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ABSTRACT

In the Swiss dual vocational education and training (VET) system, access to continuing ‘extra-
professional’ education for in-company trainers remains relatively limited, despite their acknowledged 
pedagogical role. Accordingly, this study examined the continuing education needs of in-company 
trainers by analysing their postures in relation to different continuing-education offerings. Hence, an 
online questionnaire was completed by in-company trainers (n = 5 295) across Switzerland. The 
survey questions focused on a number of varied themes and characteristics of continuing education 
programmes. Latent class analyses enabled us to identify four classes of in-company trainer, 
distinguished by their relationship with continuing education (‘thirsty for continuing education’ vs 
‘indifferent for continuing education’), on the one hand, and by their relationship with the trainer’s 
function (‘apprentices’ caretaker’ vs ‘dedicated to the trainer’s function’), on the other. Several 
differences were highlighted regarding the socio-demographic characteristics and preferences for 
practical courses between the four classes. Our study provides an insight into this population’s 
heterogeneity and a finer distinction between attitudes existing among in-company trainers about 
continuing education. In addition, these findings reflect the challenge of recognising in-company 
trainers as pedagogical figures for apprentices, and not merely as ‘occupation transmitters’. Based on 
the results, some practical implications for the field are also raised.
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Introduction 

In the Swiss educational context, after compulsory schooling, two out of three young people 
embark on initial vocational education and training (IVET) (FSO, 2023a). In contrast to 
most European countries (with the exception of Germany), the vocational education and 
training (VET) system in Switzerland plays a particularly important role and is globally 
valued (Gonon, 2017; Wettstein, Schmid & Gonon 2018), this valorisation being reflected 
both nationally and internationally. However, there are regional differences: the German-
speaking part of the country is more in favour of the VET system than the French- and 
Italian-speaking parts.1

There are two types of apprenticeship: full-time, which takes place exclusively in vocational 
schools (with the possibility of in-company traineeships), and dual, which alternates between 
one or two days a week of theoretical courses in a vocational school and four to five days a 
week in a training company. The dual form of apprenticeship is predominant in Switzerland, 
with 90% of young people undertaking their vocational training in this way (SERI, 2022). 
As with the overall proportion of young people in VET, depending on the Swiss geographical 
region and sector of activity, the proportion of apprentices in dual VET can also vary. For 
example, the French-speaking cantons in the west of the country have a particularly high 
number of full-time vocational schools that are closer to the French model. In contrast, in 
German-speaking Switzerland, as in Germany and Austria (Pilz, 2012; Fürstenau, Pilz & 
Gonon 2014), the dual system is king (Berner & Bonoli, 2018). Given the importance of 
the dual system, this requires close collaboration between the private and public partners 
(Confederation, cantons and professional associations). It also requires a strong commitment 
from the companies offering apprenticeships. In this configuration, apprentices have to find 
a company willing to train them,2 sign an employment contract – like any other employee 
– and commit themselves for the entire duration of the apprenticeship, that is, from two to 
four years, depending on the type of diploma planned and the occupation. From the start of 
their contract, apprentices are therefore the responsibility of a key figure in dual vocational 
training: the in-company trainer.

Central role of in-company trainers 

Since the most important part of dual VET takes place in a training company (Gehret et 
al., 2019), the persons responsible for training apprentices play a central role, in particular 
professionally and pedagogically (Bausch, 1997; Lamamra & Masdonati, 2009). Moreover, 
whereas vocational teachers undergo between 300 and 1 800 hours of pedagogical training, 
in-company trainers need just 40 hours of training to perform their function. This disparity in 
the time devoted to pedagogical training seems to show that, despite the central pedagogical 

1	 For more details about these regional differences, see, for example, Gonon and Freidorfer-Kabashi (2021) or 
Bonoli and Vorpe (2022).

2	 These are companies that have registered with their canton as training companies and have at least one in-
company trainer.
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role of in-company trainers, very little training – in comparison with teachers – is required 
of them to fulfil their function. In most cases, an in-company trainer’s function is additional 
to that of employee and/or company owner. As a result, they not only need to master their 
occupation, but also to implement it well, that is, to be capable of providing a certain 
amount of knowledge, know-how and soft skills for apprentices. They regularly assign marks 
reflecting the acquisition of vocational knowledge and skills and are also informed of the 
marks obtained by apprentices at school.

