialise.  

While this study will deliver useful insights, some limitations should be acknowledged. First, I treat the 

relationship between institutions and social actors in a deterministic way. Hence, concepts such as 

“institutionalization” (Berger and Luckman 1967), “institutional isomorphism” (Di Maggio and Powell 1983) 

and “path dependency” (Mahoney 2000) will guide the analysis, understanding agency as constrained by 

institutions. Secondly, the present research is limited to the extent that it can be considered a full comparative 

project, even if comparisons with the German political economy will be provided (BIBB 2010; Streeck et al.  



                                                                     

     

 

 

1987; Thelen and Busemeyer 2008, 2012). Thirdly, I solely focus on initial vocational education and 

training, and not on Continuing Vocational Education and Training (CVET), or training oriented to those 

individuals who are employed or looking for jobs (CEDEFOP 2011: 19). Explaining the characteristics of 

IVET in Spain represents a challenge that should be met before focusing in CVET. A well-functioning IVET 

system should provide high and broad skills facilitating life-long learning (Streeck 1989, 1991, 2011). Moreover, 

the literature indicates that its current status could have profound implications for social cohesion and 

competiveness (Calero and Escárdibul 2005; De Pablo 1997; Homs 2009; Merino 2006).  

The paper is organized as follows. First, I present the theoretical framework guiding this study. Secondly, I 

introduce the research methods applied to the project. In a third chapter, I analyse the institutions responsible 

for regulating IVET in Spain, while comparing them with those of Germany (Streeck et al. 1987; Thelen and 

Busemeyer 2008, 2012). The fourth and fifth chapters review the results of a set of quantitative and qualitative 

tests, respectively. Finally, the paper concludes with a discussion of the general findings. 

 



                                                                     

    

 

This chapter aims to review the theoretical and empirical literature applied in the present paper. The 

chapter is structured as follows. First, I focus on the theoretical contributions employed to develop the paper’s 

arguments. Second, I link the theoretical literature to empirical research in Spain. The chapter concludes by 

operationalising the main research question into a set of micro-research questions and hypotheses, based on 

the theoretical framework. 

According to the Varieties of Capitalism (VoC) account, the characteristics of Coordinated Market 

Economies (CMEs) facilitate the development of institutions aimed at promoting specific skill formation (e.g.: 

vocational training). Firms in CMEs are able and willing to invest in specific skills, due to the existence of 

complementarities between training and other institutional spheres of the economy. These include: strong 

networks of cooperation regulating inter-firm relationships, which refrain from poaching qualified employees 

from other companies; high employment protection, providing workers with incentives to invest in specific 

skill formation; and employment/industrial relations ensuring employee-employer coordination. The 

institutional framework of Liberal Market Economies (LMEs), on the contrary, incentivises firms not to engage 

in specific skill formation. In political economies characterised by uncoordinated industrial relations and weak 

employment protection regulation, inter-firm competitive relations will be abundant. Hence, employee 

poaching will be common practice, and the workforce will be endowed with general skills (Estévez-Abe et al. 

2001, Hall and Soskice 2001). However, as exposed by Busemeyer (2009) and Streeck (2011), the dichotomy 

between “specific” and “general” skills may prove inadequate in order to understand the true functioning of 

those institutions responsible for skill production. In addition, it does not capture the variety of skill formation 

strategies within CMEs.  

Here, Wolfgang Streeck’s theory (1989, 1991, 2011; Streeck et al. 1987) provides a comprehensive view of 

the conditions required to ensure firms’ support to initial vocational education and training. The kind of skills 

produced in German IVET should not be understood as narrow and specific, but as broad and portable. 

However, what guarantees their portability is the extent to which employers, unions and the state coordinate 

skill certification in a way that can be accepted across the economy. This requires a specific set of institutions, 

including a rigid wage bargaining structure, capable of raising labour costs for low skilled workers and 

increasing firms’ incentives for skill investment; a strict employment protection policy, pushing firms towards 

internal flexibility human resource strategies; a well-developed codetermination system, facilitating cooperative 

relationships between employees and management; and a vocational training system in which unions, employer 



                                                                     

     

 

organisations and chambers of commerce cooperate in training a labour force with flexible, broad and 

adaptable skills. Where these conditions are not fulfilled, firms would pursue human resource strategies based 

on external flexibility, that is, the flexible hiring and dismissal of employees (Caroli et al. 2010).  

Here, Busemeyer (2009) offers a similar critique of the original VoC theory, understanding skill formation 

systems as the combination of two main dimensions shaped by institutions. The former, firm involvement 

refers to the extent to which firms are incentivised to invest in skill formation. The more institutions prevent 

employee poaching, the more firms will invest in training. The latter dimension, the vocational specificity of 

training, refers to the organisation and provision of certification for vocational tracks. Certification is a key 

requirement for guaranteeing the reconnaissance and portability of skills, since certificates provide a reliable 

indicator of the trainees’ competences. This leaves a four-fold typology, including general skill systems (low 

firm involvement, low vocational specificity); firm-based skill systems (high firm involvement, low vocational 

specificity); school-based occupational skill systems (low firm involvement, high vocational specificity); 

workplace-based skill systems (high firm involvement, high vocational specificity). Hence, according to these 

authors the burden of the problem does not lie so much on the extent to which the skill regime is capable to 

produce skills of a more or less portable nature, but on whether institutions provide firms with incentives for 

investing in skills, and guaranteeing their transferability through certification. In the same vein, Martin and 

Swank (2004), Nelson (2009) and Martin (2012) discuss a set of institutional incentives ensuring company 

involvement in IVET skill formation. These are focused on social agent coordination, and especially employer 

organisations’ coordinating capabilities.  

Martin and Swank (2004) illustrate how differences in peak employer organisations’ coordinating 

capabilities explain the higher degree of firm involvement in Active Labour Market Policies (ALMP) in 

Denmark, vis-à-vis the United Kingdom. This is because employer organisations are capable to bind individual 

firms to fulfil noeocorporatist compromises on the management of training. Similar findings were obtained, 

when comparing Denmark, Germany and the Netherlands (Nelson 2009). The point is further developed by 

Martin (2012: 48-49). Firstly, because of their coordinating capabilities, encompassing employer organisations 

will favour training policies covering low and high skilled workers. Secondly, these organisations will influence 

the content of school-based training so that it matches firms’ needs. Thirdly, these associations should ensure 

company involvement in apprenticeships by binding member firms to fulfil macro-corporatist pacts in 

vocational training.   

Hence an IVET system guaranteeing high and uniform levels of company involvement should not be 

expected in the absence of strong employer organisations ensuring firm involvement in vocational training. 

According to Busemeyer and Trampusch (2012), these conditions are only guaranteed in collective skill 

formation regimes. These authors divide skill regimes according to public commitment in supporting and 

providing certification mechanisms for qualifications and company cooperation in four distinct areas: who 

controls IVET standards; who provides the educational and training sites; who pays for them; and the 

relationship between vocational programmes and the general educational system. Here, only collective skill 

formation systems represent a strong compromise between employers and the public sector around the 



                                                                     

    

 

management of initial vocational programmes (2012: 48-49). Collective skill formation systems such as 

Germany and Denmark represent a compromise between firms and the public sector, involving all relevant 

social actors (employers, unions, schools). Cooperation is channelled through intermediary corporatist 

associations (tripartite councils, chambers of commerce), and shared responsibilities are visible in funding and 

provision. Here, the IVET system is capable to involve most of the economy in the production of skills. 

Otherwise, other skill formation systems arise. Liberal systems such as the United States, for example, tend to 

be characterised by the limited involvement of firms and public authorities. Segmentalist models such as Japan, 

on the other hand, entail strong employer involvement at the expense of schools, and training is suited only to 

particular sectors and firms. Finally, statist skill formation systems such as Sweden and France are organised 

around vocational schools, yet at the expense of employer needs.  

Following the previous discussion, I suggest that the institutional conditions of the Spanish political 

economy prevent the macro-corporatist compromises that would be expected in collective skill formation 

systems. Hence, Spain should be defined as a statist skill formation system (Busemeyer and Trampusch 2012). 

Moreover, previous empirical research (Homs 2009) defines this country as a state-led IVET regime, even if 

including some features typical of collective skill formation regimes, such as a certain room for social partner 

participation in vocational education and training councils (Homs 2009: 78-80). 

Previous analyses developed under the VoC framework support this view. Molina and Rhodes (2007) 

describe Spain as a Mixed Market Economy (MME), where coordination problems are usual. These can be 

accounted for the existence of a productive structure segmented by firm size differentials and specialised in 

low-cost production; the existence of dualistic employment protection regulations and the weak coordinating 

capabilities of relatively young union and employer confederations. These organisations are unable to control 

effectively firm level industrial relations, due to their weak company footing and a strong internal diversity of 

preferences. This paper employs most of the explanatory factors suggested by Molina and Rhodes (2007) to 

explain the weaknesses of Spanish IVET: the lack of articulation in collective bargaining; the weakness of 

unions and employer organisations to bind firms (especially the small) to macro-corporatist pacts; and dualistic 

employment relations and employment protection practices at the firm level. However, firm size differentials 

are framed as associated to social partners’ coordinating capabilities, not as an explanatory factor. Hence, this 

research uses the following factors to explain the weaknesses of Spanish IVET.  

Firstly, Spanish industrial relations typically lack coherent articulation between higher (national, 

provincial/sectoral) and local bargaining levels, this being especially the case for small firms (Molina 2007; 

Miguélez and Rebollo 1999). Collective bargaining has been centred at the provincial/sectoral level, whilst 

lacking effective company level implementation, due to the limited presence of unions in Small and Medium-

sized Enterprises (SME’s); lack of articulation between high and low bargaining levels; overlapping between 

employer and multi-employer bargaining contents; the existence of de-regulated and informal employment 



                                                                     

     

 

relations; and pressures for the decentralisation of collective bargaining (Molina 2007: 466-467, Miguélez and 

Rebollo 1999). As a result, the social partners’ coordinating capabilities are substantially impaired.  

Secondly, the main employer confederation (Confederacion Española de Organizaciones Empresariales, 

CEOE) is unable to hold full control of its member firms, despite its comparatively high density rate1 (Nonell 

and Molins 2007; Visser 2010: 31-34). The ability of the main employers’ organisation to coordinate industrial 

relations is limited by the diversity of preferences between small and large firms, interested in local and global 

markets respectively (Molina 2007; Nonell and Molins 2007). In addition, divisions arise between the central 

employer confederation and the regional umbrella organisations due to the existence of the Autonomous 

Communities as decision-making centres below the level of the state (Aguar et al. 1999, Martin and Swank 

2011, Martin 2012, Nonell and Molins 2007). Finally, the CEOE has traditionally competed with other 

organisations such as the chambers of commerce for the provision of services to employers, since they provide 

selective incentives for attracting membership (see also Aguar et al. 1998; Casademunt and Molins 1998).  

Unions, on the other hand, are also limited in their coordinating capabilities. Despite comparatively high 

levels of centralisation under the leadership of the two main union confederations, the Union General de 

Trabajadores (UGT) and the Comisiones Obreras (CCOO), Spanish union density rates in 2008 were amongst 

the lowest within the EU-27, well below 20% of the dependent labour force2 (Visser 2010: 23-26). Alonso and 

Blanco (1999), Lope and Alós (1999: 221-224) and Hamman and Martínez-Lucio (2003: 69-70) point to trends 

weakening unions’ presence in firms, especially in the smaller ones. These include heavily de-regularised and 

authoritarian employment relations at small firms and the emergence of legal forms of employee segmentation 

through temporary employment, subcontracting, temporary agency work... preventing employees’ involvement 

in workplace decision-making (see also Richards and Polavieja 1997). Unions’ limited footing in small 

workplaces is especially problematic in Spain, where these firms are more important than in collective skill 

formation systems such as Germany and Denmark (Busemeyer and Trampusch 2012). According to the 

OECD (2011: 43), in 2007 92.6% of the Spanish companies could be categorised as small (1 to 9 employees). 

These same firms hired 38% of the employed workforce. Meanwhile, 83% and 87% of German and Danish 

firms fell into this category, and hired 19% and 19.6% of the total employees, respectively. 

Finally, dualistic employment relations practices are common in Spanish companies. Martín-Artiles (1999: 

88-98) and QUIT (2000) report strong divides between the “core” and “peripheral” workforce: while employee 

participation, continuous training and career opportunities are guaranteed for a core of qualified workers, a 

growing proportion of the workforce is treated as external, with limited access to these rights. In addition, the 

dualisms observed in human resource management are complemented by a divide between open-ended and 

temporary contracts, together with the highest levels of temporary employment in the European Union 

                                                            

 

1 The main employer confederation enjoys a comparatively high density rate, covering 75% of all potential employees 
hired by potential member firms (Visser 2010: 31-34). 

2 Individuals not working in self-employment, but depending on an employer. 



                                                                     

    

 

(Bentolila et al. 2008; Polavieja, 2003, 2005, 2006). According to Bentolila et al. (2008: 51), temporary contracts 

typically represent the 30% of total employment in Spain, more than twice the EU-15 average. Moreover, 

according to Alonso and Blanco (1999: 363) and Royo (2007: 52) above-average rates of temporary 

employment would be observed in small firms, suggesting stronger workforce segmentation.  

In sum, the Spanish institutional context presents characteristics that can pose considerable difficulties to 

the establishment of IVET. These features will orient the operationalisation of the main research question into 

a set of micro-research questions and hypotheses guiding this paper. 

Martin (2012: 48-49) suggests that encompassing employer organisations are needed to ensure training 

policies reaching the entire labour force. These conditions cannot be found in Spain, limiting employer 

organisations’ ability to enforce company support to IVET. Similarly, unions’ limited presence at the workplace 

would prevent company-level cooperation with employers in the management of vocational training (Estévez-

Abe et al 2001, Hall and Soskice 2001, Martin 2012; Streeck 1989, 1991, 2011; Streeck et al. 1987). Finally, 

dualistic employment relations in the use of long-term and temporary contracts suggest that institutional 

complementarities between employment protection and firm support to training will only thrive in large firms 

hiring a (semi)permanent labour force. Hence, the institutional context prevalent in the Spanish political 

economy should limit firms’ support to IVET, as is expected in a statist skill regime (Busemeyer and 

Trampusch 2012). Hence the first micro research question and hypothesis: 

RQ.1) Does the Spanish institutional framework lead to a limited involvement of the social agents in the 

management of IVET, compared to other political economies endowed with collective skill formation systems?   

