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Die vorliegende Kurzfassung stellt die zentralen Ergebnisse der Kosten-Nutzen-Erhebung der Lehrausbildung 
in Österreich dar, die im Rahmen der Hintergrundanalyse zur Wirksamkeit der betrieblichen 
Lehrstellenförderung gemäß §19c BAG durchgeführt wurde. Dazu wurde eine Online-Befragung bei 
ausbildungsaktiven Betrieben (n=581) durchgeführt. Bei der Erhebung wurde ein international bewährtes 
Instrument eingesetzt. Es werden die Bruttokosten, der Wert der produktiven Leistungen und die 
Nettokosten differenziert nach Lehrjahren, branchen- und betriebsspezifischen Kategorien beschrieben. 
Dabei zeigt sich eine hohe Streuung der betrieblichen Kosten-Nutzen-Verhältnisse. Basierend auf den 
Ergebnissen werden am Ende Weiterentwicklungspotenziale der Lehrausbildung in Österreich aufgezeigt. 
 
Schlagworte 
Österreich, Qualität und Professionalisierung, Lehrausbildung, Kosten-Nutzen-Analyse, Ausbildungsqualität 
 
 
 
Abstract en 
The present report presents the main results of a cost-benefit analysis conducted in the context of a back-
ground analysis on efficacy of grants for training companies of the apprenticeship system. For this purpose 
an online survey in training-active firms (n=581) was carried out. Thereby an internationally proven survey 
instrument and calculation model was applied. In this report we describe the main results in terms of gross 
costs, the value of productive work and the net costs/earnings differentiated by progress in apprenticeship, 
sector and company specific categories. The results show a high spread of the cost-benefit ratio between 
individual companies. Finally we propose potentials for further development of the apprenticeship training 
in Austria. 
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Company survey on the costs and benefits of apprenticeship training in 
Austria 

I. Company-based training as an investment 

In Austria, a major share of the demand for skilled workers is met by recruiting and training young people in 
an apprenticeship programme (dual training). Every year, some 40% of all young people take up an 
apprenticeship at the upper secondary level. Apprenticeship training forms a central part of the Austrian 
education system. 

Supply and demand in company-based apprenticeship training are significantly determined by market econ-
omy principles. The companies offer training places and the young people ask for a certain form of training 
to be provided (in the form of a career wish). In Austria, apprenticeship training competes with full-time 
school-based vocational education and training (VET) programmes. 

For company-based apprenticeship training to be successful, both suitable institutional framework condi-
tions and also the companies’ willingness to provide initial vocational education and training (IVET) are re-
quired. This is demonstrated by offering a relevant training programme to be attended by young people. 
Here the companies are in economic competition and, accordingly, need to orient their entrepreneurial ac-
tivities towards a business rationale. The economic human capital theory (Becker, 2009) is based on the as-
sumption that the companies’ willingness to provide training is determined by the economic cost-benefit 
ratio resulting from their training commitment. Basically it is assumed that companies become active as 
training providers if they generate a positive net benefit from the training, that is: if the benefit exceeds the 
costs of the training. Depending on the motive for training, different time horizons can be defined for the 
analysis at company level. Where production-oriented reasons are in the foreground, the cost-benefit ratio 
obtained in the course of the training will be decisive for whether companies become active as training pro-
viders. Where the companies pursue an investment-oriented motive (such as to cover their own need for 
skilled workers), the benefit arising after the training (savings in recruitment costs by employing the trained 
apprentices) will also be included in an extended cost-benefit analysis. This approach briefly outlined here 
provided the theoretical basis for the analysis of the training activity of companies.1 

II. Institutional framework conditions and the companies’ scope for designing 
training 

Apprenticeship training is an institutionalised part of the Austrian education system but is based on 
distinctive regulations due to its company-based character. Basically, apprenticeship training is legally 
regulated by the Vocational Training Act (Berufsausbildungsgesetz or BAG). The details of company-based 
training are laid down in an apprenticeship contract concluded between the training company and the 
apprentice. Here the apprenticeship contract forms an employment relationship with special agreements 
concerning the training. The companies are entitled to use the apprentices’ performance productively and, 
in return, commit themselves to providing particular training services in a regulated training occupation. The 
apprentices receive a reduced training wage (apprenticeship remuneration), the amount of which is 
specified as the minimum wage payable based on the respective sector’s collective agreements. About 80% 

                       
1
 This survey was conducted as part of a larger project commissioned by the Federal Minis-

try of Science, Research and Economy (bmwfw) with the objective of presenting a “Back-

ground analysis of the effectiveness of subsidies for in-company training places (based on 

§19c of the Vocational Training Act)” (cf. Dornmayr, Schlögl, Mayerl, & Winkler, 2016). 
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of the training time is spent at the company and some 20% at part-time vocational school. This school type 
aims to supplement the company-based part of training and teach general education contents. Depending 
on the occupational profile, training lasts between two and four years. 

