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The transfer of dual training policies from German-speaking 'dual systems' to low- and middle-

income countries (LMICs) involves the recontextualization of complex institutional arrangements

across very different settings. Labour markets, social protections, and state-employer relations,

among other factors, vary substantially between ‘donors’ and ‘recipients’, and between diverse LMIC

contexts, and replication of dual institutional legacies is not possible. 

Most recipient countries look to dual training (DT) to improve the relevance of school-based TVET

through more workplace learning. Very often, a dual model of training delivery is adopted without

altering the state-led governance structure of the TVET system. While German-speaking countries

rely on the tripartite model of TVET governance (state, employers, unions), this model is unattractive

for many recipient countries due to its low institutional feasibility and incompatibility with local

priorities. This recontextualization of the dual model is giving birth to a new hybrid model of TVET that

combines state-led governance with dual forms of training delivery. Such a model presents specific

challenges that cannot be addressed by importing 'donor' policy solutions.

In our research, we examine the impacts of DT policies on young people in LMICs from a Human

Development perspective. This involves looking beyond the impact of DT on growth and  productivity

to foreground the well-being and educational experiences of young people. Based on a comparative

study across Mexico and India, we highlight challenges identified by dual trainees from a range of

marginalised backgrounds. We then discuss implications for policy if DT programmes are to better

support young people’s life-projects. These policy implications are devised as practical means for

improving dual training in LMICs, foregrounding contextual relevance and equity for young people as

priorities, and addressing three shortcomings of research on DT policy transfer:

SETTING THE SCENE
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DT transfer often relies on a

‘deficit theory’, viewing

contextual difference as a barrier

to DT potential. Yet replication of

German-speaking contexts is

widely recognized as a self-

defeating endeavour. Rather than

looking to donor model conditions

as the ‘gold standard’, our

research breaks the equation of

‘difference’ with ‘deficit’.

DEFICIT APPROACH

Most dual policy studies

focus on the economic

impacts of DT transfer,

paying little attention to

equity effects. We take this

as a central concern,

identifying how DT policy

design can be calibrated to

realize Human Development

promise in LMIC contexts.

NEGLECT OF EQUITY

Despite being primary DT

beneficiaries and agents,

young people are rarely

asked to share their views.

This study centres young

people’s voices and uses

their perspectives to

generate guidance for policy

improvement focused on

equitable and quality

training.

NO YOUTH VOICE



Dual Apprenticeship was a research project funded from 2019 to 2021 by the Economic and Social

Research Council (UK) as part of the Global Challenges Research Fund call. The project was the result

of a close collaboration between the University of Glasgow, the Instituto Tecnológico y de Estudios

Superiores de Monterrey, the Indian Institute of Management Calcutta, the University of Cologne

and the University of Zurich.

The overall objective of Dual Apprenticeship was to examine the implementation of two recently

adopted dual training programmes in India and Mexico, summarized in Table 1. 

THE DUAL
APPRENTICESHIP
PROJECT
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 Mexican Model of Dual Training
(MMFD)

India's Dual System of Training
(DST)

Launch 2013 2016

Length of training 1-2 years 6 months-2 years

Modality of
delivery

Max. 40 hrs per week in firm combined

with online study or learning days on

campus

4-5 days (8-10hrs) in firm per week

organised in blocks lasting 25-50% of

DST training. Combined with blocks of

school-based study

Certification
National technical upper secondary

diploma. Option for external

certification in some places

National Trade Certificate citing Industry

Partner and duration of training

Payment
 Dual-specific scholarships available in

some states

No formal minimum, informal

arrangements made between firms and

trainees

Table 1. Overview of

dual policies under

study

https://dualapprenticeship.org/
https://dualapprenticeship.org/
https://www.ukri.org/councils/esrc/
https://dualapprenticeship.org/
https://www.ukri.org/what-we-offer/international-funding/global-challenges-research-fund/
https://dualapprenticeship.org/
https://dualapprenticeship.org/
https://dualapprenticeship.org/


 

Industrial sector Service sector

Total

Female Male Female Male

India

Gujarat 0 32 10 0 42

Delhi 0 32 0 0 32

Mexico

State of
Mexico

3 10 10 6 29

Coahuila 9 12 2 3 26

Total 12 86 22 9 129

METHODOLOGY
To incorporate contextual diversity, two states were selected as case studies in each country:

Gujarat and Delhi in India and the State of Mexico and Coahuila in Mexico. Data sources included

secondary grey and academic literature, quantitative trainee surveys, and in-depth interviews with a

variety of stakeholders.