H1) The Spanish institutional framework leads to lower social agent involvement in the management of 

IVET, compared to other political economies endowed with collective skill formation systems. 

Under these conditions, company cooperation in IVET should be strongly conditioned by firms’ structural 

characteristics. I proceed to develop the reasons below.  

First, due to the availability of temporary contracts in the Spanish political economy, only large firms 

would be interested in participating intensively in IVET. Large firms would be able to offer permanent 

contracts to vocational graduates after the completion of training, due to their greater resources and internal 

labour markets (Doeringer and Piore 1985, Estévez-Abe et al. 2001: 147-162; Mares 2001, Piore 1979, 1983). 

As a result, they would be able to exploit the broad skills and learning capabilities that vocational education and 

training provides (Streeck 1989, 1991, 2011). Hence, large firms could use IVET as a device to train and select 

future employees, integrating them in their “permanent labour force”. Meanwhile, small firms would be unable 

to do so, since they would be attracted to temporary employment as a tool for reducing the costs of 

employment protection, opting instead for personnel strategies based on external flexibility (Caroli et al. 2010; 



                                                                     

     

 

Estévez-Abe et al. 2001: 147-162; Mares 2001). Hence the second and third micro-level research questions, and 

their respective hypotheses: 

RQ.2) Are small firms less supportive to IVET than their large counterparts? 

RQ.3) In case RQ.2) is answered affirmatively: do these differences in the support to IVET depend on the 

extent to which firms rely on open-ended contracts? 

H2) Small firms support less IVET than their larger counterparts. 

H3) Since small firms use temporary contracts more intensively than large firms, their cooperation in IVET 

is less intense. 

Second, Mària (2003: 69-81) suggests that the firm’s training behaviour is shaped by time considerations. 

Companies conceiving personnel needs on a short-term basis could decide not to participate in workplace 

training, or host trainees in order to solve personnel shortages, de facto covering a workpost. In the later case, 

the contents taught will be narrow in order to maximise student’s working time; and the firm will not be 

interested in retaining the apprentice after training. In companies framing staff needs on a long-term basis, 

managers will conceive vocational trainees as a source of future recruits, and the contents of training will be 

broader. Larger firms will frame personnel needs on a long-term basis because they can defend themselves 

from employee poaching and retain trainees, offering them advantages such as employment security and the 

possibility to develop an internal career. Hence the fourth research question and hypothesis: 

H4) Since small firms are less able to plan their human resource and training policies than large firms, their 

cooperation in IVET is less intense. 

RQ.4) In case RQ.2) is answered affirmatively: do these differences in the support to IVET depend on the 

extent to which firms opt for the long-term planning of human resource strategies? 

Third, another relevant factor is the extent to which companies’ activity involves facing risks such as global 

competition. Firms’ comparative advantage in global markets is increasingly linked to their ability to customise 

production and adapt to rapid changes in product demand. Hence, those firms facing directly global market 

shifts will be interested in training and retaining IVET students, because of their adaptability to incremental 

shifts in product specification (Streeck 1989, 1991, 2011). Hence the fifth research question and hypothesis. 

RQ.5) Are firms in home-oriented sectors less supportive to IVET than their export-oriented 

counterparts?  

H5) Firms in sectors exposed to international competition cooperate more intensely with IVET, compared 

to firms not exposed to international competition. 

In order to answer the research questions, I will focus on social partners’ participation in those institutions 

responsible for regulating the IVET system; and in patterns of firm-school cooperation in hosting vocational 

students in their workplace training stage (Mària 2003). The precise research strategies applied in this paper, 

however, will be discussed in the following chapter. 



                                                                     

    

 

I follow a mixed-method research strategy. In doing so, I partly use Uriarte et al. (2003) and Mària (2003) 

research designs, as a way to combine quantitative and qualitative methods, while I try to provide some detailed 

analysis of firm strategies at the workplace, following the design of firm-level qualitative studies (QUIT 2000). 

In order to answer the first research question, I conduct an analysis of the institutions responsible for 

governing IVET in Spain, taking into account their similarities and differences with the German collective skill 

system (Streeck et al. 1987, Thelen and Busemeyer 2008, Thelen and Busemyer 2012). I focus on social partner 

cooperation in the areas of governance considered by Streeck et al. (1987) and Busemeyer and Trampusch 

(2012): the bodies and/or organisations responsible for controlling and regulating IVET standards; the 

provision of educational and training sites (that is, vocational schools and workplace training stages at 

companies) and the mechanisms to finance them. In order to develop this comparison, I have analysed 

governmental and academic documents focused on the institutions responsible for governing IVET in each 

country. Also, I have conducted two semi-structured interviews, the first with a trade union representative 

participating in the Catalan Vocational Training Council, and the second with two representatives from the 

chambers of commerce, also present in the Catalan Vocational Training Council. I aim to illustrate how the 

broader institutional framework in Spain is reproduced into a “statist” governance model, when compared to 

Germany (Homs 2009, Streeck et al. 1987, Thelen and Busemeyer 2008, Thelen and Busemyer 2012).  

The second part will be devoted to answering research questions two to five. In order to assess the extent 

of company involvement in IVET, I focus on firms’ cooperation in hosting vocational students as part of their 

workplace training stage (in Spanish, Formación en Centros de Trabajo, FCT). I will focus on whether firms 

offer training workplaces for students; the variety of contents taught in training; or the extent to which these 

apprentices are hired by the firm, after the completion of FCT (Mària 2003, Streeck et al. 1987; Streeck 1989, 

1991, 2011). Of course, many small firms may opt for using vocational training students as a source of “cheap 

labour” (Mària 2003). Here, the research design should uncover these differences, by using quantitative and 

qualitative methods.  

Firstly, I conduct multivariate regression tests with secondary micro data, using the statistical programme 

Stata. The dataset is the Spanish Survey on Continuous Vocational Training (SCVT) for 2005, collected by the 

Spanish Ministry of Work and Social Security. The SCVT is a country-wide, firm-level survey containing data 

on a sample of 21,000 firms hiring five or more employees. It includes data on different firm characteristics, 

and more importantly, information on whether firms cooperate in initial workplace training, hosting students as 

part of IVET workplace training, or other programmes including initial workplace training (that is, workplace 

training for students, not the employed). I carry out multivariate logistic regressions and Generalised Linear 

Models (GLM’s). 



                                                                     

     

 

However, this data does not provide information on the quality of firm involvement in vocational training, 

beyond the proportion of trainees over the company workforce (Mària 2003). Because of these limitations, I 

carried out semi-structured interviews (Weiss 1994) of a sample of 14 firms cooperating in the practical stage of 

vocational training, within the region of Catalonia. For each firm, at least one interview has been conducted 

with a human resource or personnel manager. The sample is stratified according to sectoral export/home-

oriented focus and firm size. Two export-oriented sectors (winery, automobile industry and related activities) 

and a home-oriented sector (business services) have been selected. For the winery industry, interviews were 

carried in six firms. Within each of the latter two sectors, interviews could only be carried out in four firms, due 

to limitations in access to interviewees. Interviews have also been conducted for a sample of five schools, 

selected according to their relationship with the sectors of interest. In doing so, I partly follow Mària’s (2003) 

research design. Within each school, one interview was conducted with the vocational training programmes’ 

coordinator. School interviews were especially useful, in order to reduce any bias aroused from the meetings 

with human resource managers. Given the weak presence of unions at the workplace (Alonso and Blanco 1999, 

Lope and Alós 1999: 221-224; Hamman and Martínez-Lucio 2003: 69-70), vocational schools were selected in 

order to provide a point of view different from the one of company-level interviews. Vocational schools also 

proved useful as gatekeepers, guaranteeing access to new firm-level interviewees. 

Admittedly, focusing the qualitative analysis on Catalonia limits the extent to which findings can be 

generalised to Spain. Employment contracts are regulated at the national level (Bentolila et al. 2008). The 

Ministry of Education is responsible for structuring the general content of vocational training programmes with 

the technical support of the National Institute for Qualifications and the advice of the National Council for 

Vocational Training, and the regions are entitled to suit the programmes to their needs (interview trade union 

representative; Merino 2006, National Institute for Qualifications Website; Pineda Herrero et al. 2009). Here 

Catalonia seems to show a higher degree of public-private coordination, due to the existence of an integrated 

employer-school database by the Catalan chambers of commerce, aimed at facilitating the establishment of 

training sites (chambers of commerce website, interview chambers of commerce representatives). Beyond 

vocational training, Catalonia is one of the main industrial regions in Spain, together with the Basque Country 

(Rosés 2003). Both regions are also endowed with coordinated business systems (Ahedo 2006). Finally, 

empirical evidence suggests that industrial relations in Catalonia may be somewhat more cooperative than in 

most of Spain (Aguar et al. 1999). Hence, the possibility of a positive bias should be recognised.  

 



                                                                     

    

 

This chapter is devoted to an analysis of the institutions governing IVET in Spain, comparing them with 

the German dual apprenticeship system (Streeck et al. 1987; Thelen and Busemeyer 2008; Thelen and 

Busemeyer 2012). It is necessary to note, however, that the German vocational training system has changed 

since the 1990s. Due to the decentralisation of collective bargaining, de-industrialisation and the pressures of 

cost-based competition, an increasing number of firms (especially small industrial firms) has stopped offering 

apprenticeship sites. Also, large companies have pushed for flexibilisation of the duration and content of 

workplace training, against small employers needs’ for standardised occupational profiles. As a result, German 

IVET is experiencing a process of segmentalisation (Thelen and Busemeyer 2008; Thelen and Busemeyer 

2012). Nevertheless, Germany is still considered a collective skill regime, since employer organisations and 

unions assume a strong role in the provision and funding of training, as well as in the design of training 

curricula; while these actors and the chambers of commerce elicit employer support to the system (Busemeyer 

and Trampusch 2012, Thelen and Busemeyer 2012).  

The analysis is conducted as follows. Firstly, I focus on social agent participation in the regulation of the 

system. Secondly, I take into account company and school participation in the provision of education and 

training places. Later, I focus on the division of tasks in financing the system. A final section concludes. 

The Organic Law 5/2002 on qualifications and vocational training assigns to the central administration the 

competence for managing and coordinating the different types of Vocational Education and Training (VET) 

available in Spain (IVET, CVET for the employed and the unemployed). However, the autonomous 

communities are responsible for suiting VET at the regional level (INCUAL website, interview trade union 

representative).  

Three bodies are responsible for regulating vocational training at the national level, the General Council for 

Vocational Education and Training, the Education Council, and the National Institute for Qualifications, or 

Instituto Nacional de las Cualificaciones, INCUAL, in Spanish (INCUAL website; Gómez Aguirre et al. 2001). 

These allow the social partners to influence in the development of training regulations, both in the general 

standards to be followed, and in the qualifications structuring VET programmes. However, the union and 

employer confederations influence mostly the general programming of vocational training goals, while the 

German social partners have more opportunities to shape regulations through a detailed, multi-step procedure.  



                                                                     

     

 

The General Council for Vocational Education and Training (Consejo General de la Formación 

Profesional, CGFP) is the body responsible for coordinating social partner participation in the management of 

the different types of vocational education and training (INCUAL website; Gómez Aguirre et al. 2001). It was 

established in 1986 (Law 1/1986), and is integrated within the Ministry of Work and Social Security. The 

General Council is responsible for developing the national VET plan, conditional on the government’s 

approval; as well as its supervision and update. Also, the Council advises on the development of specific IVET 

courses. Since 1997 (Law 19/1997), the Autonomous Communities also participate in this body. Its plenary is 

composed by representatives from the central government and autonomous communities; as well as the unions 

and employers. Decisions are taken according to the majority rule, and the president is able to unblock a draw. 

Votes are distributed in a way that benefits the social partners: each governmental representative has right to 

one vote; whereas each social partner representative has right to two votes. In addition, the social partners hold 

a majority of seats. Even if the Council is one of the main organs of social partner participation in the 

governance of IVET, one witness (Interview trade union representative) remembers that some of the 

regulations in which the Council participates have already been designed by the government, leaving little 

margin of manoeuvre for the body’s influence.  

A second body responsible for the regulation of VET is the Educational Council (Spanish Educational 

Council website). According to the 1985 Organic Law on the right to Education (Ley Organica del Derecho a 

la Educación, LODE), the Council is a consultative body, responsible for advising the government on the 

general regulation of the educational system. The Council is consulted by the government in areas such as 

general rules of the educational system, national educational programmes, and minimal quality standards to be 

followed by the educational centres. The social partners participate within the Council together with other 

actors involved in education, such as students’ parents, teachers and territorial administrations. As a result, 

employer and union representatives occupy less than 10% of the plenary’s seats, suggesting limited social 

partner influence (Royal Decree 694/2007, Ministry of Education’s regulation 3669/2008). Decisions are taken 

by majority rule, except when a greater degree of consensus is required. 

Finally, the National Institute for Qualifications (Instituto Nacional de las Cualificaciones, INCUAL), set 

through the decrees 375/1999, 1326/2002, develops the qualifications that should serve as a reference for VET 

programmes (INCUAL website, Gómez Aguirre et al. 2001). The National Institute coordinates its tasks with 

the Autonomous Communities’ institutes in order to guarantee similar qualification standards across the 

territory. The social partners can influence the Institute through the General Council for Vocational Education 

and Training (INCUAL website). The foundation decrees (Decrees 375/1999 and 1326/2002) set a strong 

relationship between the INCUAL and the CFGP. The National Institute operates as the technical appendix of 

the later organisation, and the General Council’s Permanent Commission is responsible for the management of 

the Institute, supervising and approving its plans and budgets. More importantly, the Permanent Commission 

links the Institute’s technical work with the General Council’s VET programmes.  