Owing to their position between workers and trainers, they have to face several challenges, 
typical of the dual VET system, but in particular the tension between production and training 
(Moreau, 2003).

Challenges and needs of in-company trainers 

The tension between producing and training (Moreau, 2003) is one of the greatest challenges 
facing in-company trainers when training apprentices. This tension, which is a fundamental 
component of dual training, is characterised by two concomitant injunctions: the necessity 
to be productive and the importance of training apprentices. This means finding the time to 
support apprentices’ learning, to show them tasks, to develop pedagogical approaches adapted 
to workplace learning, and to organise the training with other colleagues or departments, but 
also to give them the opportunity to practise and monitor their progress in their chosen 
occupation. Bringing these two logics together can give rise to tensions because in-company 
trainers are torn between several roles and functions of a different nature (Bahl, 2013; Kiepe, 
2021; Nicklich, Blank & Pfeiffer, 2022) and ‘wear different hats’ in the company.

Moreover, as their function is little known by colleagues, managers and also sometimes at 
the institutional level, in-company trainers regularly claim a need for recognition (Besozzi, 
Perrenoud & Lamamra 2017; Bahl & Schneider, 2022). On the one hand, they insist on 
having the time to train apprentices properly, time that is often in short supply because 
of the production logic in which they operate. On the other hand, in-company trainers 
ask, among other things, to have a set of specifications clearly indicating that they train 
apprentices, but also a specific status and a commitment from the company regarding their 
function. Recognition can also be materialised through a salary or compensation of some 
kind. These different factors illustrate that, beyond the recognition issue, there is another: 
professionalising the function. What is more, in view of the latter, which requires both 
professional and pedagogical commitment, in-company trainers would need continuing 
education that goes beyond the purely professional (technical refresher courses related to 
the occupation). In other words, in-company trainers should be equipped with the necessary 
tools to deal effectively with apprentices, both interpersonally and formally.

Accordingly, taking an interest in the continuing education needs of in-company trainers 
goes beyond the ‘simple’ issue of lifelong learning; it involves much deeper issues relating to 
in-company trainers’ function in the dual VET.
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Our study: Aims and research questions 

Despite their importance in the dual system, neither companies nor trainers have received 
much attention.3 Accordingly, this study aimed to identify the needs and interests of Swiss 
VET in-company trainers and the differences in their responses to continuing education. 
More precisely, the study was part of a wider project commissioned by a foundation4 which 
focused on assessing the situation of in-company trainers. The first stage involved interviews 
with different VET stakeholders (mainly in-company trainers, apprentices and company 
owners, but also some trade associations) which, among other things, helped to highlight 
the most salient issues regarding continuing training needs. These were then used to develop 
an online questionnaire on the needs and preferences for continuing-education courses. 
Descriptive and comparative analyses were initially carried out, whereas in this study we 
opted for an exploratory approach – using latent class analysis5 – to gain more information 
about in-company trainers. Several main research questions guided the study: 

•	 Which needs regarding continuing education do in-company trainers have?
•	 Which socio-demographic features distinguish in-company trainers regarding 

continuing education?
•	 Which practical aspects of continuing education (formats, modalities, etc.) 

distinguish in-company trainers regarding continuing education, and how do they 
do so?

We hypothesise that the latent class analyses will make it possible to further explore the needs 
and preferences of in-company trainers regarding access to, and the content of, continuing 
education related to their trainer function. This person-centred statistical approach allows 
respondents to be grouped according to their answers and therefore enables researchers to 
study trends in the responses of distinct groups.

3	 It should be pointed out that the literature exists mainly in the educational sciences, particularly with regard to 
professional didactics and pedagogical orientations (Fuller & Unwin, 2003; Kunégel, 2011; Veillard, 2017). For our 
part, however, we are not interested in the modes of transmission and the systems implemented for this purpose, 
but in the conditions under which in-company trainers work, in addition to their aspirations and needs. This 
literature will therefore not be used.

4	 The Swiss foundation TOP Ausbildungsbetrieb, in German meaning TOP training company, is a private entity that 
collaborates with the state at a federal level (https://topausbildungsbetrieb.ch/). Its goal is to increase quality in 
the training companies by offering continuing education to in-company trainers.