For this report, we draw solely on interviews with young people in dual training programmes. This

includes 228 longitudinal interviews with 129 young people across the four states (see Table 2). All

interviews were conducted between the first quarter of 2020 and the first quarter of 2022. 

In Mexico, one cohort of dual trainees was interviewed: i) in the final months of their dual training

(n=52), ii) 8-10 months later, after graduation (n=50); iii) a year or more after graduation (n=36). 

In India, pandemic disruptions to our research were much more severe. In Gujarat, trainees were

interviewed once shortly after entry into dual training (n=28) and a second time shortly before

graduation (n=28, 14 being replacements). In Delhi, trainees were interviewed only once, following

graduation from the programme (n=32). Interview guidelines were adapted to incorporate themes

that were covered across two waves in Gujarat. 
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Table 2. Sample of dual

trainees: distribution by

location, sector, and

gender



Our research shows that an over-reliance on academic selection criteria for entry into dual

programmes can undermine equity and inclusion objectives and effective targetting. 

In all study contexts, schools rely heavily on past academic achievement as a means of selecting

students for DT. This risks excluding students who are motivated to pursue applied learning and

could benefit most from DT, but are not the highest academic achievers. This weaker academic

performance can be related to a preference for practical learning and/or social disadvantage.

FINDINGS AND
IMPLICATIONS

We present challenges that young people identify stemming from the design and

implementation of dual training programmes in Mexico and India. 

Based on these findings, we propose policy implications that contribute to an alternative

framework for DT policy development in LMICs.

Using Human Development principles as a guide for the discussion, this section presents findings

from our study. 

 This framework is based on principles of equity, quality, and educational justice for young people and

allows for adaptation to the distinct and diverse contextual conditions of LMICs. 
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1. EQUITABLE ACCESS

“At school they also gave us some reading [...] and math skills tests [for firm selection] […] most
of my Dual classmates did not come out in the best possible way […] not all minds work the

same […] maybe that would be a bit unfavourable for them […] a little discriminatory.”
(State of Mexico, male, service sector)

The important role that academic entry criteria can play in signalling the prestige of DT programmes

should not be ignored. Nonetheless, learning motivations and preferences should be

incorporated as one of the central criteria for pre-selection into the programme, in balance with

academic performance. 

We recognise that this poses important challenges to schools and is more demanding from an

administrative perspective: academic performance is often used to select ‘low-risk’ trainees while

programmes are established, and qualitative assessment requires greater resources to implement.

However, sustained action to correct these practices will support more effective policy targeting

and promote equitable access for socially marginalised young people. 
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Young people often report how some firms’ lack of capacity or commitment to promoting cross-

cutting, transferrable professional skills produces dissatisfaction with work-based training

and inequitable opportunities for dual participants. This is particularly common in the industrial

sector, where some firms do not sufficiently develop transferable skills that young people can use in

different roles and companies, transforming DT into a de facto terminal option. 

2. QUALITY WORKPLACE LEARNING

  3. DECENT WORKING CONDITIONS 
Some interviewees reported instances of bullying, exploitation, and mistreatment in the workplace,

yet the majority of cases remained undisclosed to schools. Seemingly, the relative isolation of dual

participants from school actors and peers, combined with their limited work experience, can

make it more difficult to prevent and correct instances of exploitation in the workplace. 

Trainees demonstrated a lack of robust and accurate  information about their rights before entry to

the workplace, and placement quality assurance often relied on self-reporting by trainees. In both

contexts, labour legislation does not offer protections to trainees as they are not classed as

apprentices/workers.

“I feel that the company […] just
focuses on its targets and production
rather than training the students. […]
We did not get knowledge about all

the departments. […] They didn't teach
us about machines or how to

 solve the faults”
 (Delhi, male, industrial sector)

“I have noticed that in several
companies the rotation plan isn’t

complied with […] if it includes [learning
to use] a lathe, maybe that company
doesn’t have a lathe, and then your

rotation plan isn’t complete.”
(State of Mexico, male, service sector)

While some firms appear to lack the internal

capacity to offer quality workplace learning,

others demonstrate weak commitment to

the principles of dual training as holistic

vocational development.

To counteract disparities in the quality of

workplace learning, the selection of dual

firms should be based on rigorous

assessment of capacity and commitment

to fostering transferrable skills, and

quality standards should be enacted

through capacity building and external

monitoring of learning conditions. 

While placing such requirements on firms

might appear to risk their participation in DT,

leaving space for poor workplace

experiences jeopardises the reputation of

DT programmes and equitable outcomes for

graduates. 
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Young people also highlighted that the variable and insufficiently-formalised nature of financial

assistance undermined the sustained participation of the most disadvantaged trainees.