These characteristics contrast with the way in which training regulations are enacted in the German 

political economy. In both countries the social partners are able to influence the general goals of VET, yet in 



                                                                     

    

 

Germany union and employer confederations have a stronger role in ensuring the standardisation of 

occupations (in the objectives, subjects and standards of training), and in developing specific training 

regulations. The German Federal Institute for Vocational Education and Training (Bundesinstitut für 

Berufsbildung, BIBB) operates as the forum where the social partners agree in determining training standards, 

under the supervision of the Federal government. For example, the social partners and the Länder decide on 

fundamental issues governing IVET; as well as the standardisation of training among occupations. They are 

more engaged, however, in developing specific regulations for qualifications through a multi-step procedure 

(Streeck et al. 1987: 12-15, 99-101). The basic standards of training regulations are negotiated between 

representatives of the BIBB, the Federal Ministry of Education and Science, the Länder Ministers of 

Education, and social partner (union and employer) representatives. Once they have been developed, the actors 

participate in the writing of a first draft of the training regulation, as well as in the nomination of staff for the 

development of the training regulation. Finally, if felt necessary they can be consulted again by the Federal 

Minister in charge of the training regulation, before its enactment as a decree (Streeck et al. 1987: 99-101). 

Contrary to Spain, social partner participation is not simply exerted in the development of national plans, or in 

the final review of the training regulation, once it has been elaborated. A multi-step procedure ensures that the 

social partners will influence the regulations governing each vocational programme at all stages in the process. 

Therefore, these differences in control and regulation point to Spain as a statist IVET regime (Homs 2009, 

Busemeyer and Trampusch 2012), providing a positive answer to the first hypothesis.  

The autonomous communities have constituted their own VET councils and Institutes for Qualifications 

(Gómez Aguirre et al. 2001). The former are consultation bodies, responsible for coordinating social agent 

participation in the planning of VET at the regional level. Most of them involve an equal representation of the 

regional administration, the unions and the employer confederations. However, exceptions could occur. For 

instance, the Catalan council includes the chambers of commerce, and the Catalan and Madrid councils include 

the participation of the municipalities (Gómez-Aguirre et al 2001: 55-103). The regional Institutes for 

Qualifications are responsible for adapting qualifications to the needs of the autonomous communities. Their 

work is usually linked to that of the regional Councils (Gómez-Aguirre et al 2001: 266-267), guaranteeing a 

minimal involvement of the social agents in the institute’s tasks. 

Contrary to other areas of VET governance, it is difficult to assess the extent of cross-country differences 

in social partner participation at the regional level. On the one hand, in Germany the Länder are responsible 

for the management of vocational schools, and the social partners are able to influence the regional 

implementation of regulations through the Land committees (Streeck et al. 1987: 17). On the other hand, 

regulations on workplace training; as well as on the linkage between school and workplace training are 

developed at the Federal level (Streeck et al. 1987: 12-15).  

However, differences can be found for the regional chambers of commerce. The Spanish chambers have 

counselled the central government in the design of VET, and have helped familiarising employers with 



                                                                     

     

 

workplace training (chambers of commerce website, link to tutor manuals). Nevertheless, their involvement in 

the participatory bodies is limited, the exception being in Catalonia, Galicia and Castilla y León (Gómez-

Aguirre et al 2001: 55-103; interview chamber of commerce representatives). Meanwhile, the German 

chambers are entrusted with more functions. At the regional level, they have some room for adapting federal 

training regulations to local circumstances, and are directly responsible for setting the standards to be followed 

in IVET examinations (that is, the tests IVET students have to pass in order to obtain their degree). Moreover, 

the vocational training committees organised by the German chambers facilitate social partner consultation in 

IVET regulations at the regional level (Streeck et al. 1987: 18).  

The school is the main venue of vocational training in Spain (Martín-Usurralde 2001, Mària 2003, Merino 

2005). In fact, it was not until the enactment of the General Organic Law on the Educational System (Ley 

Orgánica General del Sistema Educativo, LOGSE) in 1990 that school-employer involvement in the provision 

of education and training became firmly settled, by establishing the obligation to include a company workplace 

training course (Formación en Centros de Trabajo, FCT) in vocational programmes (Mària 2003). Currently, 

they consist on Intermediate Vocational Training (Ciclos Formativos de Grado Medio, CFGM) and Advanced 

Vocational Training (Ciclos Formativos de Grado Superior, GFGS)3. The duration of FCT covaries with the 

length of the CFGM programme. Some programmes last between 1,200 and 1,400 hours, from which 300-400 

are devoted to workplace training. Others take between 1,800 and 2,000 hours, from which 300-700 

correspond to workplace training (CEDEFOP 2009: 48-51). The CFGS last for 1,300-2,000 hours; and the 

FCT module lasts between 350 and 750 hours (CEDEFOP 2009: 57).  

As a result, Spanish IVET appears mostly as a school-based system, when compared to German dual 

vocational training. German dual programmes typically last for three years (Streeck et al. 1987: 95-98; Thelen 

and Busemeyer 2012: 82-84), and the firm assumes a dominant role in them: only one to two days a week are 

spent at the vocational school, while three to four days are spent at the firm (Pineda Herrero et al. 2009: 86). 

Besides this “quantitative” aspect of company participation in German IVET, “qualitative” differences point to 

a stronger employer involvement in Germany. The relationship between the student and the firm is understood 

as a training contract. In addition to a salary, this guarantees works councils’ involvement in multiple areas of 

the apprenticeship, such as the development of training regulations (Streeck et al. 1987: 18-20; 28, 32). In 

Spain, on the other hand, FCT workplace training agreements are conceived as school-employer accords. As a 

result, firms are not required to pay wages (Mària 2003; CEDEFOP 2011: 58), and unions are generally unable 

                                                            

 

3 Since the academic year 2007-2008, lower Initial Vocational Training courses (Programas de Cualificación Profesional 
Inicial, PCPI) have been introduced, covering 16 year old students who have not obtained the compulsory secondary 
school certificate; or 15 year old students who are at risk of dropping out from the school system. Due to the novelty of 
this programme, however, it will not be considered in the analysis. 



                                                                     

    

 

to acquire any further right than access to information. Also, the extent to which this right is fulfilled depends 

strongly on company size (interview trade union representative).  

Another difference in firm involvement lays on the role of company tutors in workplace training. In Spain, 

the FCT module entails an agreement between the school, the student and the employer, which regulates the 

training contents, and each part’s rights and duties. Also, the school and the firm agree in nominating a training 

tutor, who is responsible for supervising the student (CEDEFOP 2009: 50-51). Contrary to German 

apprenticeships, however, company tutors are not obliged to pass examinations certifying their educational and 

pedagogic competences (Pineda Herrero et al. 2009: 88; Streeck et al. 1987: 27-28). The chambers of commerce 

offered training courses designed to familiarise them with the pedagogic component of workplace training, but 

they were not compulsory (Cuatrecasas 1999). These courses have recently been replaced by on-line training 

actions (interview with Catalan chambers of commerce representatives).  

A last aspect is the role of the chambers of commerce. In order to support schools in the search for 

training sites, the Spanish chambers maintain databases of those firms cooperating in FCT workplace training 

(Martínez Usarralde 2001). The most salient examples are the Cicerón and BID (Integrated Database) online 

databases of Castilla y León and Catalonia. Both systems facilitate the introduction of new training firms and 

school-company agreements (Pineda Herrero et al. 2009: 242; Mària 2003; Catalan chambers of commerce 

website, school-firm programme; interview with Catalan chambers of commerce representatives). However, the 

Spanish chambers do not seem to take a proactive role in guaranteeing training quality standards. For example, 

the Catalan chambers do not have procedures for searching for company or school claims, aside from a general 

survey (interview with Catalan chambers of commerce representatives). Meanwhile, their German counterparts 

are not only responsible for maintaining databases of training firms, but they take an active approach in 

ensuring that companies fulfil training standards, managing trainee-firm conflicts, and deciding which training 

posts fulfil quality standards. Moreover, these organisations conduct regular examinations on trainers’ 

pedagogic skills (Streeck et al. 1987: 28, 31). 

Hence, the data suggests a more limited employer involvement in the provision of training sites in Spain. 

This confirms the findings obtained when reviewing the control and regulation of IVET, describing Spain as a 

statist skill regime (Homs 2009, Busemeyer and Trampusch 2012). 

The public sector finances most of initial vocational education and training in Spain. The Autonomous 

Communities are responsible for building and maintaining public vocational schools, as well as supporting 

private schools through financial agreements. The Spanish central administration also finances public schools 

and provides grants to low-income families as well as subsidies to private centres. Private individuals are only 

required to finance IVET for auxiliary expenses such as transportation costs, meals or school materials. 

Families may have to devote a larger share of their income if attending private vocational schools, even if 

public sector scholarships may alleviate part of the fees (CEDEFOP 2009: 93; CEDEFOP 2011: 86-87). 



                                                                     

     

 

Employer involvement in financing workplace training is residual. Under the FCT regime, firms can accept 

trainees free of charge (Mària 2003; CEDEFOP 2011: 58). In fact, the gratuity of workplace training has led to 

fear that firms will use trainees as a source of cheap labour (Mària 2003). However, paid apprenticeships can be 

included as workplace training, the salary depending on collectively agreed wages and the proportion of time 

spent in practical training. In any case, it is never below the minimum wage. The state subsidizes training 

contracts through deductions in employer social security contributions (CEDEFOP 2009: 53-54, 95; 

CEDEFOP 2011: 55-56, 87).  

The public sector is responsible for financing schools in Spain and Germany. However, firms remain in 

charge of workplace training in the later country (Streeck et al. 1987: 20-29). Workplace training is understood 

as a salaried relationship. Wages are settled in collective bargaining, and even if they tend to be generally lower 

than the salary of an unskilled worker, their value increases with the time spent in the firm, reflecting increases 

in productivity. Added to the comparatively longer time spent in company training, dual apprenticeships 

involve a higher financial involvement on the part of German firms (Pineda Herrero et al. 2009: 83-84; Streeck 

et al. 1987: 23). Secondly, the social partners push firms towards generalised involvement in apprenticeship. 

The chambers of commerce impose levies on their member firms in order to finance the creation of 

apprenticeship sites. In addition, employer associations, unions and chambers of commerce push individual 

firms towards the creation of new training places (Streeck et al. 1987: 20-29).  

Hence, the associations between the broader institutional framework and the institutions surrounding 

IVET, as expected in the first hypothesis, are confirmed. The social agents in Germany are able to push firms 

to provide training sites, guaranteeing that employers assume a larger share of the costs than in Spain. This 

comparison is especially stark if we take into account that Spanish employers are not obliged to provide any 

subsidy or salary to FCT trainees. Moreover, the data on the finance of Spanish IVET (CEDEFOP 2009, 2011) 

points to a limited role of the social partners in pushing firms towards collective solutions in the provision of 

training sites, contrary to what would be expected in collectivist skill regimes (Busemeyer and Trampusch 

2012). Training levies for the finance of initial vocational training do not seem to have been applied, and 

unpaid IVET apprenticeships leave workplace training out of collective bargaining.  

This chapter aimed at comparing the institutions managing IVET in the Spanish and German political 

economies, highlighting the existence of complementarities between the coordination problems observed in the 

Spanish institutional framework, and the statist character of the Spanish IVET regime (Busemeyer and 

Trampusch 2012). The analysis focused on three dimensions crucial to the system governance: its regulation 

and control, the provision of educational and training places, and their finance (Busemeyer and Trampusch 

2012; Streeck et al. 1987).  



                                                                     

    

 

Some complementarities appear between the coordination problems observed in the broader institutional 

framework (lack of articulation between collective bargaining levels, weakness in the coordinating capabilities 

of the social partners, segmentalist employment practices at the firm level) and the management of IVET in 

Spain, as expected in the first hypothesis. Social partner consultation concentrates in the general planning of 

vocational training policy. In addition, there does not seem to be any equivalent to the multi-step consultation 

procedures for training regulations applied in Germany. Secondly, the Spanish chambers of commerce have a 

more limited role in supervising the training firms. Thirdly, the school remains the main venue of vocational 

education and training in Spain; whereas German dual vocational training is mostly carried at the firm. In 

addition, Spanish works councils’ competences in workplace training lag below those of their German 

counterparts. Fourthly, Spanish employers’ financial involvement is residual, since FCT training does not 

require paying wages to trainees. Meanwhile, German dual apprenticeships entail a paid employment 

relationship. Also, the social partners’ have constantly pushed firms to offer an increasing number of 

apprenticeships in Germany. 

 



                                                                     

     

 

This chapter aims at providing a preliminary answer to research questions B, C, D and E. That is, it will 

assess whether, under the institutional conditions of the Spanish political economy, small firms are less 

supportive to IVET than their larger counterparts; and whether these differences depend (partly or totally) on 

the propensity of firms to opt for long-term planning in human resource policies (Estévez-Abe et al. 2001: 147-

162; Mares 2001; Mària 2003); and to rely on temporary employment (Caroli et al. 2010; Estévez-Abe et al. 

2001: 147-162; Mares 2001; Streeck 1991). Finally, I try to assess whether companies in home-oriented sectors 

are less supportive to IVET, compared to their export-oriented counterparts (Streeck 1989, 1991, 2011). 

Accordingly, the second, third, fourth and fifth hypothesis are tested. The chapter is organised as follows. 

Firstly, I present the data, research methods and variables. Secondly, I present and discuss the results of the 

quantitative analysis. A final section concludes. 

For the quantitative tests, I use the Survey on Continuous Vocational Training (SCVT), developed in 2005. 

The SCVT is a country-wide survey containing information on a sample of 21,000 firms hiring five or more 

employees. It includes data on firm size, sector, cooperation in CVET; and more importantly, information on 

whether firms cooperate in IVET workplace training or other programmes involving initial workplace training. 

The inclusion of forms of initial workplace training other than FCT poses a limitation on the survey’s accuracy. 

Nevertheless, any finding regarding the hypotheses should be similar regardless of the form of initial workplace 

training, because in the absence of institutional constraints company behaviour in hosting trainees should 

depend on firm’s structural characteristics. 

In order to test the hypotheses, I follow a four-step approach. Firstly, I estimate a set of logistic regression 

models of the likelihood of hosting students in workplace training, using indicators on firm size, firms’ 

continuous training policies and export/home-oriented sectoral orientation as independent variables. 

Continuous training indicators are used to capture differences between short and long-term personnel policies. 