Overall, apprenticeship training is regulated by a large number of legal provisions and collective bargaining 
agreements. For the design of the training, these institutional framework conditions are laid down for the 
companies and determine the functioning of the system to a considerable extent (cf. Muehlemann, Pfeifer, 
Walden, Wenzelmann, & Wolter, 2010, for example). The institutional framework conditions basically define 
the conditions for the companies’ decisions on training provision. But the companies have much leeway in 
their decision on the timeframe during which the apprentices are involved in productive work processes and 
the creation of quality-related framework conditions for learning processes that are integrated into the work 
environment; in short: which form of training they apply in company-based training. 

III. Cost-benefit analysis 

In the Austrian analysis, a cost-benefit analysis model was used which is also the basis of periodical studies 
conducted in Germany and Switzerland (cf. most recently Schönfeld, Wenzelmann, Dionisus, Pfeifer, & Wal-
den, 2010; Strupler, Wolter, & Moser, 2012). This means that the results can basically be compared interna-
tionally with the German-speaking neighbouring countries. 

Table 1: Overview of the costs and earnings components 

Gross costs Wage costs for apprentices, personnel costs for IVET trainers, person-

nel costs for administration and recruitment, equipment and material 

costs, other costs 
Value of productive work   Defined as the monetary value of the apprentices’ activities, broken 

down into “simple” tasks (requirement level: semi-skilled/unskilled 

labour) and “difficult” tasks (skilled labour). Regarding the monetary 

assessment of the performance of difficult tasks it is assumed that an 

apprentice who undergoes training will only reach a relatively reduced 

productivity level (performance level) compared with an average 

skilled worker during the training period. To calculate the perfor-

mance level, only the days when the apprentice is present at the 

company are taken into account (excluding the days at part-time 

vocational school). 
Net earnings  The value of productive work minus gross costs. Where the value of 

productive work is higher than the gross costs, the company will have 

net earnings. Where the gross costs exceed the productive value, the 

company will have negative net earnings (or net costs). 
Recruitment-related 

opportunity earnings 
Costs of job ads, expenses related to job interviews, external consult-

ing services, reduced output during the familiarisation period, course 

costs and expenses for staff to train skilled workers who are newly 

recruited from the external labour market. 

Source: Strupler u. a., 2012, p. 40ff, öibf adjustments. 

The gross costs comprise the wage costs for apprentices (apprenticeship remuneration, 13th and 14th 
remuneration, special payments and employers’ contributions), personnel costs (IVET trainers, staff for 
administration and recruitment), equipment costs, material costs and other cost items. The earnings’ value is 
defined as the monetary value of the apprentices’ work, broken down into “simple” and “difficult” tasks. 
Simple tasks are those that can be carried out by semi-skilled/unskilled workers. Difficult tasks are those that 
are carried out by a qualified skilled worker in the respective profession. Here it is assumed that the 
apprentice who undergoes training will only reach the relative productivity level (referred to as performance 
level) of an average skilled worker. 
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Net earnings are obtained by subtracting the gross costs from the value of productive work. Net costs or 
negative net earnings are recorded if the gross costs of apprenticeship training are higher than the benefit in 
the form of productive work. Net earnings will be positive if the benefit in monetary terms exceeds the gross 
costs. 

Training companies will have other earnings after providing the training if they employ their trained 
apprentices in an employment relationship as skilled workers immediately afterwards to cover their demand 
for skilled labour, thus saving on the costs for recruitment from the external labour market. Recruitment 
costs comprise the costs of job ads, expenses related to job interviews, external consulting services, reduced 
output during the familiarisation period, course costs and expenses for staff who familiarise newly recruited 
skilled workers with the work. 
 