5	 Latent class analysis is used to group together similar responses and therefore identify respondent profiles.

http://doi.org/10.14426/jovacet.v6i1.309
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Methodology 

The participants in the study together with the data, data collection and data analysis are 
presented in this section.

Participants 

The sample comprised 5  295 respondents, 75% (or 3  971) of whom were in-company 
trainers (i.e. employees carrying out the trainer function, having already completed the 40-
hour course, or not yet having done so) and 25% of whom were company owners (with or 
without the trainer function). In this respect, we initially identified four functions related to 
apprentices’ training:

1.	 Employees with in-company trainer function (40-hour course completed; 64.15%);
2.	 Employees with in-company trainer function (40-hour course not yet completed; 

12.33%);
3.	 Company owner with in-company trainer function (17.52%); and
4.	 Company owner without in-company trainer function (6.00%).

Following preliminary analyses, we were able to observe that the two groups of employees 
with a training function responded in a similar way, as did the two groups of company 
owners. For this reason, the main analyses were carried out by considering the function 
indicator in a dichotomous way, that is, by contrasting the group of in-company trainers with 
the group of company owners. In addition, we decided to retain the latter, as they are in any 
event responsible for training apprentices even if they do not directly train them.

In addition, most of the sample (i.e. 73.28%) indicated that they worked full-time, that is, at 
least 90% of the time. All the Swiss regions (with a majority of German-speaking respondents, 
83.68%), professional sectors6 and company sizes were represented (see Table 1).

6	 That is, agriculture, forestry and animal husbandry; industry and arts and crafts (except construction); technology 
and information technology (IT); construction and mining; commerce, transport and traffic; hotels, restaurants 
and personal services; management, administration, banking, insurance and the legal professions; and health, 
education, culture and scientific professions. As no significant differences were observed between the various 
sectors of activity, we will not consider this socio-demographic indicator.
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TABLE 1:	 Respondents’ distribution

Gender Women
55.51%

Men
42.74%

Do not wish to answer
1.75%

Age ≤ 24 y/o
6.04%

25–34 y/o
28.99%

35–44 y/o
24.90%

45–54 y/o
23.91%

55–64 y/o
15.63%

≥ 65 y/o
0.53%

Activity
rate

Part-time
(less than 50%)

2.67%

Part-time
(50–89%)

24.05%

Full-time
(more than 90%)

22.20%
Company
size

Micro
(less than 10 
employees)

Small
(10–49 employees)

Medium
(50–249 

employees)

Large
(more than  

250 employees)
Function Employee with in-company trainer 

function
(40-hour course completed or not)

76.48%

Company owner with or without
in-company trainer function

23.52%

Data and data collection 

An online questionnaire targeting in-company trainers and company owners who train 
apprentices was sent out at the beginning of October 2022 by most of the Swiss cantons, the 
Swiss Trade Association7 and the Swiss Employers’ Association to training companies directly 
or to organisations representing the world of work. The deadline for responses was set at one 
month; at the end of this period, 5 295 valid questionnaires had been received.

The survey was structured as follows:
•	 Proposals8 for continuing-education programmes (with themes based on the 

analysis of the interviews and the trends identified by the Confederation for 
vocational training):

	– knowledge of adolescents (psychology, development, etc.);
	– social and family issues;
	– intercultural issues relating to apprenticeship training;
	– roles of company trainers, tasks and challenges;
	– relationship and communication competences;
	– teaching methods;
	– time management (production/training);
	– digital competences;
	– networks (contacts, professional associations, vocational schools, etc.);
	– general knowledge of the vocational training system; and
	– legal issues relating to apprenticeship training (VPETA, LL, CO, GEA, etc.).9

•	 Classification of continuing-education offerings.

7	 This is an umbrella organisation representing associations and small and medium-sized enterprises (SMEs).

8	 For each subject, secondary subjects have been proposed (see Appendix D).

9	 See Appendix A for correlations and proportions of selected continuing-education offerings.

http://doi.org/10.14426/jovacet.v6i1.309
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•	 Formats, methods, periods and other characteristics of continuing education.
•	 Framework conditions for effective apprentice training.
•	 Socio-demographic information.