Secondly, I estimate a set of logistic regression models including temporary employment effects. This is done 

because of considerable reductions in sample size, once the missing values for the temporary employment 

indicator are eliminated. Thirdly, I estimate a set of Generalised Linear Models (GLM) including the same 

variables as the first model, in order to capture their impact on the number of trainees hosted in the firm, as a 

percentage of the company employees. Finally, the same set of models is estimated once more, yet also 

including temporary employment effects.  

The sample size is reduced to 16,973 cases after eliminating outliers and missing values in any of the 

relevant variables, except for the temporary employment indicator. Also, the total sample varies substantially 

depending on the number of cases eliminated in the post-estimation tests, and on the inclusion of the 



                                                                     

    

 

temporary employment indicator (first model: N=16,928; second model: N=6,684; third model: N=15,480; 

fourth model: N=6,060). Models are calculated with robust standard errors, limiting heteroskedasticity effects. 

The following variables are employed: 

1) Dependent variables: a dichotomous variable, indicating whether the firm hosts initial workplace training 

sites or not operates as the first dependent variable. In order to provide a further test for the hypotheses a 

second dependent variable is included, measuring the number of trainees hosted by the firm, calculated as a 

ratio of the total number of employees, and multiplied by 100. Hence, a ratio of 50 would indicate that the 

number of trainees hosted equals half of the total workforce employed in the company, and a ratio of 100 

would indicate that the firm hosts as many trainees as employees.  Descriptive statistics are reported in the 

table 1. 

 

 

2) Independent variables: the first set of independent variables is aimed at testing for firm size effects, and 

hence for the second hypothesis. A continuous company size indicator is divided in five binomial categories, in 

order to capture non-linear associations (table 2). Each category corresponds to a quartile of the original 

distribution, except for the last two: they are generated in order to highlight differences between large and very 

large firms. This is especially important, given the relative abundance of small firms in Spain (OECD 2011). 

Very small firms (from 5 to 7 employees) represent the reference category.  

 

Another descriptive table compares the relative propensity of small and large firms to engage in workplace 

training in Spain and Germany (table 3). Nevertheless, some points have to be noted. The type of categories 

employed here is different from the one used in the rest of the quantitative analysis, in order to facilitate 

comparisons with the German data. In addition, the total participation rate for Germany does not correspond 

Table 1: Descriptive statistics, dependent variables

Dichotomous variable

Percentage 

(company hosts 

training sites)

Percentage 

(company does 

not host training 

sites)

Number of cases 

(company hosts 

training sites)

Number of cases 

(company does 

not host training 

sites)

Number of cases

Whether the firm hosts trainees in initial workplace training 16.08 83.92 2,729 14,244 16,973

Continuous variables Mean Standard deviation Minimal value Maximal value Number of cases

Ratio of students in inital workplace training, over total number of 

employees
2.36 8.79 0 100 16,973

Ratio of students in inital workplace training, over total number of 

employees (cases hosting at least one trainee)
14.66 17.35 .06 100 2,729

Table 2: Descriptive statistics, independent variables related with firm size

Variables Percentage Absolute values

Very small firms (1st quartile: from 5 to 7 workers) 24.38 4,138

Small firms (2nd quartile: from 8 to 13 workers) 25.68 4,358

Mid-sized firms (3rd quartile: from 14 to 51 workers) 24.94 4,233

Large firms (from 4th quartile to 90th percentile: from 52 to 373 workers) 14.96 2,539

Very large firms (from 374 workers onwards) 10.05 1,705

Total 100 16,973



                                                                     

     

 

to the aggregate of the company size categories, because it includes firms with less than five employees. These 

are excluded from the comparison because they are not available in the Spanish sample. Finally, comparisons 

are not entirely reliable, due to the inclusion of initial workplace training stages other than the FCT module in 

the Spanish survey. However, cross-country differentials in participation rates would probably be stronger if 

only companies hosting IVET trainees were taken into account.  

 

Overall, the odds that a Spanish firm offers training sites are 60.44% those of a German counterpart. 

Beyond this, descriptive statistics do not suggest that the relevance of firm size effects is smaller in Germany. 

For example, the odds that firms within the smallest size category (5-9 workers) host trainees in Spain are 

0.1504 times of those of a German firm, whilst the odds that a firm in the largest size category (from 250 

workers onwards) does so in Spain are 0.1002 times those of a German firm. Of course, this is descriptive data, 

and more sophisticated tests should be conducted if the information was available. Nevertheless, German-

Spanish differences in participation rates do not support the second hypothesis. 

The second set of explanatory variables aims at capturing the impact of firms’ propensity to frame 

personnel needs on a short/long-term basis. Hence, these indicators should provide a test for the fourth 

hypothesis, assessing whether the impact of firm size differentials can be explained by the time frame of 

company staff needs. However, these effects can only be captured through a set of indicators focused on 

continuous training policy. Admittedly, employing these indicators poses an endogeneity problem, since 

company involvement in IVET could be incentivised by continuous training policy, and vice versa. In order to 

tackle this problem, it would be necessary to track company behaviour over time, yet this is beyond the scope 

of this paper. Hence, the results should be interpreted with care. Two groups of proxies are applied.  

Firstly, exploratory factor analyses were carried out for 9 training policy indicators; and 7 indicators on 

works councils and their influence on training policy. The aim was to group these indicators so that collinearity 

problems could be prevented. The analyses suggested the existence of two latent variables. The first contained 

strongly positive loadings for the training policy indicators. The second also contained positive loadings for 

those indicators associated to works’ council involvement in training policy. Plotting loadings and using 

Cronbach alpha tests for inter-item correlation (0.9186 for the items on training policy; 0.8527 for the ones on 

works’ council participation on training policy) also confirmed the previous findings. Descriptive statistics are 

provided below (table 4), both for the original indicators and for the factor variables. 

Company size Percentage (Spain)
Percentage 

(Germany)

Odds Ratio Spain 

/ Germany

From 5 to 9 workers 7.8 36.0 0.1504

From 10 to 49 workers 12.3 48.0 0.1519

From 50 to 249 workers 24.4 69.0 0.1450

From 250 workers onwards 39.1 86.5 0.1002

Total 16.1 24.1 0.6044

Table 3: Descriptive statistics, percentage of training firms. Comparison between Germany and Spain (2005)

Data sources: Spanish Survey on Continuous Vocational Training (SCVT) 2005; BIBB data on percentage of training firms 

(http://www.bibb.de/dokumente/pdf/ausbildungsbetriebsquote_d_1999-2010.pdf)



                                                                     

    

 

 

Secondly, in order to capture the impact of informal, on-the-job training, a dichotomous variable is 

introduced, assessing whether on-the-job training is carried in the firm. Also, a continuous variable is included 

(percentage of workers affected by on-the-job training actions), as well as its squared term, in order to capture 

non-linear effects. Despite their informality, these actions should be included as part of firms’ human resource 

policies, since informal training works as an upskilling mechanism in Internal Labour Markets (Doeringer and 

Piore 1985; Piore 1979, 1983). Descriptive statistics are reported below (table 5).  

 

 

Preliminary tests were conducted, introducing one, two or all the training policy variables in the model, in 

order to balance the effects of collinearity and model fit. Since the best model fit was achieved after including 

all the indicators without major collinearity problems, all training policy variables were added to the regression 

model. 

The third set of independent variables concerns the indicators employed to assess whether the use of 

temporary employment could be associated to company size differentials in the propensity to engage in initial 

workplace training, testing the third hypothesis. A dichotomous indicator measures whether the firm hosts 

temporary employees. Admittedly, this represents a strong limitation in the analysis, since a continuous 

indicator would provide a more fine-grained analysis. Descriptive statistics are provided below (table 6).  

Dichotomous variables
Percentage 

(positive values)

Number of cases 

(positive values)

Percentage 

(negative values)

Number of cases 

(negative values)
Total

Training center 11.70 1,985 88.30 14,988 16,973

Training staff 27.15 4,609 72.85 12,364 16,973

External training advisors 30.46 5,170 69.54 11,803 16,973

Evaluation of future training needs 32.30 5,483 67.70 11,490 16,973

Interviews to evaluate future training needs 32.03 5,436 67.97 11,537 16,973

Training plan 21.23 3,603 78.77 13,370 16,973

Training budget 16.74 2,842 83.26 14,131 16,973

Internal continuous training 21.43 3,638 78.57 13,335 16,973

External continuous training 34.92 5,927 65.08 11,046 16,973

Existence of a works council 22.10 3,751 77.90 13,222 16,973

Works council participates in the definition of training targets 10.23 1,736 89.77 15,237 16,973

Works council participates in selection of training candidates 7.02 1,192 92.98 15,781 16,973

Works council participates in defining training contents 7.89 1,339 92.11 15,634 16,973

Works council participates in defining training budgets 1.87 318 98.13 16,655 16,973

Works council participates in selecting external training providers 2.07 351 97.93 16,622 16,973

Works council participates in training result evaluation 5.26 892 94.74 16,081 16,973

Continuous variables Mean Standard deviation Minimal value Maximal value Total

Factor variable: training policy indicators .02 .95 -1.38 2.07 16,973

Factor variable: works councils' participation in training .004 .92 -1.004 4.21 16,973

Table 4: Descriptive statistics, independent variables. Indicators for training policy and factor variables

Dichotomous variables
Percentage 

(positive values)

Number of cases 

(positive values)

Percentage 

(negative values)

Number of cases 

(negative values)
Total

Existence of on the job training 27.47 4,663 72.53 12,310 16,973

Continuous variables Mean Standard deviation Minimal value Maximal value Total

Percentage of workers affected by on the job training 11.39 25.31 0 100 16,973

Percentage of workers affected by on the job training (squared) 770.18 2,212.92 0 10,000 16,973

Table 5: Descriptive statistics, independent variables. Indicators for on the job training



                                                                     

     

 

 

Fourthly, two dichotomous variables test the fifth hypothesis. The dataset’s typologies were merged into 

two categories, export and non export-oriented firms (table 7). The former includes the sectors of extractive 

activities, food and tobacco, textile and leather, paper, printing and graphic industries; cork, furniture and 

recycling, petrochemical, machine tools and automotive industries. All the other sectors were classified as non-

export oriented (energy and water, small distribution; distribution, vehicles, large distribution, construction, 

hostels and hotels, transport services, mailing and telecommunications, financial activities; rental housing, 

business services and other services).  

 

The data from a report developed by Hernández-Gascón et al. (2005) was used to assess the percentage of 

exports assigned to industrial sectors, and to cluster them within a similar typology. Nevertheless, the 

information provided in the report did not allow assessing to what extent are service sectors open to global 

competition. Instead, it was assumed that service sectors would be sheltered to a greater extent from global 

trade.  

3) Control variables: the multivariate analyses include controls for skill level. The empirical literature indicates 

that most company-provided training focuses on highly qualified employees (Lynch 1994, Hansson 2007, 

Whether the firm hosts any temporary employee
Percentage 

(positive values)

Number of cases 

(positive values)

Percentage 

(negative values)

Number of cases 

(negative values)
Total

77.21 5,161 22.79 1,523 6,684 

Table 6: Descriptive statistics. Cross-tabulation between whether the firm hires temporary employees and participation in initial workplace training (dichotomous)

Dichotomous variables (separate sectors) Percentage Number of cases

Extractive activities 2.01 342

Food and tobacco industries 4.11 697

Textile and leather industries 4.48 761

Paper, printing and graphic industries 2.86 486

Petrochemicals and related activities 4.58 778

Metal 4.67 792

Machine tools 3.31 561

Automotive and transport industries 2.19 371

Wood and cork industries, furniture, recycling 3.79 643

Energy and water 1.27 215

Small distribution 7.79 1,322

Distribution, vehicles 3.25 552

Large distribution 8.46 1,436

Construction 14.44 2,451

Hostels and hotels 7.66 1,300

Transport services 5.21 885

Mailing and telecommunications 1.90 323

Financial activities 2.55 433

Rental housing, business services and other activities 15.47 2,625

Total 16,973

Dichotomous variables (joint sectors)

Export-oriented sectors 29.98 5,089

Non export-oriented sectors 70.02 11,884

Total 16,973

Table 7: Descriptive statistics, independent variables. Company sectoral orientation towards exports



                                                                     

    

 

O’Connell and Byrne 2010); and Spain is not exceptional in this regard (Martín-Artiles 1999: 88-98; QUIT 

2000). Extending the argument to this research, it could also be that companies with a greater proportion of 

highly-qualified employees engage to a greater degree in IVET, given that they would be interested in hosting a 

highly skilled workforce that can be easily retrained (Streeck 1989, 1991, 2011). I employ a continuous variable 

on the percentage of low qualified and qualified employees over the total company workforce. Despite its 

simplicity, it should be a good proxy for capturing skill differences between firms, since the survey asks 

companies for their respective numbers of administrative, technical and managerial staff, as well as low 

qualified and qualified employees. Companies with larger proportions of unqualified and qualified workers are 

expected to focus on lower-skill activities. Descriptive statistics are provided below (table 8).  

 

Models are estimated in four or five steps, so that each hypothesis can be tested separately. First, firm size 

indicators are introduced in order to test the second hypothesis. In the second and third steps, variables 

capturing the effect of continuous training policies and temporary employment are added. If the association 

between firm size and the dependent variable weakens in these steps, this would indicate that the effect of firm 

size can be explained (partly) by larger firms’ propensity to frame personnel needs on a long-term basis and by 

large firms’ lower use of permanent employment. Hence, evidence in favour of the third and fourth hypotheses 

would be provided. In a fourth step, effects for sectoral orientation are introduced, testing the fifth hypothesis. 

Finally, a control variable is added, in order to control for the impact of skill differentials (Lynch 1994, 

Hansson 2007, O’Connell and Byrne 2010; Streeck 1989, 1991, 2011). For those models not estimating 

temporary employment effects, the number of steps is reduced to four. Unless indicated otherwise, results are 

discussed for full models. Estimates are reported as odds ratios.  