Methodical notes on the sample: 

To collect data related to the cost and benefit dimensions of apprenticeship 
training, an online survey was conducted among companies that are active 
training providers. The net sample totalled 581 training companies. The survey 
population comprised companies that were active in training in at least one of 
the twenty most popular apprenticeships2 at the key date 1 October 2014. The 
sample was not weighted and therefore does not claim to be completely 
representative. Field work was carried out by Integral GmbH between the 
beginning of June and the end of September 2015. For the data collection, exist-
ing survey instruments from Switzerland were used that had been applied there 
for the latest survey (Strupler u. a., 2012). For the present purpose, this 
instrument was only adjusted slightly to meet Austrian language rules. 

IV. Gross costs, the value of productive work, and net costs 

Total annual gross costs per apprentice amount to an average of € 19,739 in the first, € 22,274 in the second, 
€ 26,528 in the third apprenticeship year and (for apprenticeships with a duration of three and a half years) 
€ 17,164 in the six months of the fourth apprenticeship year. The breakdown of the cost structure reveals 
that the wage costs to be paid for apprentices (mainly the gross apprenticeship remuneration) constitute the 
main cost dimension and that the shares total between 57% in the first apprenticeship year and 75% in the 
fourth. Personnel costs for IVET trainers and administration expenses amount to between one third and one 
fifth of the overall costs, depending on the apprenticeship year. Other equipment costs, material costs and 
other cost items to be considered in apprenticeship training make up a small share percentage-wise 
(between six and eight percent, depending on the apprenticeship year). 

Figure 1 : Gross costs, the value of productive work, and net costs 

                       
2
 The twenty most popular apprenticeships are understood as the twenty apprenticeships 

with the highest apprentice figures across all sectors and segments in company-based 

training. 
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Source: öibf company survey 2015 (n=581 companies active in training). – Note: In the fourth apprenticeship year, only 
the values of apprenticeships with a duration of three and a half years are displayed in relation to the half year. 

The monetary value of productive work is determined by the productive work generated by the apprentices 
by performing simple tasks (semi-skilled/unskilled worker’s level) and difficult tasks (skilled worker’s level) in 
the course of their learning processes that are integrated into the work environment. The value of 
productive work per apprentice amounts to an average of € 17,130 in the first, € 19,142 in the second, 
€ 22,010 in the third apprenticeship year and (for apprenticeships with a duration of three and a half years) 
€ 13,128 in the six months of the fourth apprenticeship year. Productive work largely results from the 
performance of simple tasks during training (share in overall earnings: 87% in the first apprenticeship year, 
73% in the second apprenticeship year, 56% in the third apprenticeship year and 38% in the six months of 
the fourth apprenticeship year). It is only in the six months of the fourth apprenticeship year that earnings 
from difficult tasks exceed those from simple tasks. The largest part of the working time at the company in 
the entire training period is marked by an activity structure with a rather low requirement level. 

When the gross costs of apprenticeship training are subtracted from the value of productive work generated 
by apprentices during the training, this equals the net earnings. The average net earnings are negative in all 
apprenticeship years because the gross costs are on average higher than the earnings. In the first 
apprenticeship year, net earnings are € -2,609, in the second apprenticeship year € -3,132, in the third 
apprenticeship year € -4,518 and in the six months of the fourth apprenticeship year (for apprenticeships 
with a duration of three and a half years) € -4,036.  

An unexpected outcome of the study is that the negative net earnings increase with every apprenticeship 
year. The gross costs rise more strongly with every apprenticeship year than the value of productive work. 
The central finding of the overall analysis is that between 83% (in the third apprenticeship year) and 87% (in 
the first apprenticeship year) of the gross costs are offset by the productive earnings generated by the 
apprentices. 

V. High spread of the companies’ net costs/net earnings 

The explanations above provide an overview of the average gross costs, the productive earnings and net 
earnings. The previous results were described by using the measure of central tendency “arithmetic mean”, 
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which reduces a frequency distribution to one value. But the results suggest a wide variance of the values of 
cost and earnings dimensions. 

Figure 2 shows the distribution of net earnings in an overview by apprenticeship years. The green area of the 
distribution in each case illustrates the number of companies that generate net earnings from the training. 
The red area displays the number of companies which have negative net earnings from the training. Overall, 
the distribution of net earnings in all apprenticeship years approximates a normal distribution – shifted more 
or less far from the zero point –, with the distribution shifting to the left as the length of the apprenticeship 
increases, which means that over time more companies accrue net costs (negative net earnings). Depending 
on the apprenticeship year, between 32% (in the third apprenticeship year) and 45% (in the first 
apprenticeship year) generate positive net earnings. 