Data analysis 

In order to identify similar groups of in-company trainers according to their preferences 
for ‘extra-professional’10 continuing education, we carried out a latent class analysis (LCA) 
using the MPlus software (version 7.11; Muthén & Muthén, 2013). We grouped respondents 
according to one criterion, namely their responses to various continuing-education offers 
linked to their trainer function (see Appendix D for the detailed list of courses). The aim 
of this type of analysis was to identify groups of in-company trainers who had responded 
in comparable ways to continuing-education offers. In the LCA, this translates into the 
probability of each individual belonging to one class rather than another (Sinha, Calfee & 
Delucchi 2021; Bauer, 2022). In addition, to highlight differences between in-company 
trainer groups, chi-square and ANOVA tests were also performed.

Results 

To answer the first research question, that is, to know how many and which classes reflect 
in-company trainers’ needs for continuing education, we performed latent class analyses 
(Ferguson, Moore & Hull, 2020). After testing models with one to six profiles, we finally 
opted for the four-class solution (see Appendix B, i.e. fit indices for each tested model), for 
several statistical and theoretical reasons:

•	 The improvement in the Bayesian Information Criterion (BIC) index11 is greater in 
the four-class solution than when adding classes. Although this index is constantly 
improving, this would probably be due to the large size of the sample (Sinha et al., 
2021; Bauer, 2022);12

•	 This solution has an entropy index greater than .80, which is the recommended 
threshold for a satisfactory solution (Weller, Bowen & Faubert 2020; Bauer, 2022);

•	 The average latent posterior probabilities are greater than .90, which is considered 
to be a good cut-off value in LCA (see Appendix C; Bauer, 2022); and

•	 In the literature, four profiles had already been identified – although using an ideal–
typical approach (Besozzi, 2023) – and the choice of four classes could enable us to 
compare our results with those already observed. In this sense, the literature advises 
that the final solution should also be chosen based on its interpretability (Bauer, 2022).

10	 By ‘extra-professional’ we mean offerings that are not aimed at the professional development of their primary 
activity.

11	 The BIC is the fit index that usually plays the most important role in choosing the LCA solution (Nylund, 
Asparouhov & Muthén, 2007; Asparouhov & Muthén, 2012).

12	 Moreover, and as Bauer points out, ‘some authors consider a solution useless in which not all classes are 
interpretable’ (2022:251), which would probably have been the case with our sample.
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  Caretaker (n = 1 559)      Indifferent (n = 1 111)      Thirsty (n = 877)      Dedicated (n = 1 748)
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FIGURE 1:	 Responses of the different classes to continuing-education offerings 

The four-class solution enabled us to identify several distinct groups (see Appendix D for the 
detailed results as shown in Figure 1).
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Class 1, or the ‘apprentices’ caretaker’ (n = 1 559) 

This profile is characterised by a greater interest in social and family problems and social 
issues (transition and support services), and in supporting teenagers. More than in-company 
trainers and transmitters of knowledge and know-how, they are caretakers. Their aim, over 
and above passing on an occupation, is to support young people in this phase of their lives 
(entry into adulthood) and in their transition to the world of work.

Class 2, or the ‘indifferent to continuing education’ (n = 1 111) 

This profile is characterised by a withdrawal from almost any course attracting their interest: 
the highest score is 40% (knowledge about adolescents), apart from an interest in relationship 
and communication competences (35%) and understanding and supporting adolescents (31%).

Two hypotheses could explain this situation:

1.	 People who distance themselves from the job, or even from work in general, and do 
not wish to invest in continuing education. From their in-company trainers’ role, 
they retain above all the ‘adolescent issue’ and the need to communicate and relate 
to this particular public.

2.	 Pragmatic, work-focused people considering that their previous career or their 
position gives them the necessary competences to pass on knowledge and know-
how, and who do not consider that they need any continuing education other 
than professional development. They consider that they have the professional 
competences and skills to pass on the occupation. As a result, they identify 
adolescent issues only as potentially interesting knowledge that they do 
not have.

Respondents of Class 2 do not identify themselves as caretakers like Class 1 or as in-company 
trainers like ‘the dedicated’ (Class 4). In addition, they are the exact opposite of Class 3 
(‘the thirsty’).