Estimates for the first set of models (table 9) do not disappoint the expectations raised in the second 

hypothesis, while offering interesting insights supporting the fourth and fifth hypotheses. Results suggest a 

positive association between the number of employees in the firm, and the propensity to host at least one initial 

workplace training slot. Moreover, even after the introduction of effects for training policy, sectoral orientation, 

and the proportion of unqualified and qualified workers, associations between company size and the dependent 

variable remain significant below the 1% threshold. The final model is obersved to have a good fit (Pseudo R-

Mean
Standard 

deviation
Minimal value Maximal value

Number of 

cases

Percentage of low qualified and qualified workers 53.86 37.68 0 100 16,973

Percentage of administrative staff 24.11 30.06 0 100 16,973

Percentage of technical staff 12.29 21.46 0 100 16,973

Percentage of managerial staff 8.93 14.76 0 100 16,973

Table 8: Descriptive statistics, control variables. Percentage of company employees, by qualification level



                                                                     

     

 

Square=0.1785). All associations remain significant below the 1% threshold. Holding the other variables 

constant, results for the final model suggest that companies hiring from 8 to 13 employees have 1.3042 higher 

odds of holding initial workplace training sites than the reference category. Meanwhile, the odds of a similar 

outcome for very large firms are 2.5948 times those of very small firms.  

A second finding concerns training policy indicators. After their introduction, company size differentials 

have a smaller effect on the dependent variable, as expected in the fourth hypothesis. Holding other factors 

constant, the odds of hosting initial workplace training sites in the first model are 5.63 times greater for large 

firms than for very small firms. Nevertheless, the difference in odds is cut by more than half, once training 

policy indicators are entered into the model (table 9: model 2). Concerning the effects of the estimates per se, 

these suggest a positive association between the factor variables and the dependent variable. The impact of on 

the job training is also noticeable, both in the dichotomous and continuous indicators. Nevertheless, quadratic 

effects are not large enough to alter the positive impact of the linear indicator for on the job training. Finally, 

effects for sectoral characteristics follow the direction expected in the fifth hypothesis. The odds of holding 

initial workplace training sites are 1.43 times as large as those of firms in domestic-oriented sectors. Effects for 

the control variable suggest that larger proportions of low qualified and qualified workers decrease the 

likelihood that the firm will support initial workplace training. 

 

Results for the second set of regression models (table 10) support the second, fourth and fifth hypotheses, 

yet unexpected associations are also found. After the introduction of continuous training policy indicators, 

small and medium sized companies no longer have greater odds of hosting initial workplace training sites. Only 

differences between the reference category and the larger firms remain significant, below the 1% threshold. 

These differences are robust to the introduction of effects for training policy, temporary employment, sector 

and company skill level. Hence, partial evidence can be found in favour of the second hypothesis. Second, the 

continuous indicator on “on the job training” looses significance. Nevertheless, the rest of the training policy 

Table 9: Binomial logistic regression, firm participation in initial workplace training (estimates reported in odds)

Model 1 Model 2 Model 3 Model 4

Small firms (2nd quartile: from 8 to 13 workers) 1.4572*** 1.2878*** 1.2820*** 1.3042***

Mid sized firms (3rd quartile: from 14 to 51 workers) 2.1569*** 1.4280*** 1.4134*** 1.4985***

Large firms (from 4th quartile to 90th percentile: from 52 to 373 workers) 5.6304*** 2.0124*** 1.9858*** 2.1409***

Very large firms (from 374 workers onwards) 9.4724*** 2.4454*** 2.4660*** 2.5948***

Factor variable: training policy indicators 1.9414*** 1.9412*** 1.8776***

Factor variable: works councils' participation in training 1.1474*** 1.1401*** 1.1506***

Firm develops on the job training 1.8678*** 1.8420*** 1.8912***

Percentage of workers in on the job training, over total workforce 1.0127*** 1.0127*** 1.0111***

Percentage of workers in on the job training (squared term), over total workforce 0.9998*** 0.9998*** 0.9998***

Export-oriented sectors 1.2781*** 1.4284***

Percentage of low qualified and qualified workers, over total workforce 0.9940***

Intercept 0.0730*** 0.0776*** 0.0724*** 0.0916***

Number of observations 16,928 16,928 16,928 16,928

Wald chi2 1314.52 2359.94 2373.18 2399.58

Prob > chi2 0.0000 0.0000 0.0000 0.0000

Pseudo R2 0.0914 0.1714 0.1730 0.1785

Log pseudolikelihood -6763.5203 -6167.8579 -6155.5116 -6114.8264

Significance: * p<0.1; ** p<0.5; *** p<0.01



                                                                     

    

 

indicators remain positively associated with the dependent variable (effects significant below the 1% threshold) 

and their introduction weakens the associations between firm size and the dependent variable, as expected in 

the fourth hypothesis. Third, estimates for temporary employment point in a direction completely reverse to 

that for the third hypothesis, suggesting a positive association with the dependent variable. More importantly, 

introducing this variable does not seem to reduce firm size effects. Therefore, the third hypothesis can be 

rejected at this stage of the analysis. Finally, the lower fit of the second set of models (Pseudo R-Square final 

model: 0.0611) suggests that caution is necessary, when interpreting regression results after the introduction of 

temporary employment. 

 

In order to introduce a stronger test for the hypotheses, two sets of Generalised Linear Models (GLM’s) 

are estimated, setting as dependent variable the ratio of students in initial workplace training to the total 

number of company employees. The model is devised with a logarithmic link function in order to take into 

account the non-normal distribution of the dependent variable. GLM’s are preferred over other regression 

models with continuous dependent variables (OLS) since they do not require transforming the dependent 

variable, in order to normalise its distribution. Transforming the response variable into its logarithmical form 

would have eliminated all those cases with values equal to 0 in the dependent variable, reducing the analysis to 

2,729 companies. Models are entered in the same way as the logistic regressions reported above (tables 9 and 

10). Because of the logarithmical link function, estimates are reported as effects on the logarithm of the 

dependent variable, and they are exponentiated when discussed. 

Similarly to the logistic regressions, results for the first set of GLM’s (table 11) support the second, fourth 

and fifth hypotheses. Except for the dichotomous indicators on whether the firm develops on the job training 

activities and sectoral orientation towards exports, all associations are significant below the 1% threshold in the 

Model 1 Model 2 Model 3 Model 4 Model 5 

Small firms (2nd quartile: from 8 to 13 workers) 1.2282* 1.1448 1.0944 1.0897 1.1056

Mid sized firms (3rd quartile: from 14 to 51 workers) 1.4494*** 1.2361* 1.1368 1.1143 1.1784

Large firms (from 4th quartile to 90th percentile: from 52 to 373 workers) 2.3050*** 1.7219*** 1.5022*** 1.4603*** 1.5581***

Very large firms (from 374 workers onwards) 3.2619*** 2.3008*** 1.9963*** 1.9992*** 2.0697***

Factor variable: training policy indicators 1.2743*** 1.2565*** 1.2423*** 1.2229***

Factor variable: works councils' participation in training 1.0545** 1.0535** 1.0433* 1.0589***

Firm develops on the job training 1.6295*** 1.6106*** 1.5764*** 1.6347***

Percentage of workers in on the job training, over total workforce 1.0081* 1.0086** 1.0085** 1.0067

Percentage of workers in on the job training (squared term), over total workforce 0.9999*** 0.9999*** 0.9999*** 0.9999***

Firm hosts at least one temporary employee 1.5241*** 1.5181*** 1.5934***

Export-oriented sectors 1.3668*** 1.5436***

Percentage of low qualified and qualified workers, over total workforce 0.9935***

Intercept 0.2470*** 0.1786*** 0.1435*** 0.1356*** 0.1646***

Number of observations 6684 6684 6684 6684 6684

Wald chi2 229.59 347.03 363.96 386.82 440.54

Prob > chi2 0.0000 0.0000 0.0000 0.0000 0.0000

Pseudo R2 0.0283 0.0460 0.0500 0.0534 0.0611

Log pseudolikelihood -4072.2432 -3998.2693 -3981.3272 -3967.2264 -3934.8608

Significance: * p<0.1; ** p<0.5; *** p<0.01

Table 10: Binomial logistic regression, firm participation in initial workplace training, with indicator for temporary employment (estimates reported in odds)



                                                                     

     

 

final model. The fit statistics suggest that introducing continuous training and company skill level variables lead 

towards improvements in model fit.  

 

Concerning firm size effects, introducing continuous training indicators leads to an interesting reversal in 

the association. The ratio of trainees over employees hosted by very large firms is observed to be 2.26 times 

greater than the one for their small counterparts in the first model (table 11, model 1). However, very large 

firms are estimated to host a ratio of trainees 0.58 times smaller4 than the one observed for small firms, once 

continuous training policy indicators have been entered (table 11, model 2). These results suggest that large 

firms are inclined to develop a stronger cooperation in initial workplace training than their smaller 

counterparts; yet this participation could be explained by the use of continuous training policies in larger 

companies, as expected in the fourth hypothesis. Secondly, those firms belonging to export-oriented sectors are 

estimated to show a greater propensity for hosting larger proportions of students in initial workplace training, 

as expected in the fifth hypothesis. Nevertheless, the lack of significance for this estimate in its introduction, 

and its low significance in the final model (only below the 10% threshold) suggests that results should be 

interpreted with caution. Finally, the slope for the control variable points to a direction similar to the one 

                                                            

 

4 In order to compare the ratios of trainees hosted by very large firms with those of small firms, the following formulas 
were calculated:  

For model 1: [exp(2.9729)/exp(2,1588)]=2.26   

For model 2: [exp(1,1434)/exp(1,6802)]=0.58 

Model 1 Model 2 Model 3 Model 4

Small firms (2nd quartile: from 8 to 13 workers) 2.1588*** 1.6802*** 1.6809*** 1.5963***

Mid sized firms (3rd quartile: from 14 to 51 workers) 2.4297*** 1.5890*** 1.5899*** 1.5542***

Large firms (from 4th quartile to 90th percentile: from 52 to 373 workers) 2.8367*** 1.2785*** 1.2795*** 1.2826***

Very large firms (from 374 workers onwards) 2.9729*** 1.1434*** 1.1450*** 1.1157***

Factor variable: training policy indicators 0.6997*** 0.6991*** 0.6710***

Factor variable: works councils' participation in training 0.0833*** 0.0829*** 0.1006***

Firm develops on the job training 0.2874** 0.2875** 0.2727**

Percentage of workers in on the job training, over total workforce 0.0304*** 0.0303*** 0.0292***

Percentage of workers in on the job training (squared term), over total workforce -0.0004*** -0.0004*** -0.0003***

Export-oriented sectors 0.0067 0.1458*

Percentage of low qualified and qualified workers, over total workforce -0.0069***

Intercept -3.0140*** -2.5394*** -2.5417*** -2.1880***

Number of observations 15480 15480 15480 15480

Residual degrees of freedom 15475 15470 15469 15468

Scale parameter 3.4305 3.2245 3.2247 3.1957

Deviance 53086.3523 49882.7958 49882.7155 49431.5163

Log pseudolikelihood -31503.7201 -31021.9538 -31021.9414 -30951.6129

Akaike Information Criterion (AIC) 4.0709 4.0093 4.0094 4.0005

Bayesian Information Criterion (BIC) -96205.68 -99361 -99351.43 -99792.98

Significance: * p<0.1; ** p<0.05; *** p<0.01

Table 11: Generalised linear model on involvement in initial workplace training (proportion of trainees over total workforce). Gaussian probability 

distribution, log link function. Robust standard errors



                                                                     

    

 

observed in the logistic regressions. Per each unit increase in the percentage of low qualified and qualified 

workers, the ratio of trainees vis a vis employees is estimated to decrease by 1%, holding other effects constant 

(1-exp(-0.01)=1-0.99=0.01).  

The last set of Generalised Linear Models (table 12) shows a similar picture, even if the statistical 

significance of the estimates decreases compared to the first set of GLM’s (table 11). Also, contrary to the first 

set of GLM’s, estimates for the first model (table 12) suggest a curvilinear association between company size 

and the dependent variable. The number of trainees as a ratio of the employees is estimated to be 3.81 times 

higher for small firms than for the reference category, holding other factors constant. Such difference decreases 

slightly for large and very large firms, whose ratio is estimated to be 3.27 times higher than that of very small 

companies. Hence, the associations observed in the first model do not clearly support the second hypothesis. 

Nevertheless, differences in result could also arise because the sample is limited to those cases reporting valid 

values in the temporary employment indicator (6,060). At this stage in model building, all effects are significant 

below the 1% threshold. 

Second, the introduction of training policy indicators leads to smaller slopes and a loss of statistical 

significance in the company size variables. Moreover, after the inclusion of the training policy indicators the 

association between company size and the response variable clearly becomes negative, suggesting that larger 

firms’ trainee ratio is explained by the development of continuous training policies. However, some of the 

training policy indicators show low to null statistical significance. The factor variable for works council 

participation in training is not statistically significant, while the indicator on the proportion of employees in on 

the job training shows a rather low significance, once all variables have been entered in the model (below the 

10% threshold). Estimates for continuous training policy are estimated to be positively associated to the 

dependent variable, except for the squared term for the proportion of employees in on the job training.  

 



                                                                     

     

 

 

Third, the introduction of temporary employment indicators leads to a further decrease in the association 

between company size and the dependent variable. Nevertheless, this diminution does not support the third 

hypothesis. Instead, adding a dichotomous indicator for temporary employment leads to a loss of significance 

in the association between the dependent variable and the indicators for large and very large company size, 

suggesting that large firms’ propensity to cooperate in initial workplace training can be explained by their use of 

temporary employment. In addition, those firms hosting at least one fixed-term employee are estimated to host 

a number of trainees relative to employees 2.1 times higher than that for those which do not do so (effect 

significant below the 1% threshold). This is at odds with the theoretical framework, which expects a 

complementarity between small firm size, the use of temporary employment, low-cost and short-term 

employment strategies, and lack of involvement in IVET (Caroli et al. 2010; Estévez-Abe et al. 2001: 147-162; 

Mares 2001, Streeck 1989, 1991, 2011). 

Fourth, companies in export-oriented sectors are estimated to show higher values in the dependent 

variable. Nevertheless, the limited significance of this association (below the 10% threshold) entails some 

caution in the interpretation of results.  

In conclusion, the last set of models provides only partial support for the second, fourth and fifth 

hypotheses; while the third hypothesis is rejected. The first model suggests a curvilinear association between 

company size and the dependent variable. Because of this, only partial evidence is found in favour of the 

second and fourth hypotheses: larger firms’ propensity to cooperate in IVET seems to be explained by their 

propensity to develop long-term personnel policies (Mària 2003), but large firms appear to be less involved 

than their small and mid-sized counterparts. Meanwhile, temporary employment does not seem to operate as a 

factor impairing small firm involvement in initial workplace training, as expected in the third hypothesis. 