Figure 2: Histogram of the net earnings in apprenticeship training broken down by apprenticeship years  
(absolute frequency distribution) 

 
Source: öibf company survey 2015 (n=581 companies active in training).  – Note: In the fourth apprenticeship year, only 

the values of apprenticeships with a duration of three and a half years are displayed in relation to the half year. 

VI. High spread of costs and productive work depending on the companies’ and sec-
tor-specific characteristics 

Figure 2 confirms that the net costs vary significantly depending on the training company. It can be assumed 
that a part of this variance can be explained by sector-, company- and apprenticeship occupation-specific 
characteristics. The values are statistically presented according to different characteristics in Table 2. 

First of all, different cost and earning structures can be found depending on the duration of apprenticeships. 
Most apprenticeships with a duration of three and a half years are modular apprenticeships (such as metal 
technology and electrical engineering), where the training time and organisation are structured into 
modules. These apprenticeships also have slightly higher gross apprenticeship remunerations. Therefore, 
apprenticeships with a duration of three and a half years are connected with higher gross costs. As the 
learning process is also designed for a longer period of time, the dynamic in the value of productive work 
also differs compared to three-year apprenticeships. Overall, a more positive cost-benefit ratio can be found 
for three-year apprenticeships than for those with a duration of three and a half years. 
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In an analysis by sectors, different amounts of gross costs become apparent, which are due to different gross 
apprenticeship remunerations. The amount of these apprenticeship remunerations is laid down in sector-
specific collective agreements. Gross costs in industry are about 1.4 times higher than in the tourism/leisure 
sector. Gross costs are also comparatively low in commerce. The crafts and trades sector is located in the 
middle and includes apprenticeships with low remunerations (body care: hairdresser and wigmaker) and 
high apprenticeship remunerations (construction, building technology: bricklayer). The values of productive 
work are less differentiated in absolute terms. Considering the sector-specific wage levels, however, 
apprentices in low-wage sectors need to be employed productively to a higher extent in order to generate 
the same value in absolute terms. Overall, this leads to sector-specific differences in cost-benefit ratios. The 
lowest net costs are recorded for the commerce and tourism/leisure sectors whereas industry has by far the 
highest net costs. For industry, investment-oriented training motives (covering the future demand for skilled 
workers) in particular are probably in the foreground. 

Results differentiated by apprenticeship groups reveal a similar pattern in analogy with the sector-specific 
analysis. Also here, the net costs are characterised by considerable ranges even though the differences are 
more moderate. Relatively low net costs are found in the apprenticeship groups of office/administration and 
in the tourism and catering occupations whereas high net costs can be observed in the occupational groups 
of metal technology, commerce and trade, as well as construction/building technology. 

Differences according to training company size are small. On average, larger training companies record 
slightly higher net costs than smaller training companies. This difference can probably be explained mainly 
by the higher wage level of apprentices in larger training companies. 
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Table 2: Detailed overview of gross costs, value of productive work and net costs per apprentice and apprenticeship year (mean values in euros) 

 Gross costs Value of productive work  Net earnings  
 1st a. y. 2nd a. y. 3rd a. y. 4th a. y. 1st a. y. 2nd a. y. 3rd a. y. 4th a. y. 1st a. y. 2nd a. y. 3rd a. y. 4th a. y. 

Total 19,739 22,274 26,528 17,164 17,130 19,142 22,010 13,128 -2,609 -3,132 -4,518 -4,036 

Apprenticeship duration              

Three years  18,870  21,446  25,590   -  17,845  19,337  22,191   -  -1,025 -2,109 -3,398 - 

Three and a half years  21,121  23,736  28,125  17,164  16,028  18,824  21,781   13,128  -5,092 -4,912 -6,343 -4,036 

Sector              

Crafts and trades  18,818  22,125  26,833  16,189  17,007  19,261  21,765   12,502  -1,811 -2,864 -5,068 -3,687 

Industry 25,112  27,672  31,900  19,713  16,922  19,146  23,095   14,712  -8,190 -8,527 -8,805 -5,001 

Commerce  18,779  19,950  24,228  (17,466)  17,874  18,290  21,486   (10,744)  -905 -1,660 -2,742 (-6,722) 