Class 3, or the ‘thirsty for continuing education’ (n = 877) 

People in this profile are interested in continuing education in a variety of areas: the role of 
the in-company trainer, social issues, time management, teaching methods, understanding 
and motivating apprentices, relationship and communication competences, and teaching 
competences. Almost everything seems to be of interest to them, and all the offers exceed 
40%, apart from acquiring digital competences or dealing with contract terminations. 
This group also stands out for its marked interest not only in general themes, but also in 
the sub-themes proposed (whereas in the other three groups the latter are of less interest 
overall).
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There are three possible explanations for this:

1.	 People who have distanced themselves from their initial job and function and who 
want to give meaning back to their daily lives by investing heavily in continuing 
education, perhaps with a view to leaving their job or function (career bifurcation).

2.	 People who are over-invested in their job, who want to do more training to improve 
their qualifications for the job, perhaps with a view to becoming a fully fledged in-
company trainer in a training centre or becoming a VET teacher (career bifurcation 
to a more training-oriented function).

3.	 People who are just starting out in the job and who want to train in a ‘one-size-fits-
all’ way, touching on a bit of everything, because they are not yet aware of the day-
to-day needs, challenges and constraints. Unlike the other two profiles, which seem 
to indicate a desire to change careers, this third hypothesis mainly involves people 
seeking to invest in the in-company trainer function.

Class 4, or the ‘dedicated to the trainer’s function’ (n = 1 748) 

This profile is marked by a strong professional identity as an in-company trainer. The courses 
chosen by the ‘dedicated’ relate to an in-company trainer’s role, tasks, and challenges involved, 
such as motivating the apprentice, managing multiple roles and managing the job’s administrative 
side. With a more pragmatic profile, the question of the in-company trainer’s function is 
considered through the constraints linked to the function, the numerous tasks, and the multiple 
roles or the administrative part of the function. This seems to reflect the interests of people with 
experience in the role who want to equip themselves to train despite these constraints.

Overall, these four profiles illustrate, on the one hand, the relationship with the function of 
in-company trainer (the ‘caretaker’ and the ‘dedicated’) and, on the other, the relationship 
with continuing education (the ‘thirsty’ and the ‘indifferent’). In terms of their relationship 
to the job, the ‘dedicated’ are focused on the job and its challenges whereas the ‘caretakers’ are 
more focused on the apprentices (beyond simply passing on the job). Furthermore, regarding 
continuing education, the ‘thirsty’ are highly motivated by the variety of courses on offer 
whereas the ‘indifferent’ are more inclined to reject continuing education.

In addition, it is interesting to note that the most represented class of the four is the ‘dedicated’ 
(n = 1 748), followed by the ‘caretakers’ (n = 1 559), the ‘indifferent’ (n = 1 111) and the 
‘thirsty’ (n = 877): the most prevalent classes are those that characterise in-company trainers 
in their relationship to their function. This result confirms that the responses inform us 
about in-company trainers’ situations and needs.

Classes and socio-demographic features 

To answer the second research question – that is, to know how the different classes differ in 
their socio-demographic features – we also performed chi-square (x²) tests.
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First, regarding respondents’ gender, the two classes which emerge are those that relate 
globally to continuing education: men are more strongly represented among the ‘indifferent’ 
than in the other classes, and less strongly among the ‘thirsty’. The opposite trend is observed 
among women, who are more strongly represented among the ‘thirsty’ and less so among 
the ‘indifferent’ (x² (3, n = 4 979) = 69.59, p < 0.001). In the light of Swiss statistics on 
continuing education (FSO, 2022), this result is interesting. Indeed, if there is no major 
difference between males and females concerning professional continuing education (with 
the gaps gradually narrowing), females are much more concerned with extra-professional 
continuing education. This prevalence in the ‘thirsty’ class could indicate that these offers 
have been evaluated as non-professional.

