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Abstract  
Dual Professional Training (FP Dual in Spain) allows students to combine studies and work in the 
company. The results of this research allow us to know the opinion (main motivations, assessments 
and concerns that Spanish companies observe in their adoption and implementation) of the business 
area. In order to know the level of implementation of the Dual FP in Spain and the challenges 
perceived by the companies that make up the Spanish Alliance for Dual FP, a research was carried 
out with quantitative technique to know the opinions of the different leaders of these projects in the 
companies. The sample was composed of the 235 companies that in July 2016 were part of the 
Alliance for Dual FP. It is not all companies that participate in a Dual FP project in Spain, but it is a 
sample whose characteristics are sufficiently representative to project the results in a way that reflects 
a general image of the phenomenon. The qualitative technique was used to know in detail the process 
of implementation of the Dual FP. Eight Human Resources and Training directors were interviewed 
from eight different sector and size companies from the Alliance for Dual FP. As a result, the Dual FP 
is perceived as an integrating mechanism and permanent renewal in the relationship between the 
educational and the business. This can contribute to the competitiveness and specialization of 
companies and their human capital. However, more agility and administrative flexibility and more 
disclosure are requested, especially between parents and students. The companies emphasize the 
predisposition of the educational centers and the Alliance for Dual FP as drivers of the model, as well 
as the role of company tutors to guarantee the results of the implementation. The socially responsible 
recruitment of specialized profiles is the main motivation of companies to undertake Dual FP 
initiatives. 

Keywords: Dual Professional Training, Learning, Education and Work, Enterprise and Training, 
Corporate Social Responsibility. 

1 INTRODUCTION: INNOVATIVE TEACHING MODALITY 
The Dual Professional Training (FP Dual in Spanish) is a teaching modality in which the students 
attend their subjects at school and, at the same time, they work as apprentices in a company. This 
educational model is gaining prominence in Spain in government, business and academia as an 
alternative to alleviate youth unemployment rates. The model faces a series of challenges that will be 
analyzed in this research. 

The FP Dual combines the efforts of schools and companies, which share a socio-educational 
mission. A school-company partnership emerges. The main companies’ objective is to train 
specialized professionals, often finally hired by the same companies, and commit themselves to the 
social challenge of improving the training and employability of young people in Spain. 

In general, the FP Dual initiatives are part of the Corporate Social Responsibility (CSR) policies. Its 
progressive implementation reflects the opportunity to generate a selection of specialized 
professionals, which turns, in the short term, into potential candidates to incorporate into future jobs. 
This recruiting formula is much faster and less expensive than other methods. 

The availability of apprentice candidates is a critical factor in the model. Companies often complain 
about the shortage of available candidates and schools. The scarce information about the model 
generates students and families’ rejection or unfounded expectations. 

One of the advantages of FP Dual is that school and company could share the candidates’ selection. 
This shared model ensures a great fit between the learner, the company and the school, which leads 
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to a better relationship between the different actors. The future recruitment of the student by the 
company is more feasible. 

FP Dual formula is a great tool to introduce and consolidate the professional “mastership” concept into 
the corporate world. It also improves the staff working environment. The professional references are 
the tutors, whose election is a decisive step of the model. In general, tutors are satisfied by sharing 
their experience with students. The relationship between tutors and apprentices is reciprocity, because 
knowledge is transmitted from one to another. This bidirectional feedback generates a positive effect 
on the personnel. For the company, the tutor role should not be seen as a cost generator. It is an 
instrument to provide prestige and to promote social recognition to this position. 

The main benefits of hiring apprentices are: specialization, immediate integration into the company 
culture and reduced learning curve. The companies assume that the trainees’ expectation 
management to fit in the culture of the company supposes a holistic training for the student, what 
implies a continuous follow up about procedures, skills and collaboration to develop transversal 
competences. For an apprentice, working daily with the rest of the company workers and the 
assimilation of the specific dynamics of each organization makes them suitable candidates for future 
recruitment.  

As the most valued aspects of the FP Dual, we find the reduction of the learning curve of the young 
workers when joining the professional occupations, the ease of integration into the workforce and the 
fit in the company culture from the beginning. The final hiring options depend on the degree of 
specialization and the added value of the job: it is observed that the greater the degree of 
specialization of the apprentices, the greater the possibility of recruiting with a labor contract, since the 
learning curve is more stressed and companies are looking for the return of the training investment 
they have made. 