Model 1 Model 2 Model 3 Model 4 Model 5

Small firms (2nd quartile: from 8 to 13 workers) 1.2840*** 0.9402*** 0.7077** 0.7065** 0.5870*

Mid sized firms (3rd quartile: from 14 to 51 workers) 1.3381*** 0.9287*** 0.6750** 0.6747** 0.6336**

Large firms (from 4th quartile to 90th percentile: from 52 to 373 workers) 1.1836*** 0.6583** 0.3153 0.3149 0.2893

Very large firms (from 374 workers onwards) 1.1854*** 0.6064** 0.2398 0.2385 0.1883

Factor variable: training policy indicators 0.2423*** 0.2499*** 0.2506*** 0.2302***

Factor variable: works councils' participation in training -0.0030 -0.0029 -0.0024 0.0067

Firm develops on the job training 0.3742*** 0.3494*** 0.3498*** 0.3391***

Percentage of workers in on the job training, over total workforce 0.0085** 0.0102*** 0.0102** 0.0078*

Percentage of workers in on the job training (squared term), over total workforce -0.0002*** -0.0002*** -0.0002*** -0.0001***

Firm hosts at least one temporary employee 0.6747*** 0.6755*** 0.7408***

Export-oriented sectors -0.0086 0.1323*

Percentage of low qualified and qualified workers, over total workforce -0.0072***

Intercept -0.7917*** -0.7878*** -1.0740*** -1.0726*** -0.7521***

Number of observations 6060 6060 6060 6060 6060

Residual degrees of freedom 6055 6050 6049 6048 6047

Scale parameter 12.7462 12.5546 12.4432 12.4452 12.2917

Deviance 77177.9163 75955.3871 75268.7324 75268.4887 74327.6555

Log pseudolikelihood  -16308.3103 -16259.9297  -16232.4132 -16232.4034 -16194.2906

Akaike Information Criteria (AIC) 5.3839 5.3696 5.3609 5.3612 5.3489

Bayesian Information Criteria (BIC) 24442.11 23263.12 22585.18 22593.64 21661.52

Significance: * p<0.1; ** p<0.05; *** p<0.01

Table 12: Generalised linear model on involvement in initial workplace training (proportion of trainees over total workforce), including temporary employment effects 

Gaussian probability distribution, log link function.



                                                                     

    

 

According to model estimates, large firms’ propensity to cooperate in initial workplace training can be 

explained by the use of temporary employment. Finally, export-oriented firms are estimated to develop 

stronger involvement in IVET (Streeck 1989, 1991, 2011), yet the low statistical significance of this association 

requires a cautious interpretation. The fit indicators suggest an improvement in model fit at each step of model 

building, except when effects for sectoral orientation are added.  

This chapter aimed to provide an initial test of the second, third, fourth and fifth hypotheses, employing a 

sample of the Survey on Continuous Vocational Training (SCVT), developed by the Ministry of Employment 

and Social Security in 2005.  

First, the results from logistic regressions support the second, fourth and fifth hypotheses, while rejecting 

the third. A positive association was observed between firm size and the propensity to host students in initial 

workplace training, suggesting that large firms’ resources and internal labour markets facilitate stronger 

involvement on initial workplace training (Doeringer and Piore 1985, Estévez-Abe et al. 2001: 147-162; Mares 

2001, Piore 1979, 1983). Also, a partial loss of strength in the association between firm size and the dependent 

variable is observed once continuous training indicators are added to the model, suggesting that differences in 

company support to initial workplace training (and possibly IVET) are explained by larger companies’ 

propensity to conceive personnel policies such as continuous training on a long-term basis (Mària 2003). The 

fifth hypothesis is also confirmed, suggesting a stronger interest in FCT workplace training on the part of 

export-oriented companies (Streeck 1989, 1991, 2011). On the other hand, logistic regressions pointed towards 

a positive association between the use of temporary employment and the dependent variable, rejecting the third 

hypothesis.  

Second, findings from the Generalised Linear Models support the second, fourth and fifth hypotheses, and 

reject the third hypothesis. Estimates for the first GLM suggest a positive association between company size 

and the propensity to host larger numbers of trainees, relative to the employees (Doeringer and Piore 1985, 

Estévez-Abe et al. 2001: 147-162; Mares 2001, Piore 1979, 1983). This association reverses once continuous 

training indicators are entered, suggesting that large companies’ propensity to develop training policies and 

personnel plans explains their participation in IVET (Mària 2003). On the other hand, evidence in favour of 

the second and fourth hypotheses is only partial because the second set of GLM’s points towards a curvilinear 

association, in which the largest ratios of trainees are estimated for mid-sized firms. In addition, the models 

suggest that large companies are more involved in IVET workplace training because of their use of temporary 

employment, thereby not supporting the view that small firms’ lesser involvement in IVET can be explained by 

fixed-term employment (Bentolila et al. 2008; Caroli et al. 2010; Estévez-Abe et al. 2001: 147-162; Mares 2001, 

Polavieja 2003, 2005, 2006; Streeck 1989, 1991, 2011). Finally, sectoral orientation towards exports facilitates 



                                                                     

     

 

involvement in initial workplace training (Streeck 1989, 1991, 2011), yet the weak statistical significance of this 

association requires caution in validating the fifth hypothesis. 

In sum, the quantitative analysis suggests that large firms show more involvement in IVET workplace 

training, and that such participation can be explained by their interest in developing personnel policies such as 

continuous training plans. However, it rejects the view that small firms are less inclined to support IVET 

because of their more intense use of temporary employment. Finally, it suggests that export-oriented 

companies support IVET workplace training to a greater extent than home-oriented firms.  

Before finishing this chapter, it is necessary to bear in mind the limitations of these quantitative methods. 

At the descriptive stage of the analysis, comparisons between Germany and Spain do not suggest an association 

between the institutional framework and greater firm size differentials in company participation in IVET for 

Spain, as expected in the second hypothesis (table 3). Instead, lower levels of participation for Spanish firms are 

observed at all levels. Concerning the multivariate techniques applied in this chapter, logistic regression models 

provide a rather simple test of the hypotheses because the dependent variable is a binomial indicator. Secondly, 

the dependent variable used in Generalised Linear Models facilitates a more complete test, but cannot provide 

in-depth information on company behaviour. For example, it is not possible to know whether those firms 

hosting a larger number of trainees do so simply because they conceive them as a source of low-cost labour 

(Mària 2003), or because of their interest in training future employees. Also, the second set of GLM’s support 

to a lesser extent the second and fourth hypotheses. Thirdly, the research techniques applied allow detecting 

associations, but not causality. Finally, using a binomial indicator for temporary employment prevents assessing 

the extent and impact of temporary employment on personnel policy (Caroli et al. 2010; Estévez-Abe et al. 

2001: 147-162; Mares 2001, Streeck 1989, 1991, 2011). In order to compensate some of these shortcomings, 

the following chapter will discuss the results of the qualitative analysis. 

 



                                                                     

    

 

This chapter analyses the interviews conducted as part of this research, between April and June 2012. The 

section is organised as follows. First, I discuss the interview sampling strategy, and the questions included. 

Second, I review the results from the interviews conducted in schools. Third, I do so with the results from the 

interviews conducted in firms. The section concludes by comparing the evidence provided in each group of 

interviews. 

The aim of these interviews was to assess the way in which firms integrate IVET workplace training as part 

of their human resource strategies. A sample of 14 firms was selected, reflecting the dimensions of firm size 

and sectoral orientation. The effects from temporary contract usage and planning in human resources and 

continuous training were analysed within each firm. As a result, a matrix is devised, in which four cases 

correspond to the automotive and related industries, six to the wine industry, and four to local business 

services (table 13). The first two sectors were selected by their global market focus (Hernández-Gascón et al. 

2005: 42-43; 162-178). Business services, on the other hand, are domestic-oriented, providing legal and 

accountancy services to local firms. Within each firm, a personnel/human resource manager was interviewed5. 

All companies operated in Catalonia. Restricting the sample design to this territory entails some limitations in 

the extent to which findings can be generalised to the entire Spanish political economy (see chapter 2). 

Nevertheless, the biases should not be as intense as to prevent validating the hypotheses. Cases are coded 

depending on company size (from the smallest to the largest company in each sector) and sector (A: 

Automotive Industry; W: Wine industry; B: Business service bureaus). 

In addition, a sample of five Catalan schools teaching initial vocational education and training programmes 

has been included, satisfying two aims. On the one hand, these schools were used as gatekeepers, facilitating 

contact with some of the firms included in the company sample. On the other hand, the schools’ view limited 

any bias from company personnel managers.  

 

                                                            

 

5 In some firms the company head manager or boss was directly interviewed, since they assumed personnel functions.  



                                                                     

     

 

 

In order to guarantee these aims, schools were selected according to the sectoral focus of their IVET 

programmes: four schools focus in administrative cycles, usually required by local business services (S1, S2, S3, 

S4). Two schools (S2, S4) focus in programmes related to the wine industry (agriculture and related industrial 

activities). A last school (S5) is focused on industrial cycles used by the automotive industry and its providers 

(automation, mechanics and electricity). In each school, the responsible for coordinating initial vocational 

training programmes was interviewed. In two cases, it was also possible to interview a school teacher devoted 

to the vocational programme of interest (S1, S2, S3).  

In all cases, the research was based on in-depth, semi-structured interviews. Accordingly, some questions 

were adapted, depending on the interviewee. The questions departed from the insights of Mària (2003) and 

Streeck (1989, 1991, 2011; Streeck et al. 1987) on the quality of workplace training, focusing in the following 

aspects:  

a) The complexity and variety of tasks developed in workplace training. A broader variety of tasks taught 

is strongly associated to wider skill profiles and more intense company involvement in IVET (Mària 

2003; Streeck 1989, 1991, 2011). 

b)  The use of mechanisms guaranteeing company tutors’ competences. Since mechanisms for certifying 

company trainers’ pedagogic competences are not guaranteed in Spain (see chapter 3), the extent to 

which companies use their closest equivalents, such as the chambers’ programmes for training 

company tutors (Cuatrecasas 1999; interview Catalan chambers of commerce representatives) could 

affect the pedagogic quality of training. 

c) Whether firms hire trainees after FCT, and which kind of contracts do they employ (temporary or 

permanent). According to Streeck et al. (1987), dual IVET is used as a tool for selecting potential 

employees in Germany. On the other hand, the use of temporary contracts could limit Spanish IVET 

Table 13: Firm sample for in-depth interviews. Firms classified by export/domestic sectorial focus and firm size

Sectorial classification

Export-oriented sector (automotive 

industry, and related activities)

Export-oriented sector (wine industry)

Locally-oriented sector (business service 

bureaus)
4 firms: 1B (8-9 workers), 2B (14-15 workers), 3B (15-17 workers), 4B (70 workers)

6 firms: 1W (7-12 workers), 2W (7-13 workers), 3W (8-13 workers), 4W (40 workers), 5W (90 

workers), 6W (2,100-2,300 workers)

4 firms: 1A (6 workers), 2A (14 workers), 3A (95 workers), 4A (14,000 workers)

Number of firms, firm size

Note: in some cases the total number of employees varies because firms hire seasonal workers



                                                                     

    

 

students’ to a peripheral attachment to the company (Bentolila et al. 2008, Martín-Artiles 1999, 

Polavieja, 2003, 2005, 2006; QUIT 2000).  

Finally, a last set of questions referred to the extent to which companies develop plans in order to cover 

their needs in human resources and continuous training. Differences in this dimension could explain company 

size differentials in workplace training involvement (Mària 2003). Due to their specific character, these 

questions were asked solely to company representatives. 

Within this part of the analysis, four categories of responses will be compared, in order to obtain a general 

insight in school perceptions of how workplace training is conducted within the firms that cooperate in IVET. 

These are: 1) Whether company tutors are trained in order to improve their pedagogical abilities; 2) to what 

extent varied tasks are taught in workplace training; 3) to what extent do firms hire their students after 

workplace training; 4) firms’ continuous training policy. Firm size and sectoral differentials will be taken into 

account during the analysis.  

Generally, school representatives do not observe attempts on the part of firms to follow courses on 

training for company tutors. One of the interviewees (S3) perceives lack of support from the public authorities 

(the Catalan government) and the chambers of commerce in providing these services. In the past these courses 

were offered, providing pedagogic abilities to those employees who supervised trainees. However, it seems that 

these courses are not offered any more, and this undermines the pedagogic quality of training in those firms 

which have recently started to cooperate with the school. Even if training services have been replaced by brief 

online courses (interview Catalan chambers of commerce representatives), these courses could be of a lower 

quality if we have to rely on the school interviewee perceptions (S3). 

Hence, the findings support the first hypothesis, suggesting a lack of support from the social actors that 

should be in charge of providing services for improving the quality of workplace training.  

Some divergence can be found between the dimensions of firm size and sector, regarding this dimension 

of IVET.  

Most interviewees (S1, S2, S3, S4) perceive that large firms train on a narrower range of tasks than their 

smaller counterparts. The reason arises from structural differences between small and large companies. The 

former are obliged to widen as much as possible the range of competences of their current workforce, due to 

their limited staff. The later can develop a stricter division of labour, thanks to their size. As a result, a small 



                                                                     

     

 

company’s need for flexibility will push the firm to train the student in a range of tasks as wide as possible. 

Meanwhile, large firms will tend to allocate the trainee within a particular department. 

Secondly, sector seems to be an influential variable. For example, the information from the school 

representative in contact with the automotive industry (S5) suggests a pattern different from the one reviewed 

above, in which large firms are more likely to provide a broad range of skills. Interviewees also suggest that 

seasonal variation can limit the range of tasks available to workplace training in the wine industry (S2, S4). 

Economic activity tends to concentrate in certain periods during the year, and especially during the grape 

harvest season (late summer-beginning autumn).  

In sum, two main impressions can be obtained. Most firms do not seem to develop a pedagogic approach, 

in a way that students can acquire a broad range of occupational skills. This seems the case, unless their 

structural conditions require otherwise. Second, these findings also suggest that employers may regard (at least 

partially) IVET trainees as a source of cheap labour (Mària 2003). Large firms could be profiting from the non-

expensive labour provided by trainees, by reducing the time spent in training, as well as the number of 

departments explored by the student. On the other hand, small firms’ tendency to allocate the student in a 

broad range of tasks can be interpreted as a way to use the trainee as a polyvalent helper. 