Concerning the respondents’ ages, the first thing to note is that the classes are mainly 
those that differ in their relationship to the function. The youngest members of the 
group (aged 17–34) are in the ‘caretaker’ group, whereas the oldest members (aged 
45+) are those who are in the ‘dedicated’ class (x² (15, n = 5 068) = 32.96, p = 0.005). 
Interestingly, the youngest respondents seem to have a more global vision of their role 
regarding support in the transition from school to work or towards adulthood – perhaps 
because these issues are still close to them. In contrast, the ‘dedicated’ are those who have 
the most experience in the role of in-company trainer and are more familiar with the 
issues and difficulties involved. The ‘indifferent’ group is made up primarily of middle-
aged people (aged 35–44), that is, those who are mainly focused on work at an age when 
they are building or stabilising their careers. But this group also comprises people who 
consider that their competences and experience do not necessarily require continuing 
education. This result contrasts with the Swiss statistics on continuing education (FSO, 
2022) showing that the 35–44 age group is the one that undertakes the most continuing 
education in Switzerland (FSO, 2022).

In this regard, there are two possible hypotheses:

1.	 Their already enormous involvement in continuing education makes it impossible 
to take on more courses.

2.	 It indicates that these offers do not appear as continuing professional development 
(CPD) but as ‘extra-professional’. This second hypothesis echoes the difference 
already mentioned regarding the gender-oriented attitude towards these courses.

Regarding the respondents’ function, in-company trainers are more strongly represented 
among the ‘thirsty’ and less so among the ‘indifferent’ group, whereas the opposite is true 
for company owners (x² (3, n = 5 068) = 57.82, p < 0.001). This division can be interpreted 
as a way for in-company trainers to underline the importance of their role and their desire 
to become even more involved in their function: requesting a large number of continuing-
education courses is also a way of seeing their tasks recognised at their true value and showing 
that there are issues of professionalisation. This means that specific and general skills are 
needed to take on this function.
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Regarding the activity rate, there is a clear separation between classes based on their 
relationship to continuing education: part-timers are more likely to be in the ‘thirsty’ class 
and, conversely, there are likely to be fewer ‘indifferents’. These results are reversed for full-
time workers, where the number of people in the ‘indifferent’ profile is particularly high 
(x² (6, n = 5 068) = 52.54, p < 0.001).

Interestingly, in the general Swiss population, full-time workers proportionally undertake 
more continuing education than part-timers (FSO, 2022). However, this result could be 
explained by the fact that full-time workers have easier access to continuing education. 
Furthermore, if we examine the nature of these courses, full-time workers take far more 
professional continuing-education courses than part-time workers, but fewer extra-
professional courses (FSO, 2022). This can also be compared with the results presented above 
regarding gender attitude towards these offers, knowing that, in Switzerland, part-timers are 
mostly women (FSO, 2023b).

Finally, regarding company size, the ‘indifferents’ are more present than those in other classes 
in micro-businesses, whereas the ‘dedicated’ are over-represented in small businesses and 
the ‘thirsty’ in medium and large businesses (x² (9, n = 5 068) = 91.86, p < 0.001). These 
results seem to reflect a contextual effect, as the constraints (pressure to produce, less room 
for manoeuvre in the event of someone being absent, organisation of apprentice training) 
are particularly strong for micro-firms and, as a result, their propensity for continuing 
education is lower. Conversely, it is hardly surprising to find a high proportion of the ‘thirsty’ 
class in medium-sized and large firms, which can manage in-house or external continuing 
education for their staff. Finally, the over-representation of the ‘dedicated’ class in small 
firms seems to reflect the reality that the latter make up a significant proportion of training 
companies in Switzerland. Indeed, this class reflects the strong commitment of people from 
this type of company to apprentice training. Table 2 summarises the results regarding over-
representation in each class in respect of socio-demographic features (see also Appendix E for 
detailed results).

TABLE 2:	� Summary of over-representation in the four classes regarding socio-demographic features

‘CARETAKER’ ‘INDIFFERENT’ ‘THIRSTY’ ‘DEDICATED’

Gender Men Women

Age 17–34-year-old 35–44-year-old 45+-year-old

Function Company owners In-company trainers

Rate Full-time
≥ 90%

Part-time
< 90%

Firm size Micro-firms Medium and large 
firms

Small firms

Overall, it is interesting to note that the ‘indifferent’ class is over-represented by men in the 
35–44 age bracket who are full-time company owners working in micro-firms. Conversely, 
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the ‘thirsty’ class is over-represented by women, in-company trainers and people who work 
part-time in medium-sized or large firms. The two opposing classes in respect of their 
relationship to the function differ mainly in their age. In other words, it is mainly the two 
classes characterised by their relationship to continuing education that stand out in respect 
of socio-demographic features.