The companies’ petitions to improve the project’ implementation are diverse. Thus, they request the 
reduction of the bureaucratic load and the reorganization and simplification of the processes and of 
the norms to implant the FP Dual. The main obstacle comes from the administrative management, 
which includes the activities planning, the relationship models between the learner and the company, 
and the drafting of follow up and evaluation reports. This difficult management applies also to 
“Practicum” in the university. The administrative overload can be too demanding for companies, 
especially when the tutor has a very technical profile and could not feel comfortable dealing with an 
excess of formalities. Likewise, the regulatory dissimilarities between the different Autonomous 
Communities (Spanish local governments) limit the implementation of FP Dual, especially in 
companies with several locations, which are penalized by transregionality. Companies stress the need 
of homogeneity in the FP Dual legal framework across the different Autonomous Communities and 
simplicity in the trainees’ labor contract design. This procedures simplification would encourage FP 
Dual application by the companies. 

Beyond the need of some improvements, FP Dual is perceived as an innovative training model that 
must be recognized as such to honor its graduates. According to most of the interviewees, to increase 
the number of candidates, the FP Dual should be more widely publicized and this educational model 
should be promoted among students and families. In order to carry it out, it is necessary to avoid 
abuses in companies, to facilitate administrative procedures, to review the implementation of the 
model, to highlight the formative values that it entails and to publicize its contribution to employability 
and labor insertion. The reputation reinforcement of the Professional Training is a future guarantee for 
its capacity of specialization and job creation thanks to the direct contact between students, schools 
and companies. 

2 THEORETICAL FRAMEWORK 
The importance of FP Dual as a teaching modality is growing in Spain. The pedagogical principle that 
defines the model is the casuistic learning, meaning, a training that combine the school subjects with 
the practice in company, which offers possibilities of joining theory and practice, of learning in real 
situations and of incorporation into a corporate and working culture [1]. 

The Real Decreto 1529/2012 introduced in Spain FP Dual model, understood as the set of practices 
and training initiatives, with the aim of obtaining the workers professional qualification in a mixed 
system combining work activities in a company and training activity in the school, under the 
Professional Training official educational system umbrella. Under the guidance of this training model, 
students take their courses of specialization in an educational center and, at the same time, perform 
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their work as apprentices in a company. Thanks to this formula, students get introduced into the 
working environment. 

One of the reasons for including the new method in Spain is the positive result of the combined 
training system in Germany. This led to the implementation of the model as a resource to combat the 
high rate of youth unemployment, with the addition of adapting it to the features of the Spanish 
educational system. In countries with decentralized management policies, it is complex to establish a 
unitary framework in this area if there is no political consensus between the different administration 
organs and between social partners [2]. In general, the need for a consensus mindset about education 
system is accepted in order to allow administrations, educational institutions, companies and trade 
unions to own the responsibility to design a model, in the Broadband Society [3], that gets results in 
the medium term [4]. At the same time, we highlight the need to adapt the training offer to the 
business community in the area where the training centers are located [5]. The singularities of each 
area affect the typology of expertise requested by the companies. 

Administrative complexity is one of the causes of the slow implementation of FP Dual in Spain. In fact, 
some pilot tests had been developed led by administrations, companies or unions. One of these pilot 
projects is Estudiar y Trabajar project, developed in Euskadi in 2007. Before that, the project Biotec-
Dual, from the Comunidad de Navarra, was implemente on year 1996 [6].  

Most recently, in 2011, the Comunidad de Madrid developed a project called Desarrollo de 
Aplicaciones Informáticas y Mantenimiento Aeromecánico. In 2013 in Galicia, they implemented  a 
course called Sistemas Informáticos y de Telecomunicaciones. The idea is to avoid importing models 
from other countries without realizing the effects on different labor and educational cultures. In this 
sense, we must analyze in depth the predominant business and educational culture, detect modifiable 
indicators and adopt elements that help to be competitive in training and added value [7].   

The public opinion about the FP Dual is changing gradually. In the opinion of the hundred companies 
that make up the Red de Empleo, the FP Dual assures an employment rate of 65% upon completion 
of studies. This exceeds data about university studies. Since youth unemployment rate in Spain 
reached 49.6% [8], an impulse of the model can be deduced, becoming a "priority" for the future 
development of the educational system in Spain. Minister Méndez Vigo set the goal of reaching 
100,000 FP Dual positions in four years. This was agreed in the deals between PP and Ciutadanos of 
August 2016. 

Data of the Departament d’Ensenyament of the Generalitat de Catalunya reflected that the difference 
in the employment rate between the FP Dual and the non-dual professional training reached 13 points. 
The implementation of FP Dual in Spain requires the social recognition of the model: in order to 
improve the image and positioning of FP Dual, it is necessary to raise awareness, among companies, 
the educational community and families, of the opportunities and benefits. 