However, sectoral differences seem to alter this pattern. One of the interviewees (S5) perceives that large 

companies specialised in mechanisation and machinery maintenance tend to show a wider range of tasks than 

their smaller counterparts. The reason is that large firms involved in mechanisation contain a broader variety of 

departments (e.g., quality control, specialised machine tools), and this facilitates that the students will be able to 

observe a wider range of operations.  

This dimension of workplace training does not generate as much consensus as the previous one. One of 

the interviewees (S2) claimed that size differentials must be taken into account. This is because internal staff 

mobility is more common in large companies, facilitating a wider range of opportunities for contracting after 

workplace training. The other interviewees, however, perceived little differences in the propensity of firms to 

hire trainees. In some cases, there is the view that trainees are not retained because of their null monetary cost. 

According to one of the interviewees: 

“…what happens is that what most firms do is to occupy workposts by linking one workplace training 

stage with another one. And this is the majority. 90% of the companies look for another workplace 

training shift once the previous one has finished. And, if they are always hosting trainees, why they 

don´t simply hire somebody? Because, if you have enough demand for a work post, you can hire this 

trainee… But, of course, this is for free. (…) A [large firm in banking] works like this. Every term they 

host two or three students, and they continue linking one internship to another one…” (school 1, 

minute 34:55-35:40. Translated). 



                                                                     

    

 

Also, other interviewees seemed to point to the same conclusion. The representatives from one of the 

schools involved in the wine industry observe that many wineries tend to host trainees during seasons of higher 

demand, while not retaining them afterwards (S4).  All interviewees observe that students are usually retained 

through a temporary contract and, depending on performance and company needs, the contract is made 

permanent. 

Regarding sectoral differences, both of the IVET representatives from those schools closely related to the 

wine industry (S2, S4) point to an association between the industry’s workplace integration strategy, and its 

seasonal staff demands.  On the other hand, one of them (S2) suggested that business services are less likely to 

offer job opportunities, yet these tend to be more permanent than in the cava industry. Other interviewees, 

however, offer mixed views. Trainees are considered a source of candidates for small service bureaus, especially 

in order to replace staff whose skills have been outdated by technical change (S3); but these companies are 

unlikely to hire a sizeable proportion of the trainees (S1). Finally, the interviewee from the school associated to 

the automotive industry did not observe significant differences between small and large firms (S5).   

Overall, contradictions between school interviewees prevent to draw any definite conclusion about the 

impact of firm size on the propensity to integrate the trainee in the firm. On the other hand, integration within 

business services and wineries seems to be quite limited. However, the differences observed by one of the 

interviewees (S2) in the use of temporary and permanent contracts between the business service and the winery 

industry are noticeable, and should be taken into account once the analysis proceeds to company-level 

interviews. Finally, data from some of the interviews (S1, S4) suggests overall low levels of integration in the 

firm, after workplace training.  

Information regarding this component of workplace training is quite limited, since schools are generally 

unable to track students after the completion of the vocational degree. Nevertheless, some interviewees have 

enough information at their disposal (S2, S4, S5). Only size differentials seem to affect firms’ propensity to 

develop continuous training policies. One of the interviewees (S4) observes that large firms tend to manage 

well-established continuous training plans. Another one (S2) suggests that sometimes SME’s are little conscious 

about the importance of continuous training. Concerning the automotive sector, similar differences are 

reported (S5).  

Four categories of responses will be compared, in order to obtain a general insight in how firms frame 

cooperation with IVET as part of their personnel policies. These are: 

1) Human resource and continuous training plans, short/long-term focus. 

2) Whether company tutors follow some kind of training, in order to improve their pedagogical abilities. 



                                                                     

     

 

3) To what extent varied tasks are taught in workplace training.  

4) To what extent firms contract students after workplace training; and which type of contract do they 

employ (temporary or permanent). 

Within each dimension, companies will be compared according to their characteristics in the variables of 

firm size and sector.  

The extent to which human resource and training needs are covered through long-term plans depends 

strongly on firm size. Also, this dimension seems to interact with the sector to which the company belongs. 

First, the impact of firm size in the business service sector seems quite evident, since only personnel plans 

can be found in the largest business service firm (4B). This firm organises its personnel needs in yearly plans. In 

addition, continuous training policy is more formalised than in smaller companies. Courses provided by 

external agents and internal courses are organised, provided that there are enough employees. In small firms, 

informal mechanisms are more common. All the other interviewees within this sector (1B, 2B, 3B) declared 

that their respective firms had little or no plans to predict their staff needs. Only the strategy reported by the 

second interviewee (2B) suggested some planning. In order to cover for short-term personnel needs, this firm 

included one more employee than the necessary. However, staff selection worked on a case-by-case basis.  

Similarly, continuous training needs were solved through informal means (on the job training) in the smaller 

business services. Sometimes, however, the firm could participate in external training courses (1B, 2B), and in 

one case internal courses were programmed (2B). 

Secondly, firm size differentials were present in both of the export-oriented sectors. However, these appear 

to be less intense in the automotive industry. All small wineries (1W, 2W, 3W) solved their personnel needs 

through short term actions. At the practice, interviewees assumed personally the task of searching for new 

staff, on a case-by-case basis. Meanwhile, the mid-sized firm (4W) could be placed in a mid-range position. 

While in the years previous to the crisis the firm developed long-term plans to cover personnel needs, this is 

currently unnecessary due to an increase in the number of candidates with suitable qualifications. The human 

resource managers for the largest companies described formalised plans as an important part of staff policy 

(5W, 6W). One of them (5W) reported on the existence of policies in order to predict personnel needs. As a 

multinational corporation (MNC), the last firm (6W) has a well-established personnel policy, involving a clear 

division of functions between the headquarters and the plants placed abroad. While each of them is responsible 

for managing its personnel needs on a decentralised basis; the headquarters are in charge of the selection of 

candidates for management position. Meanwhile, firm size differentials were less significant in the automotive 

industry, and they will apparently be less important in the future. Representatives for the largest companies 

(3A, 4A) reported developing personnel plans, and in the last case they were strongly linked to a policy aimed 



                                                                     

    

 

at ensuring company’s internal mobility. Meanwhile, the interviewee from one of the smaller firms (2A) 

reported an increasing use of personnel plans. If in the past personnel needs were predominantly solved on a 

case-by-case basis, formal plans are becoming a more important tool, and are expected to assume a leading role 

in the management of staff policy. 

Interestingly, larger firms within export-oriented sectors also seem to develop a longer-term perspective in 

training policy. Interviewees from small and medium sized wineries (1W, 2W, 3W) reported following external 

training courses. One of these companies (3W) was about to introduce a training plan. Sometimes external 

training also involved short-term actions, such as assisting to conferences. Meanwhile, in-house formal courses 

were common in the larger enterprises (4W, 5W, 6W). Most of these courses were assigned to the 

management, technical and administrative ranks; while on the job training or short term formal activities 

guided training policy in the lower rungs of the company structure. Meanwhile, firm size differentials tended to 

be smaller for the automotive industry. Interviewees from large automotive companies (3A, 4A) described 

training plans in which formal actions were predominantly assigned to the upper rungs of the company 

structure. However, it was also possible to detect a tendency towards increased planning in training needs for 

one of the small firms (2A), even if these plans started recently.  

Overall, two main tendencies are observed. On the one hand, firms are more likely to develop personnel and 

training plans the larger they are. Hence, firm size covariates with the tendency to frame staff needs as a long-

term process (Mària 2003). On the other hand, this variable seemed to be less relevant in predicting the 

propensity to plan staff and training policies in the automotive sector. This tendency could be associated to 

export-oriented activities’ propensity to cooperate in IVET. However, other dimensions related with firm 

involvement in IVET should be explored, before drawing any conclusion.  

Here, interesting differences can be found between the automotive industry and the rest of sectors.  

Whereas most firms reported not to follow any course in order to enhance the pedagogic skills of company 

tutors, interviewees from the automotive MNC (4A) reported that company supervisors had followed the trade 

chamber courses of training for tutors some years ago. Since then, they also developed their own courses. The 

other large company has also (3A) built mechanisms ensuring tutor training quality. However, these were 

limited to trainers’ experience as intermediate managers. These findings point to a stronger attachment of the 

automotive sector to IVET workplace training, thus providing evidence in favour of the fifth hypothesis.  

At a first sight, differences between firms do not appear to be large. However, firm interview data also 

reveals differences, depending on company size and sector.  

Regarding the two export-oriented sectors, small firms showed a greater propensity to move the student 

across a wide range of tasks; whereas their larger counterparts used to allocate them in a particular workplace. 



                                                                     

     

 

For example, interviewees from small wineries (1W, 2W) and automotive firms (1A, 2A) reported showing the 

students most of those activities that they could command. In the latter case, IVET students are moved 

through all the stages of the productive process. Large firms, on the other hand, tended to allocate them in a 

particular department, limiting the broadness of their skill profile. For example, one of the interviewees from 

the large wine-producing companies (5W) indicated that students were moved through different tasks within a 

department, and afterwards they specialised in some of these tasks. Also, interviewees from the largest 

automotive company (4A) indicate that students develop a “training project” within their department, in order 

to support its work.  

However, one of the larger automotive firms (3A) also developed processes ensuring trainees’ skill 

acquisition. The firm personnel manager indicated that the first two months of workplace training were spent 

in carrying the student through the different stages of the productive process, before focusing in a particular 

part of the productive chain. Hence, large firms within the automotive industry could also provide broad 

occupational skills, against the general tendency indicated by most school representatives (S1, S2, S3, S4). Also, 

these findings would support the fifth hypothesis, suggesting that one of the export-oriented sectors favours to 

a greater extent the acquisition of broad skills (Streeck 1989, 1991, 2011).   

Finally, most business service firms do not seem to offer a wide range of tasks to IVET trainees, and the 

variety of training contents depended strongly on firm size. Most interviewees reported training students in 

simple, routine tasks associated with administration, such as introducing data into computers, visit public 

administration offices in order to complete bureaucratic procedures, and classify documents into their 

appropriate folders (1B, 2B, 3B, 4B). Partly, this was so because of student’s skill levels, which the interviewees 

reported to be quite limited. In some cases, firms could train in more complex tasks, involving a deeper 

understanding of the data managed by the company. However, whether these events occurred depended on 

student skills, the time available within workplace training for teaching competences, and company plans.  

A last dimension concerns the likelihood that students will be retained at the firm, after completing 

workplace training; and the types of contract employed. Overall, the interview analysis suggests two findings. 

Following what most IVET school coordinators suggested (S1, S3, S4), size differentials do not seem to be 

relevant for business service bureaus and the wine industry. However, large automotive firms show higher 

retention levels than their smaller counterparts. 



                                                                     

    

 

Firstly, differences between small and large winemakers are not large6. The former report low levels of 

retention after workplace training, ranging between 10% and 33% of the total number of trainees (2W, 3W). 

However, those students hired after training seemed to become part of the company’s permanent staff. 

Sometimes, they enter first with temporary contracts, and then they are offered open-ended contracts (2W, 

3W). Other trainees are directly hired with open-ended contracts (1W). The representative from the largest 

winemaking company (6W) reported a similar percentage, in-between 10% and 15% of the trainees. Also, 

integration was conceived as a long-term project. This was done through 2-5 years semi-permanent contracts, 

convertible into permanent employment. Only one large winemaker differed from the general pattern (5W). 

Within this firm, temporary contracts were used to retain 50% of the trainees. However, few became later on 

permanent employees.  Hence, the second hypothesis cannot be validated for the winery industry. Instead, 

firms within this sector seem to understand cooperation with IVET workplace training both as a low-cost 

source of labour and as a sorting mechanism for finding recruits, due to the combination of low retention rates 

and the usage of long-term contracts to retain students. This impression would match with the views provided 

by their schools counterparts (S2, S4). 

Secondly, differences between small and large business services are not substantial, the retention rates 

ranging from 20% (3B, 4B) to 33% (1B)7. Like in the wine industry, trainees are usually hired through long-

term contracts. Only one of the interviewees (3B) reports using temporary contracts to a greater extent. 20% of 

the students were initially recruited through temporary contracts, and only half of them were converted into 

permanent employment. Nevertheless, the representative (3B) admits that this rate corresponds to the last 

years, while it would have been higher previous to the economic crisis. Hence, the analysis for the business 

service sector also points to little differences between small and large firms in trainee retention, against the 

second hypothesis. Similarly to the winemaking industry, firms seem to understand cooperation in IVET 

workplace training both as a source of cheap labour and as a staff recruitment mechanism. This impression 

would match the views of one of the schools keeping closer contact with business services (S1). Nevertheless, 

the analysis for the automotive industry provides evidence in favour of the second and fifth hypotheses. On 

the one hand, firm size differentials are greater than in the other sectors. On the other hand, retention rates are 

generally higher.  

The smallest company representative (1A) reported retaining 50% of the interns. However, only two IVET 

students have been trained so far. Hence, there is no way to know if this rate will be kept in the future. Another 

small firm (2A) retained between 30% and 40% of them8.  This was done first through temporary contracts, 

                                                            

 

6 One of the interviewees (4W) had to be left out of the analysis, since no student was hired after training, and the training 
agreement was cancelled, due to misbehaviour on the part of the students. Also, integration rates could not be calculated 
for firm 1W due to lack of precise information. 

7 One of the interviews in the business service sector (Firm 2B) will be left aside from this stage of the analysis, since it is 
not possible to know the total number of students hosted in workplace training. 

8 He did not remember, however the exact number of student as part of the school-company agreements in IVET.  



                                                                     

     

 

but long-term conversion was usual. One of the larger firms (3A) retained between 30% and 50% of the 

interns, as part of a three-year customised IVET programme. During the first year, students follow FCT 

training. Those who pass to second year are retained through a training contract. Later on, further employment 

depends on the successful completion of the second and third academic years. So far, no trainee has been able 

to access the third year. However, the company started cooperating in the academic year 2006-2007, soon to 

know which proportion of trainees will be able to complete the vocational degree in the long run. Concerning 

the largest automotive enterprise, its personnel managers (4A) reported two different hiring rates. The firm 

organises through its own school vocational programmes aimed at training technicians suited to company 

needs, whose retention rates approached the 100% threshold. Outside these programmes, integration rates 

tend to be much lower (15%). However, this figure includes university-level internships; and German students 

coming from the German partner MNC, the later not being retained after workplace training. Hence, the final 

percentage could possibly be higher, if German students were excluded. The type of contract also varies. 