Transport and logistics   (15,129)   (33,547)   (19,715)   -  (14,4579  (18,687)  (12,462)   -  (-672) (-14,860) (-7,253) - 

Tourism and leisure  19,544  21,040  22,882  (19,488)  17,416  19,284  21,520   (14,175)  -2,128 -1,756 -1,362 (-5,313) 

Information and consulting  (19,722)   (22,024)   (25,265)  (15,654)  (17,117)  (21,225)  (28,610)   (13,922)  (-2,606) (-799) (3,345) (-1,733) 

Other 19,126   (18,763)   (27,449)  (15,595)  16,885  (18,701)  (23,081)   (12,491)  -2,241 (-62) (-4,368) (-3,104) 

Groups of apprenticeships              

Construction/building technology 21,261  24,515  29,632  - 19,777  22,291  24,541   -  -1,484 -2,224 -5,091 - 

Office/administration 19,373  21,346  23,615  - 19,077  20,334  24,690   -  -296 -1,012 1,075 - 

Electrical engineering 19,251  21,287  27,162  16,202  16,106  19,092  22,328   13,071  -3,145 -2,195 -4,834 -3,131 

Commerce  18,297  20,173  25,799  -  15,312  17,089  19,772   -  -2,985 -3,084 -6,026 - 

Wood/paper (15,129)  19,351  (24,353)  -  (15,382)  16,525  (20,138)   -  (254) -2,826 (-4,216) - 

Information/communication (19,533)  (20,204)  (20,793)  (13,839)  (24,118)  (20,250)  (23,256)   (13,996)  (4,586) (46) (2,464) (157) 

Body care (11,438)  (14,781)  (17,178)  -  (16,769)  (15,728)  (14,989)   -  (5,331) (947) (-2,189) - 

Metal/vehicles 22,659  25,672  29,201  18,114  14,818  18,472  21,327   13,095  -7,841 -7,200 -7,874 -5,018 

Tourism/catering 19,006  20,956  23,132  (19,488)  17,247  18,963  21,237   (14,175)  -1,758 -1,992 -1,895 (-5,313) 

Size of training company             

Up to 9 employees 15,853  20,126  23,971  15,677  15,049  16,571  19,847   11,950  -803 -3,556 -4,123 -3,727 

10-49 employees 19,926  21,469  26,273  16,874  17,948  19,766  22,001   13,784  -1,978 -1,702 -4,271 -3,090 

50-249 employees 21,595  24,400  27,576  17,668  17,454  19,460  22,758   13,262  -4,141 -4,940 -4,818 -4,406 

More than 249 employees 22,274  25,273  30,431  (19,550) 17,498  20,733  24,658   (13,208)  -4,776 -4,540 -5,773 (-6,341) 

In-company training classes             

Yes 21,419  25,050  30,000  18,935  15,063  18,047  20,597   12,683  -6,356 -7,003 -9,403 -6,252 

No 19,155  21,145  25,351  16,369  17,863  19,588  22,503   13,417  -1,292 -1,557 -2,848 -2,952 
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Source: öibf company survey 2015 (n=581 companies active in training).  – Notes: Values between () indicate that the cell had fewer than 20 answers and they are therefore 
characterised by high statistical uncertainty. – Negative values can be understood as net costs and positive values as net earnings. – In the category “Apprenticeship 
duration”: four-year apprenticeships (=gastronomy expert) are not displayed due to the low number of answers. 
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VII. Wide leeway for companies due to learning processes that are integrated into 
work  

As briefly outlined above, training companies enjoy wide scope for designing the apprentices’ learning 
processes which are integrated into their work. A broad indicator of the form of training provided by the 
company is the distribution of learning processes over time (simple and difficult tasks as well as periods of 
practice) when the apprentices are at the company (not counting their days at part-time vocational school 
and vacation days). By opting for a particular form of training, the companies can influence the value of 
productive work and thus the overall cost-benefit ratio. 

Training companies which involve their apprentices in productive work processes for longer periods of time 
have a better cost-benefit ratio, which is due to the higher value of productive work combined with lower 
costs (for training workshops, practice material, etc.). Of particular note is the observation that companies 
state they have a higher performance level3 if apprentices are involved more intensely in the work process 
by delegating difficult tasks to them. Although these findings do not allow any direct causal relationship to 
be derived, they are nevertheless plausible when studying research findings on company-based training: the 
development of a high competence level mainly occurs in well thought-out learning processes that are 
integrated into the work environment and are at a higher requirement level. Repetitive tasks hardly ever 
lead to potential for competence development (Rauner, 2007). 