Covering the additional costs of dual participation (e.g. travel, food, clothing) would be a minimum for

supporting completion among poorer students. Additional support would validate all trainees’ labour

contribution to the firm and signal the value of DT to young people and their families. 

Finally, highly demanding DT schedules exacerbate time poverty amongst the most

disadvantaged students, jeopardising a quality learning experience, continued participation,

and personal well-being. 

The poorest and most marginalised students were more likely to have additional life projects, such

as caring roles, employment, or informal family businesses. These life projects were non-negotiable

for most trainees, whether by choice or by necessity. Therefore, young people faced extremely

demanding time pressures compared to school-based students, impacting their learning and well-

being.

Given these multiple threats to decent working conditions, particularly for the most marginalised

students, formal agreements between firms, schools and trainees must include a charter of

trainee rights, and stipulate the institutional mechanisms by which they will be upheld. 

Such a charter should include: manageable and flexible schedules; formalised financial assistance;

access to rights education; and placement quality assurance procedures. This is particularly

pressing in contexts where trade unions do not constitute an integral part of dual training

governance arrangements. 

In India, a high degree of
informality in financial support
arrangements produces wide

inequity between trainees. This is
further compounded among rural

DT participants who travel or
migrate to work at firms in urban

centres:
 

“I did not have a place to stay at
beginning and so I stayed at my

friend's home. Then I had to find a
place for myself and I had to cook

food for myself, so these were
challenges that I had to face” 
(Delhi, male, industrial sector)

In Mexico, discrepancies emerge
between the two states: Coahuila

secures a dual-specific scholarship
while the State of Mexico relies on

universal upper secondary bursaries
and non-formal arrangements:

 
“The company, the support they

give me […] it is for transportation
and if they don't give it to me, then
[...] as my parents are low-income
[…] maybe one day I wouldn’t be
able to go [into work] for lack of

money.” 
 (State of Mexico, male, industrial

sector)
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Gender inequity is a feature of dual training for many young people. Young women reported

negative gendered experiences which endangered their continuity in the programme, their

professional progression, and their well-being.

This included being denied exposure to core training experiences and sexual harassment in the

workplace. In Mexico, male interviewees were more likely to be offered employment at their dual

firm, while some young women altered their trajectories based on gendered experiences. In India,

gender segmentation in DT programmes was so severe that all interviewees in the industrial sector

were male, while all service sector interviewees were female. 

4. GENDER EQUALITY

  5. CORE COMPETENCIES 
Interview data showed that young people aspire to a variety of educational and professional

destinations, but perceive the learning of core competencies to be inadequate for supporting

many of these routes. Trainees reported that programmes included inadequate quantity and quality

of teaching in traditional core subjects, such as Maths, Languages, and Sciences, which were crucial

for most onward pathways. 

“My [dual] firm only chose to benefit men [by
offering them jobs at the end of DT], and women
were left aside, so it was something that seemed

extremely unfair to me.”
(Coahuila, female, industrial sector)

To counteract these gender inequities, state/education authorities should pursue proactive

strategies to support young women in DT programmes, during and beyond participation, and

equality compliance frameworks for firms and schools should be produced and enforced. 

As such, learning programmes should be adjusted to ensure sufficient time and instructional

contact is dedicated to theoretical content and sufficient weight is given to core

competencies (e.g. Languages, Maths, and Sciences) to allow graduates to pursue a variety of

onward trajectories. Ensuring that teachers receive appropriate professional development and

schools receive necessary resources is key to protecting the quality of theoretical input. 

Female trainees also faced gendered

aspects of their home lives which made

dual participation more challenging, such

as domestic violence, high domestic labour

demands, and early marriage.

While DT programmes are intended as

alternatives to academic educational routes,

it is important to support the agency freedom

of dual trainees and ensure that dual

participation is not a terminal route. 

“The topic explanations from the faculty side
was very less [insufficient]. Also, only a few

things were taught to us and the rest was to
be learnt from the videos they shared”

 (Gujarat, female, service sector)
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Interviews revealed that young people’s ability to utilise the sector contact accumulated during

dual participation is often undermined by intervening factors that are common in LMICs, such

as health crises, economic contraction, and internal migration, negatively affecting labour

market insertion and progression.  The most salient example of this in our study was the Covid-19

pandemic and the ensuing economic contraction, which led to a suspension of DT and the

termination of firm-trainee contact.

An over-reliance on the sector contact mechanism acerbated protracted or interrupted transitions.