Classes and practical features 

To answer the third research question, that is, on the more practical questions of course 
organisation (formats, modalities, etc.), we carried out x² and ANOVA tests (see Appendix 
F for detailed results). Results show that, as far as the duration of courses is concerned, the 
class indicating the most that they would like to have half-day courses are the ‘dedicated’ 
(x² (3, n = 5 295) = 28.17, p < 0.001). This is probably a ‘reality effect’, as these people are 
aware of the arduous management of their tasks (production–training tension) and no doubt 
anticipate the difficulties caused by their absence due to continuing education. Full-day 
courses are more popular with the ‘thirsty’ (x² (3, n = 5 295) = 99.09, p < 0.001), whereas 
the ‘indifferent’ are more likely to be prepared to take continuing-education courses in the 
evening, compared with the other groups (x² (3, n = 5 295) = 6.72, p = 0.0813). Although 
they are generally reluctant to take part in continuing-education courses, people with this 
profile seem to be willing to do so, if necessary, but during their time away from work. This 
would be in line with hypothesis 2 concerning this profile, that is, pragmatic people focused 
on work and favouring continuing education outside of working hours.

As for weekends, the ‘thirsty’ had the highest percentage, whereas the ‘dedicated’ had the 
lowest (x² (3, n = 5 295) = 9.49, p = 0.023). Therefore, the relationship with continuing 
education could predict a readiness to train at certain times outside of work, whereas the 
relationship with the job would indicate that continuing education is part of the job. The 
two classes determined on the basis of their relationship to the function (‘the caretaker’ 
vs ‘the dedicated’), in contrast, do not differ in these practical elements of continuing 
education.

Regarding the ideal average duration of continuing-education courses, ANOVA showed 
statistically significant differences between groups (F (3, 5 054) = 42.75, p < 0.001): the 
‘thirsty’ class indicated an average of 2.95 days per year, followed by the ‘caretaker’ class with 
2.54 days per year, the ‘dedicated’ class with 2.34 days per year and the ‘indifferent’ class with 
2.24 days per year. These results confirm the trends already highlighted with the readiness for 
training, with the ‘thirsty’ class being those who would like to devote the most time per year 
to continuing-education courses, whereas the ‘indifferent’ class would be prepared to devote 
less time. Except for the differences in means between the ‘indifferent’ and the ‘dedicated’ 
classes, all the other differences revealed by Tukey’s post-hoc test were significant. This means 

13	 We are, however, aware that this result is based on a trend and that its interpretation must therefore be treated 
with caution, as the p-value is slightly higher than the 0.05 threshold.
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that the ‘thirsty’ group would ideally like a significantly longer course than the other three 
groups, but also that the average durations indicated by the ‘indifferent’ and ‘dedicated’ 
classes are not statistically different.

Classes and ideal framework conditions 

We also asked about ideal framework conditions, that is, which framework conditions in-
company trainers consider to be necessary for good apprentice training. To compare the 
four classes’ answers, we performed x² tests which showed that, overall, the ‘thirsty’ class 
indicated all the framework conditions to a greater extent than the other classes, whereas 
the ‘indifferent’ class had the lowest proportions of selected framework conditions. We can 
see from these results that the ‘thirsty’ class considers that good training requires not only 
aspects such as having specifications for in-company trainers, but also salary recognition 
for their function. In addition, the question of framework conditions is linked to the issue 
of professionalisation for in-company trainers, that is, giving their role a recognised status, 
which ties in with the issue of continuing training. It should also be noted that, overall, 
the framework condition which received the most support concerns having time to train 
apprentices, a finding that echoes the tension between producing and training which is 
characteristic of in-company trainers.

Discussion and conclusion 

The many results presented above highlight several considerations about in-company trainers 
and their relationship with continuing education.