The performance level can be seen as an indicator for the development of professional competence (which 
is one training objective based on §1a BAG). The average performance level specified by the companies is 
24% in the first, 43% in the second, 63% in the third, and 73% in the fourth apprenticeship year. 

The findings reveal that, although apprentices increasingly take on difficult tasks as their training progresses, 
they still spend more time performing simple rather than difficult tasks even in their third apprenticeship 
year. Overall, therefore, learning processes that are integrated into the working environment are character-
ised by a rather low requirement level in Austria. 

VIII. Investment as the key training motive: high potential savings with recruitment 
costs when a high number of apprentices stay working in the company as em-
ployees after the training 

The descriptions above focus on the cost-benefit ratio to be achieved by companies while providing training. 
But a major part of the benefit will not arise for companies until after the training when they employ 
apprentices as fully qualified skilled workers to cover their own demand for skilled labour. This results in 
savings (in the search for staff, familiarisation periods) in the amount of the costs that would have accrued 
when recruiting external skilled workers without training apprentices or employing apprentices after their 
training. This is based on the assumption that apprentices trained by the company itself can be employed 
fully as skilled workers immediately after the training because they have already acquired the specific 
knowledge required at the company during the training. But only those companies that employ their 
apprentices as skilled workers will enjoy this benefit after the training. 

Figure 3: The main training motives of training companies 

                       
3
 The companies were asked to give an assessment of the apprentices’ performance level 

compared with an average skilled worker. 
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Source: öibf company survey 2015 (n=581 companies active in training). 

 

When asking the companies directly for their motives, investment-oriented motives are decisive for their 
training activity (Figure 3). Of vital importance here are motives connected with their ability to cover their 
demand for skilled workers against the background of a lack of qualified skilled workers on the labour 
market and the possibility to train skilled workers who precisely meet the needs of the company. 
Production-oriented motives during the training (such as saving on semi-skilled/unskilled labour) are less 
decisive for the companies, however. 

Table 3 lists the average recruitment costs for companies that are active as training providers, which means 
the costs indicated by the companies for the recruitment of external skilled workers on the labour market. 
These costs can be saved when training apprentices if the trained apprentices are employed as skilled 
workers immediately after the training. 
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Table 3: Average recruitment costs of companies which are active as training providers (mean values in 
euros) and apprentices remaining in the company one and three years after graduation 
(figures in percent) 

 
Recruitment 

costs 
Remaining after 

one year 
Remaining after 

three years 

Total 10,398 63% 47% 

Apprenticeship duration     

Three years  9,437 59% 43% 

Three and a half years  12,433 70% 54% 

Sector     

Crafts and trades  10,262 64% 47% 

Industry 13,401 78% 65% 

Commerce  10,191 68% 52% 

Transport and logistics  (19,852) (80%) (70%) 

Tourism and leisure  5,430 42% 26% 

Information and consulting (18,088) (59%) (41%) 

Other (16,365) (49%) (45%) 

Source: öibf company survey 2015. – Notes: Only companies that have actively recruited a skilled worker in the respec-
tive or a related occupation in the last three years. – The indicated recruitment costs always refer to the given 
or a related occupation. – Values between () indicate that the cell had fewer than 20 answers and they are 
therefore characterised by high statistical uncertainty. 

The calculation of the recruitment costs gives total costs of remarkable size. Companies which are active 
training providers state that the average recruitment costs total more than € 10,000 for every newly 
employed skilled worker. The recruitment costs again vary considerably between sectors. This can be largely 
explained by familiarisation periods of different length with a reduced output of the newly employed skilled 
workers. 

Overall, the companies which are active training providers estimate that, after the end of the training, an 
average of 63% of skilled workers trained in the company are still employed there after one year and 47% 
after three years. This means that an average training company which covers its need for skilled workers by 
training apprentices also generates significant savings of corresponding size in the long term thanks to its 
training commitment. An analysis across all companies therefore reveals that the negative net earnings can 
be largely offset by the earnings which result from the savings in the recruitment of external skilled workers. 