On the other hand, the experience of the companies that are implanting the model evidences aspects 
of the management of the FP Dual that should improve. Employers emphasize: the importance of 
formulating labor contracts to promote dual learning, the need of professional competence 
accreditation through work experience and the resolution of possible tensions with union 
representatives, defining very well the differences between the role of the apprentice and the role of 
the worker. Apprentice remuneration is a very important aspect, both because it motivates the student 
and get the company that pays a fee more involved [9]. Other aspects, such as the election of 
candidates, the tutors, the adaptation of the other employees to the apprentices, the administrative 
limitations are very important to the success of the model. Due to all these reasons, we found very 
useful to study the opinions of the companies which already implemented or are about to implement 
the FP Dual formula. 

3 METHODOLOGY 
This research aims to respond to this commitment. The objective is to know the process the 
implementation of the organizations that form the “Alianza para la FP Dual” and share this knowledge 
to evaluate the progress of this type of combined learning and job insertion within the companies 
adhering to the project. 

In order to know the grade of implementation of the FP Dual in Spain and the challenges perceived by 
the companies that form the “Alianza”, a research was carried out with quantitative methodology to 
know the opinions of the different project leaders in the companies. The sample is composed of the 
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235 companies that in July 2016 were part of the Alliance for FP Dual. Not all companies are involved 
in a FP Dual project in Spain, but it is a sample whose characteristics are sufficiently representative to 
project the results in a way that reflects a general image of the phenomenon [10]. 

The qualitative methodology was used to analyze, in detail, the implementation process of the FP 
Dual. Eight directors of Human Resources and Training Department were interviewed from eight 
different sector and size companies from the FP Dual Alianza in June 2016. 

To know the opinion of these companies, two different questionnaires were sent according to the 
profile of the surveyed companies: 

• Questionnaire A: aimed at companies that had already implemented the FP Dual. 

• Questionnairer B: sent to companies that had not yet implemented the FP Dual, but are part of 
the Alianza (Most of the companies in this group were about to start implementing the FP model 
in the following academic year 2016-17). 

The first survey was launched on July 7, 2016 via e-mail and later, on July 14, a recall action was 
taken to encourage the participation of respondents.  

A total of 94 companies responded: 50 companies that had already implemented the FP Dual 
completed the questionnaire and 44 companies that had not yet implemented FP Dual (Figure 1). 

 
Figure 1. Volume of the companies participating in the survey according  

to the number of employees (93 companies replied to this question). 
Source: elaborated by the authors. 

These results correspond to a margin of error of 7.99% and a confidence level of 95.5%. These stats 
reflect a high commitment and interest in the development of FP Dual in Spain by the companies 
which participated to the study. 

4 RESULTS 

4.1 Motivations to implement FP Dual project 
From the companies’ responses, both those that had already implemented the FP Dual model and 
those that were in process to do it, remarked that the initial motivation was related especially to the 
development of the company's Corporate Social Responsibility (CSR) policy. Participation in the FP 
Dual project reflected the contribution to resolving the scourge of youth unemployment. The FP Dual 
was perceived as a way to contribute to the common good of the country, to acquire a positive 
corporate citizenship positioning and to improve the reputation, as well as to develop the employees’ 
empowerment. 

By order of answers, the second most relevant motivation for both groups was the need to incorporate 
professional profiles with specific training, not previously available in the marketplace. For enterprises, 
school training was often too generic and did not meet the specific needs of the different productive 
and service sectors. 
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Needs to cover dismissals or retirements were placed in third position as a cause of adoption of FP 
Dual. The need for more qualified personnel was not intended to increase job positons availability, but 
to replace unprepared personnel to carry out their functions or to cover open positions that were not 
occupied. The economic limitations of companies (especially those that had not yet implemented the 
model) led to the search for specialized professional profiles, but conditioned by the business 
dimension and budget allocation. 

4.2 Expectation about the future of FP Dual 
Regarding the expectations about the future of FP Dual, the companies that had implemented this 
model changed their priorities when compared to the initial motivations. Thus, for the majority of 
respondents the most relevant expectation was to have a selection of potential candidates to be able 
to incorporate into future job positions. Joint training between the educational center and the company 
helps to minimize hiring risks and to train very specialized professionals 

The new workers trained in the FP Dual stand out for the reduction of the learning curve when they 
are incorporated to their professional functions and fit in the culture of the company from the 
beginning, facilitating the integration in the workforce. In the training process, the students coexist with 
the company workers; they learn the more technical aspects related to their position and the specific 
dynamics of each company. Thanks to this experience, they become very good candidates and 
particularly suitable to be hired. 