Students from the company’s IVET school are usually offered training contracts, before their conversion into 

permanent employment, whereas temporary replacement contracts are usual for students from other IVET 

programmes.  

Results from the qualitative analysis support the second and fifth hypotheses. That is, the dimensions of 

firm size and sector help predicting if firms are going to develop stronger involvement in IVET workplace 

training, thus providing broad, adaptable skills to students; and abundant opportunities for further integration 

at the company. However, the impact of these differentials is restricted to a comparison between one export-

oriented sector (automotive industry) and the other two, which are export and home-oriented (winery, business 

services).  

The automotive industry presents superior standards of cooperation with IVET, for all the dimensions 

reviewed (tutor training, the variety of tasks taught, retention after completing workplace training). Interviewees 

from the largest firms (3A, 4A) explained how their firms ensured, through informal and formal training, that 

company trainers could develop their functions effectively. Outside these companies, tutors did not seem to 

receive any training. Secondly, methods ensuring the acquisition of broad skills on the part of interns were also 

common in the automotive industry (2A, 3A), whereas outside this industry only small firms seemed to provide 

a broad range of skills. These results coincide with vocational school representatives’ views that workplace 

training in small firms offered broader opportunities for skill acquisition (S1, S2, S3, S4).  

Secondly, a stronger propensity to retain IVET graduates was observed within the automotive sector. 

Companies used to employ them through long-term contracts, even if in some cases new recruits could be 

hired with temporary contracts, before their conversion into permanent employees. In addition, only the 

automotive sector shows a positive association between firm size and the propensity to retain the student after 

training (3A, 4A). Meanwhile, business service and wine industry firms’ showed a lower propensity to retain 



                                                                     

    

 

IVET graduates, and size influenced their attitude to a lower extent. These results coincide with the perspective 

provided by some school representatives (S1, S4), who considered that firms within the wine industry and 

business services were little likely to retain students.  

Hence, the empirical evidence supports the view that in the absence of a supportive institutional 

environment firm size differentials will affect company propensity to cooperate in IVET training, due to the 

larger resources and internal labour markets that larger firms possess (Doeringer and Piore 1985, Estévez-Abe 

et al. 2001: 147-162; Mares 2001, Piore 1979, 1983). It also suggests that export-oriented enterprises will have a 

stronger propensity to cooperate, because of their interest in training and holding a workforce with high and 

broad skills (Streeck 1989, 1991, 2011). Nevertheless, the empirical evidence presents limitations. On the one 

hand, only in one sector (automotive firms) firm size differentials seem to affect large companies’ propensity to 

cooperate in IVET. On the other hand, one of the export-oriented sectors (winery industry) does not show 

higher levels of cooperation in initial workplace training, vis-à-vis domestic-oriented firms. 

Thirdly, evidence for the third hypothesis could not be found; and findings only supported the fourth 

hypothesis for the automotive firms. No associations could be found between the proportion of temporary 

employees hired by the company, its size, and involvement in IVET workplace training (Alonso and Blanco 

1999: 363; Royo 2007: 52; Caroli et al. 2010, Estévez-Abe et al. 2001: 147-162; Mares 2001; Polavieja 2003, 

2005, 2006). Also, firms used to retain trainees through open-ended contracts (directly or indirectly, by 

conversion from temporary to open-ended contracts). On the other hand, only in the automotive sector it was 

possible to find associations between company size, the propensity to plan personnel policies on a short/long-

term basis, and the quality of the involvement in workplace training. Hence, some of the empirical evidence 

points to the view that larger firms’ stronger interest for cooperating in IVET is mediated by the capabilities 

they have of devising long-term staff policies (Mària 2003).  

Finally, a last note should be born in mind before finishing with the results discussion. Despite the 

limitations of the present research as a comparative project, some empirical evidence reinforces the view, 

already outlined in the project, that company participation in IVET workplace training will be rather limited. 

According to a BIBB report (2010: 18), 61% of all apprentices in initial vocational training had been retained by 

the firm after completion of training in 2008. Indeed, there were substantial differences between small and 

large firms. 47% of all trainees hosted in firms employing 1 to 9 workers were employed by their training 

companies; while the same rate for firms with 500 or more employees was equal to 70%. Nevertheless, the 

existence of hiring rates superior to the ones found for the Spanish firms interviewed suggest a much stronger 

involvement in IVET for all firms, just as what would be expected for an institutional framework where firms 

cooperate in vocational training regardless of their structural characteristics (Busemeyer and Trampusch 2012).  

 



                                                                     

     

 

This paper aimed at employing the Varieties of Capitalism literature (Estévez-Abe et al. 2001; Hall and 

Soskice 2001; Mares 2001; Molina and Rhodes 2007), as well as other contributions within the political 

economy (Streeck 1989, 1991, 2011; Streeck et al. 1987; Busemeyer 2009, Busemeyer and Trampusch 2012), to 

explain the deficits observed in Spain’s vocational training institutions. Despite the limitations in the research 

design, this paper has been able to find associations supporting most of the formulated hypotheses.  

In an institutional context characterised by deficits in the coordinating capabilities of the social partners, 

employer organisations and unions will not be able to press firms to fulfil the compromises established in peak 

level agreements. As a result, the ability of the social partners to bind firms to intense levels of participation in 

initial vocational education and training will be severely limited (Busemeyer and Trampusch 2012; Streeck 1989, 

1991, 2011; Streeck et al. 1987). In fact, the empirical evidence supports the first hypothesis, suggesting that the 

lack of coordination in the broader institutional framework of the Spanish political economy is associated to a 

statist skill regime (Busemeyer and Trampusch 2012), characterised by the dominance of the state in the 

regulation and control of the system; the provision of educational and training sites; and their finance. These 

associations could be found after comparing the institutions regulating IVET in Spain with those of the 

German political economy.  

Secondly, complementarities are also found between the broader institutional framework, the institutions 

regulating IVET, and company behaviour. Company cooperation with initial vocational training depends 

strongly on structural characteristics such as company size (Doeringer and Piore 1985, Estévez-Abe et al. 2001: 

147-162; Mares 2001, Piore 1979, 1983), and the sectoral orientation of the firm towards local or global 

markets (Streeck 1989, 1991, 2011). Results for the quantitative analysis supported this view, pointing that 

larger and export-oriented firms are more likely to host students in initial workplace training; as well as a larger 

of number of trainees relative to company size. Similarly, results from the in-depth interviews also provided 

partial support, suggesting that automotive (and larger) firms had a stronger involvement in IVET workplace 

training. Nevertheless, not all the empirical evidence supported the second and fifth hypotheses. On the one 

hand, the second set of GLMs (table 12) only provided partial evidence in favour of a positive association 

between enterprise size and the ratio of trainees hosted to the total employed workforce. On the other hand, 

the qualitative analysis could only find evidence in favour of the second hypothesis for the automotive sector. 

Similarly, evidence in favour of the fifth hypothesis could only be found within the automotive firms. Firms 

operating in the wine industry did not show a stronger propensity to cooperate in IVET than their counterparts 

in the home-oriented sector (business service bureaus). 

Thirdly, company size differentials in the extent of involvement in IVET are associated to large firms’ 

capacity to frame personnel policies on a long-term perspective, as expected in the fourth hypothesis. This 

would facilitate large companies’ cooperation with the FCT workplace training course (Mària 2003). The 



                                                                     

    

 

estimates obtained in the logistic regressions and GLMs showed a weakening of the associations between 

company size and the odds of hosting trainees, once personnel policy indicators (here, on continuous training 

policy) were introduced. Similarly, analysis for the in-depth interviews pointed to a positive association between 

company size, the propensity to develop long-term personnel policies, and cooperation in IVET workplace 

training. However, the positive associations found in the in-depth interviews could only be made extensive for 

those firms operating in the automotive sector.  

Fourthly, very limited evidence could be found in support of the third hypothesis. Due to the availability of 

temporary contracts in the Spanish political economy (Bentolila et al. 2008; Polavieja 2003, 2005, 2006), small 

firms were hypothesized to use temporary contracts as a tool for reducing the costs of employment protection 

(Estévez-Abe et al. 2001: 147-162; Mares 2001). These firms would be unable to fully profit from the high and 

broad skills that employees with vocational training skills can provide, since they would be unable to keep and 

retrain employees with such skills (Caroli et al. 2010; Streeck 1989, 1991, 2011). As a result, these companies 

were hypothesized to be weakly involved with IVET. By the same reasoning, the greater resources and internal 

labour markets of large firms (Doeringer and Piore 1985, Estévez-Abe et al. 2001: 147-162; Mares 2001, Piore 

1979, 1983) would allow them to develop a stronger involvement on IVET. Empirical evidence, nevertheless, 

pointed against these views. No association could be found between small company size, greater use of 

temporary employment, and lower involvement in IVET in the quantitative analysis. Also, firms hiring 

temporary employees were estimated to develop a stronger involvement in initial workplace training. In 

addition, findings for firm-level in-depth interviews could not find substantial differences in the extent to 

which small and large firms hired temporary employees, regardless of company sector.  

In conclusion, this paper has found an association between the factors preventing coordination in the 

Spanish political economy, the statist governance of IVET in Spain, and micro-level company behaviour. 

Therefore, there are reasons to believe that in the absence of the appropriate institutional conditions (social 

partners strong enough to bind firms towards macro-level pacts; employment protection legislation binding 

firms to internal flexibility (Streeck 1989, 1991, 2011)), employer support to IVET will be limited to those firms 

which are structurally inclined to do so.  

Of course, this research has its limitations. No solid evidence could be found for the divides that were 

expected to arise from the widespread use of temporary employment. Also, the research design limited the 

findings to associations, not causal relationships, between macro level institutional factors and micro 

(company) level behaviour. Finally, due to limitations in the comparative character of the study it is not known 

whether collective skill systems (Busemeyer and Trampusch 2012) will ensure comprehensive, equal support to 

IVET. Even where the data allowed institutional comparisons between Germany and Spain, it was clearly 

insufficient for the analysis of company behaviour. Data for Germany was restricted to descriptive statistics on 

company participation rates in apprenticeships (table 3), and retention rates after their completion (BIBB 2010: 

18). In addition, some of this data (table 3) provided evidence against the view that company size differentials 

affect IVET involvement in Spain to a greater extent.  



                                                                     

     

 

Hence, further research should be conducted, in order to convert this research (mostly a case study) into a 

truly comparative project, capable to devise causal relationships between macro-level institutions and company-

level behaviour. The present company-level analysis should be replicated to collective skill formation systems 

like those of Germany and Denmark (Busemeyer and Trampusch 2012). Only then, it would be possible to 

assess whether the associations hypothesized here can be reproduced to other political economies. Also, 

further improvements should strengthen the historical dimension of the analysis. This would allow testing for 

causal relationships between changes in macro-level institutional conditions, the institutions responsible for 

governing IVET, and company cooperation. Nevertheless, the associations observed in the paper offer a 

promising avenue for future comparative and historical research. 

Before finishing the present paper, a few policy recommendations can be suggested. As the Spanish social 

partners are unable to bind firms to support initial vocational training, the effect of any reform aimed at 

increasing the extent of company involvement in the different areas of vocational training will most likely be 

limited to firms and sectors already interested in supporting IVET, because of their structural characteristics. 

As a result, current policy proposals deepening the relationship between the school and company components 

of vocational training (ARA newspaper, article on vocational training reforms in Catalonia) may well end in a 

segmented skill regime (Busemeyer and Trampusch 2012), in which only some sectors show a notable degree 

of involvement in IVET. In order to guarantee broader involvement in IVET, these policy proposals should be 

complemented with policies aimed at strengthening the coordinating capabilities of the social partners. These 

actions would not only enhance their supervisory abilities, but they would allow them to gain further 

coordinating capabilities over IVET. By allowing the employer organisations and unions to manage multiple 

areas of the economy, public policy can enhance their role as representatives of workers and employers vis-à-

vis the public administration. Under these circumstances, the employer and union confederations can gain 

more resources from their lower units and expand their coordinating capabilities (Streeck and Schmitter 1985). 

One of the reasons for the Spanish social partners’ weak coordinating capabilities is their limited footing at 

the workplace, especially in small firms. On the part of unions, new legislation facilitating their involvement at 

the workplace could notably enhance coordinating capabilities. The Spanish equivalent to the German Works’ 

Councils (Comités de Empresa) can be settled in firms’ employing 50 employees or more; and employee 

representatives can be elected in firms hiring six employees or more. These offer an avenue for union influence 

at the workplace, since it is unions’ responsibility to arrange elections for these bodies of employee 

representation (Spanish Workers’ Statute, available online). Nevertheless, unions’ presence at the workplace is 

limited, especially in the case of small firms (Alonso and Blanco 1999; Lope and Alós 1999; Hamman and 

Martínez-Lucio 2003). Legislation facilitating the creation of employee representation bodies in SME’s would 

enhance union footing in these companies. Also, the status of FCT workplace training as a school-company 

(not employment) relationship diminishes unions’ ability to influence the standards of initial workplace training 

(see chapter 3). Expanding unions’ rights in FCT workplace training beyond the access to information would 

raise the standards of training, and would facilitate unions’ access to trainees as a future source of recruits, also 

strengthening their footing at the workplace. 



                                                                     

    

 

Concerning the employer associations and chambers of commerce, some suggestions could be mentioned. 

Systems facilitating the management of FCT workplace training like the Cicerón and BID databases should be 

generalised to other autonomous communities; but, more importantly, the chambers of commerce should 

develop an active approach in guaranteeing quality standards in workplace training; and providing training to 

company tutors. Also, the chambers of commerce and employer organisations could coordinate the provision 

of services for workplace training and supervisory actions. By doing so, these associations could pool 

resources, maximise the effectiveness of policies pushing for company support to IVET, and strengthen their 

coordinating capabilities beyond what they could do by themselves. 
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