A detailed analysis shows a connection between recruitment costs and the proportion of previous 
apprentices employed as skilled workers after graduation. The sector of industry, for example, has high 
recruitment costs and high rates of employment of apprentices, whereas recruitment costs and employment 
rates are low in the sector of tourism/catering. From an economic perspective, this finding is plausible. The 
higher the costs for the recruitment of skilled workers on the external labour market, the higher the savings 
achieved through the training and later employment of apprentices, that is: the sooner apprenticeship 
training will pay off in the long term. 

IX. International comparison of three-year apprenticeships 

Like in Austria, there is also a well developed dual training system in Germany and Switzerland. These two 
important reference countries carry out cost-benefit analyses at regular intervals. These findings are com-
pared for three-year apprenticeships in Table 4 as an overview. 
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In all countries, both the gross costs and the value of productive work increase with every apprenticeship 
year. However, both the dynamic and the ratio of costs compared to earnings are different. In Switzerland, 
training companies generate positive net earnings on average, whereas in Germany and in Austria the costs 
exceed the value of productive work in all apprenticeship years. 

Table 4: International comparison of gross costs of three-year training occupations (mean values in euros) 

 Gross costs Productive work  Net earnings  

Austria (in EUR)    

1st apprenticeship year 18,870 17,845 -1,025 

2nd apprenticeship year 21,446 19,337 -2,109 

3rd apprenticeship year 25,590 22,191 -3,398 

Germany (in EUR)    

1st apprenticeship year 13,925 10,638 -3,286 

2nd apprenticeship year 15,024 12,574 -2,451 

3rd apprenticeship year 16,121 15,922 -199 

Switzerland (in CHF)    

1st apprenticeship year 27,066 26,867 -200 

2nd apprenticeship year 27,364 30,633 3,269 

3rd apprenticeship year 31,985 37,628 5,643 

Source: öibf company survey 2015, Schönfeld u.a. (2010), Strupler u.a. (2012). – Note: exchange rate CHF-EUR on 31 
July 2010: 1 CHF = 0.74 EUR. 

The different dynamic of gross costs and productive work is also remarkable. In Germany and Switzerland, 
productive work increases more strongly than the costs; in Austria, however, the costs increase more 
strongly than earnings. This has the result that net earnings in Germany and Switzerland move in a positive 
direction with every apprenticeship year whereas they become more negative in Austria with every 
apprenticeship year. 

A first international comparison in the form of an overview already reveals the different basic ways the 
training systems work in the German-speaking countries. In Switzerland, earnings are positive where the 
companies apply production-oriented learning schemes which are integrated into the work environment and 
encourage the apprentices’ development of professional competences by taking on difficult tasks at skilled 
worker’s level. This is reflected in long periods of time spent performing difficult tasks (Strupler u.a., 2012, S. 
122f) and a higher performance level. As early as in the second apprenticeship year, the periods of time 
spent carrying out difficult tasks exceed the periods spent on simple tasks. At the same time, wage 
differences between apprentices and skilled workers are higher, which leads to an increased substitution 
effect. 

In Germany, however, there is an investment-oriented logic in the way training is designed (Dionisius u. a., 
2008). This is expressed in two ways: (1) a higher share of the overall learning time is spent outside the 
company and (2) importance is attached to learning processes that are integrated into work and which take 
place when apprentices carry out difficult tasks at skilled worker’s level. This investment-oriented logic of 
training as pursued in Germany is in contrast with lower remunerations for learners than in Austria. 

The extent of productive involvement of apprentices is very high in Austria in an international comparison 
but apprentices are mostly used for simple tasks at the level of semi-skilled/unskilled workers. The extent of 
learning processes which are integrated into work in difficult tasks at skilled worker’s level is comparatively 
less pronounced, which corresponds with a rather low performance level. The learning situations of 
apprentices in company-based training are characterised by a comparatively low requirement level. 
Correspondingly, based on information provided by companies, apprentices at the end of apprenticeship 
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training only reach about two thirds of the level of an average skilled worker. The high value of productive 
work is therefore largely generated through the performance of unskilled activities. 