Others companies replied that their motivations were about the social impact of the FP Dual could 
have. Therefore, in some responses, the desire to collaborate in the transformation of the young 
people labor incorporation system and to create new employment opportunities is spotted. However, 
the benefits of having professionals trained and committed to further incorporations are subsequently 
valued with pragmatism. The FP Dual allows companies to receive professionals with specific training 
and to fulfil open positions due to workforce growth or renewal. The model is consistent and makes 
explicit the CSR companies policies. 

Applying a clustering technique, the answers to the open questions can be grouped in five sections. 
The first section accumulates the majority of replies (Figure 2): 

• The access to specifically qualified personnel and trained to fit into the company culture.   

• Support for young people in the labor market 

• The optimization of the costs of the labor incorporation in the company. 

• Support and promotion of FP Dual model in Spain in different sectors and types of company. 

• Improving the reputation of the company through CSR. 

 
Figure 2. Long term benefits for the companies. 

Source: elaborated by the authors. 

4.3 Results obtained from the FP Dual implementation 
The directors of Human Resources and Training department of the companies with students from the 
FP Dual have already an informed opinion on the results obtained in the project. The surveyed 
companies had implemented the FP Dual model for the last three years. The most positive arguments 
that are emphasized are the relation of the students with the existing staff and the relation with the 
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school. In this sense, it must be taken into account that the "employer" role of companies puts them in 
a position of "prestige" in relation to schools and students. 

The student, during his formative process in the company, deals with different departments and is 
integrated as a normal employee. However, in some cases, the welcome of the students by the unions 
is less positive than the acceptance by the staff. The cause is that the trade unions fear the precariat 
jobs which, in their view, can hide this model of training. 

For Human Resources and Training managers, prompt and constant communication of the project and 
transparency with the unions is fundamental for the initiative to be seen as an opportunity to contribute 
to reduce youth unemployment in Spain. This does not involve the hiring of cheap and precarious 
labor force to replace permanent jobs. 

For the company, the relationship with schools is another highly valued indicator. The school-firm 
partnership depends on the predisposition to constant communication and the flexible issues 
resolution. 

The high investment in human resources to implement and manage the FP Dual model and the 
moderate productivity provided by the students leads to a less positive assessment about these 
aspects. In spite of this, as the actors are aware of a long-term investment in order to obtain future 
talented candidates for the companies and to help the development of the country, this 
counterbalance does not condition the adoption of the model (Figure 3). 

Among the FP Dual companies, 64% have between 1 and 5 trainees. 4% of the companies receive 
more than 50 apprentices, and 8% more than 20. There is no direct correlation between the number of 
apprentices received and the size of the company. Most respondents note that they prefer to 
implement the FP Dual model progressively, according to the project management capacity. It should 
be taken into account that each trainee involves several members of the staff, both for administrative 
management and for training and monitoring and for the relationship with schools. 

In general terms, the complexity of the administrative management and the necessary resources 
compel companies to lodge a few companies commit to welcome more students.  

On the other hand, companies express their difficulties in finding candidates for FP Dual. 

 
The answers are classified in order of importance and their presentation follows a left (+ priority) order  
to the right (- priority). 

Figure 3. Evaluation of the results of the implementation of FP Dual in the 50 companies  
that have already implemented the FP Dual model. 

Source: elaborated by the authors.  

5 CONCLUSIONS 
The developed research reflects the increasing protagonist of the FP Dual model and the implied 
relationship between Alianza, companies and educational centers. The conclusions about the 
implementation of the model and the related challenges are diverse. 

Thus, the original motivation of the companies is the Corporate Social Responsibility and the 
commitment to increase Spanish youth employability. However, the main objective is pragmatic and 
consists in the selection and training of qualified personnel. 

The impact of FP Dual is very positive in the existing workforce. It is an appropriate tool to get the 
company closer to the educational network. In average, there are is 1-5 apprentices per company per 
FP Dual project, with a probability of hiring of 50% of FP Dual graduates. The contractual model is the 
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training scholarship in 80% of cases, thanks to the lack of agility, flexibility and administrative difficulty 
of the training contract. 

The main success factors are the role of tutors (not perceived as a cost, but as an inversion) and an 
adequate selection of candidates. The main obstacles to the development of FP Dual are bureaucracy 
and lack of candidates. 

The main drivers of FP Dual in Spain are the “Alianza para el FP Dual” and the schools. The task of 
the “Alianza para el FP Dual” focuses on initial support for the model implementation in companies 
and business lobbies.  
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