Greater attention should be paid to the signalling potential of DT, ensuring that employers beyond

dual-participating firms have a sound awareness of the employability premium offered by  DT. 

7. YOUTH VOICE
In both Mexico and India, young people’s perspectives are not currently integrated into

monitoring and evaluation mechanisms and are not a systematically valued part of

programme development.  Systematically considering the views of young people would provide rich

information for programme improvement and help ensure that inequities and impediments to quality

training are identified and addressed.

6. SUPPORTING TRANSITIONS

As part of this, common talent pools should be formalised, offering open and transparent

employment opportunities to all DT graduates. Schools have a central role to play in using such

pools to signal the prestige of the specific DT offer to employers. Doing so would also help

counteract sectoral and gender inequities that arise from the complexity of signalling soft skills. 

As such, evaluation strategies should be implemented

that use a variety of young people’s perspectives to

inform programme development and produce relevant

support resources for future students. Such strategies

would support improved programme outcomes and

validate the knowledge and contribution of young people.

The creation and facilitation of DT youth networks would

provide a forum for generating such data and offer

empowering roles for young people as agents of change.

“You [researchers] have helped
me understand myself […] you're
helping me a lot, you have given
me a good learning experience,

[…] thank you […] for the trust you
showed me”

(Coahuila, male, industrial sector)

In Mexico, most trainees who had expected to receive job offers from dual firms were not
contracted. By late 2021, students still reported difficulties finding relevant employment as firms

restricted hiring to older, highly experienced workers. 
 

In India, the high frequency of internal migration meant that contacts and information gained
during DT participation were typically of little use upon arrival in a different state or city.



This research highlights the need to move away from a ‘Gold Standard’ based on German-speaking

models or, indeed, any kind of pre-conceived ‘correct’ institutional design. Such rigidity is unhelpful

for reform and recontextualization. Abandoning replication as an end goal, our research begins with

the aim of holistic Human Development and the fulfilment of young people’s life-projects, and looks

for a way forward that is contextually sensitive and relevant. What emerges is a Human

Development framework for the improvement of dual training based on principles of equity and

quality, and which places young people at the centre of the conversation. While such a framework

necessarily expresses principles, standards, and protections if equity and quality are to be achieved,

it remains highly adaptable to local contexts, and we would emphasise that reconfiguration to local

institutional realities should be driven by local actors and knowledge. The aim of this framework is

not simply to replace one blue-print with another and should be read as a set of policy principles,

rather than prescriptions. 

Comparative research across Mexico and India has demonstrated that, in contextual settings typical

of LMICs, a new hybrid model of TVET is emerging that combines state-led governance with dual

forms of training delivery. This hybrid model of DT appears to be more relevant and functionally

feasible in such contexts. Recognising the enhanced role and responsibility of state actors in this

model, suitable resources, both human and financial, will need to be directed to those institutions

that manage the majority of new demands created by the adoption of DT. This will also need to be

accompanied by mechanisms for the oversight and monitoring of state action. Failing to do so, and

insisting on the pursuit of a firm-led training system, risks producing a ‘half-baked’ DT ecosystem

characterised by insufficient resources and poor coordination.

CLOSING REMARKS
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A HUMAN
DEVELOPMENT
FRAMEWORK FOR
DT POLICY
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1
EQUITABLE ACCESS
Learning motivations and preferences should be incorporated as one of the
central criteria for pre-selection into the programme.

QUALITY WORKPLACE LEARNING
Selection of dual firms should be based on rigorous assessment of capacity and
commitment to fostering transferrable skills, and quality standards should be
enacted through capacity building and external monitoring of learning conditions

DECENT WORKING CONDITIONS
Formal agreements between firms, schools and trainees must include a charter
of trainee rights, and stipulate the institutional mechanisms by which they will
be upheld.

GENDER EQUALITY
State/education authorities should pursue proactive strategies to support
young women in DT programmes, during and beyond participation, and equality
compliance frameworks for firms and schools should be produced and enforced

CORE COMPETENCIES
Learning programmes should be adjusted to ensure sufficient time and
instructional contact is dedicated to theoretical content and sufficient weight
is given to core competencies (e.g. Languages, Maths, and Sciences) to allow
graduates to pursue a variety of onward trajectories

SUPPORTING TRANSITIONS
Common talent pools should be formalised, offering open and transparent
employment opportunities to all DT graduates.

YOUTH VOICE
Evaluation strategies should be implemented that use a variety of young
people’s perspectives to inform programme development and produce relevant
support resources for future students.

2

3

4

5

6

7
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