X. Conclusions 

The findings of the cost-benefit analysis conducted at training companies reveal that negative net earnings 
accrue during the training for an average of all questioned companies. But behind the measure of central 
tendency “mean” there is a high variance of net earnings. Therefore the companies’ reality as indicated by 
the cost-benefit ratio can only be portrayed insufficiently by using a mean value. Another analysis shows that 
there is a large share of companies which are faced with (partly high) training costs, but that there is also a 
relevant share of companies that generate (partly significant) net earnings with their company-based 
training activity. Therefore the findings suggest that the companies have wide leeway in their choice of the 
form of training they apply, which leads to different cost-benefit ratios for them. If the period of observation 
after the training phase is extended to include the employment of skilled workers trained at the company 
itself, thus covering its demand for skilled workers, any negative net earnings accrued during the training can 
almost be offset by the savings in the recruitment of external skilled labour. Actually a clear majority of the 
companies state that covering their own demand for skilled workers is a motive for their training activity. 
Against the background of this training rationale, an appropriate assessment of the cost-benefit ratio must 
therefore extend beyond the training period. Based on these findings it can be concluded that 
apprenticeship training is profitable for most training companies in the short term (during the training) or at 
least in the long term (after the provision of training due to coverage of their own demand for skilled 
labour).  

The legal objective of the training is the development of professional competence (§1a BAG). Accordingly, 
companies offer a training service with a reduced wage for the learners during the training (the gross 
apprenticeship remuneration). This training service can be implemented by applying different forms of in-
company training, which manifest themselves in different cost-benefit ratios, however: the choice of the 
company’s form of training (designing company-based learning in the work process) and the net earnings 
achieved through training are closely linked. Various indicators show that learning situations which are 
integrated into work are characterised by high productive involvement but a low requirement level 
(unskilled worker’s level) in an international comparison. It is well known from research on vocational 
training that the performance of simple tasks with a low requirement level can only lead to the development 
of low learning potential and can therefore hardly make a contribution to occupational competence 
development regarding the specified objective of “professional competence”. This also corresponds with a 
lower performance level compared with an average skilled worker. Increasing the productive involvement at 
skilled worker’s level and raising the performance level lead to clearly better cost-benefit ratios during the 
training. The implementation of systematic training management at company level which focuses on well 
thought-out learning processes that are integrated into work and instructed appropriately from the 
perspective of development logic could therefore lead to an improved cost-benefit ratio. 



Company survey on the costs and benefits of apprenticeship training 

öibf  / 17 

XI. Literaturverzeichnis/Bibliography 

Becker, Gary S. (2009). Human Capital: A Theoretical and Empirical Analysis, with Special Reference to 
Education. University of Chicago Press. 

Dionisius, Regina, Muehlemann, Samuel, Pfeifer, Harald, Walden, Günter, Wenzelmann, Felix & Wolter, 
Stefan C. (2008). Cost and Benefit of Apprenticeship Training-A Comparison of Germany and Switzerland. ZA 
Discussion Papers, (3465). Abgerufen von http://hdl.handle.net/10419/34791 

Dornmayr, Helmut, Schlögl, Peter, Mayerl, Martin & Winkler, Birgit. (2016). Synthesebericht der ibw-öibf-
Studie „Hintergrundanalyse zur Wirksamkeit der betrieblichen Lehrstellenförderung (gemäß 19c BAG)“. 
Wien: ibw, öibf. 

Muehlemann, Samuel, Pfeifer, Harald, Walden, Günter, Wenzelmann, Felix & Wolter, Stefan C. (2010). The 
financing of apprenticeship training in the light of labor market regulations. Labour Economics, 17(5), 799–
809. doi:10.1016/j.labeco.2010.04.006 

Rauner, Felix. (2007). Kosten, Nutzen und Qualität der beruflichen Ausbildung (No. ITB-Forschungsberichte 
23/2007) (S. 33). Bremen: Universität Bremen. Abgerufen von 
http://www.ssoar.info/ssoar/bitstream/handle/document/36603/ssoar-2007-rauner-
Kosten_Nutzen_und_Qualitat_der.pdf 

Schönfeld, Gudrun, Wenzelmann, Felix, Dionisus, Regina, Pfeifer, Harald & Walden, Günter. (2010). Kosten 
und Nutzen der dualen Ausbildung aus Sicht der Betriebe. Ergebnisse der vierten BIBB-Kosten-Nutzen-
Erhebung. Bonn: W.Bertelsmann Verlag. 

Strupler, Mirjam., Wolter, Stefan C. & Moser, Martina. (2012). Die duale Lehre: eine Erfolgsgeschichte - auch 
für die Betriebe : Ergebnisse der dritten Kosten-Nutzen-Erhebung der Lehrlingsausbildung aus der Sicht der 
Betriebe. Zürich: Rüegger. 

 

 



Company survey on the costs and benefits of apprenticeship training 

öibf / 18 

 