First, a person-centred approach through latent class analyses enabled us to account for 
the heterogeneity of the population studied (Lüthi, Stalder & Elferling, 2021; Wenger, 
Sauli & Berger, 2022; Besozzi, 2023), that is, of in-company trainers and their attitude 
towards continuing-education needs. In addition, and as mentioned at the beginning of 
this article, despite the key role played by in-company trainers in the dual VET system, 
there is evidence that their access to ‘pedagogical’ (or non-professional) continuing 
education is very limited (Cedefop, 2010). Accordingly, the large sample that responded 
to the survey highlights the relevance of continuing education as an issue for in-company 
trainers in the Swiss context.

Overall, the four classes that emerged from our analyses echo the statistics on continuing 
education in the Swiss population (FSO, 2022), but not in the way we would expect. 
Compared with the Swiss general population, our in-company trainer sample shows some 
differences in their attitudes towards continuing education: we have highlighted the over-
representation of women in the ‘thirsty’ group and the over-representation of men in the 
‘indifferent’ group, whereas the proportion of men and women in the Swiss population 
taking part in continuing education is the same for both genders (FSO, 2022). However, 
the behaviour of the trainers surveyed is comparable with that of the general population in 
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respect of extra-professional continuing education, where women are over-represented. This 
could reveal that the training courses on offer are not considered by most of the participants 
as being directly related to professional continuing education.

One paradox should be noted, though: the practical aspects of continuing education (formats, 
modalities, etc.) in our results show that the ‘thirsty’ class, despite its overall profile of strong 
enthusiasm about the idea of taking part in continuing education, is reluctant to do so at 
any time, and particularly not in the evening.14 This suggests that the offer is considered as 
CPD that should be completed during working hours and a way of gaining skills in relation 
to the activity. These contrasting results reveal the tension in the ‘thirsty’ class between two 
attitudes towards continuing education: sometimes considering it as extra-professional, 
sometimes as qualifying. In contrast, the ‘indifferent’ class showed themselves to be more 
open to taking part in training courses outside of working hours (i.e. during evenings and/or 
at weekends), which seems to indicate that, overall, they consider the courses as being extra-
professional training.

Linked to the perception of continuing education – either professional or extra-professional 
– another issue seems to be emerging: Who is responsible for offering or taking these 
courses? Is it in-company trainers themselves or should their employers take responsibility 
for continuing education? More broadly, is the continuing education of in-company trainers 
a private responsibility of the company owner or is it a public responsibility of the state? 
In some European countries, this aspect is in fact managed at the state level, which seems 
to enable more equal access to training for all in-company trainers (Cedefop, 2010). We 
know that company owners are more likely to free up time for in-company trainers to 
take professional or technical continuing-education courses, but what about those more 
related to their pedagogical role? This raises the issue of the vision regarding continuing 
education: although these courses are linked to the in-company trainer’s activity, they are 
rarely considered to be professional-development training, even though they are essential for 
the proper monitoring of apprentices (Cedefop, 2010). The challenge is therefore to situate 
this type of content within continuing education, which would then be recognised as a 
professional activity and be assumed as a responsibility of the employer.

Accordingly, the four classes identified through the latent class analyses allow us to reflect 
about in-company trainers beyond the question of continuing education. The aim is to 
highlight the position of the function, which is partly linked to the reasons for training, 
but also to the vision of the apprentice (Kirpal & Wittig, 2009; Lamamra, Duc & Besozzi, 
2019). In this regard, two in-company trainers’ profiles have been highlighted: on the one 
hand, those who take care of apprentices more broadly (by accompanying them towards their 
transition between school and work, but also between childhood and adulthood). On the 
other hand, there are those who are strongly focused on their function and therefore on their 

14	 That said, we would reiterate that the results of this analysis are statistically only trend-based and should 
therefore be treated with caution.



—  166  —

Journal of Vocational, Adult and Continuing Education and Training 7(1) DOI: 10.14426/jovacet.v7i1.395

challenges and trainers’ issues. This reminds us of the heterogeneity of the trainers’ situation, 
as already highlighted in the literature, the two profiles overlapping in part with some of the 
ideal types identified (Besozzi, 2023). This heterogeneity of profiles and postures points to 
the need to develop different measures to support in-company trainers in order to ensure that 
their role is recognised and valued, and more besides. The measures put in place must take 
into account the different ways of being an in-company trainer as described in this article, 
the motivations for the role, and the day-to-day management practices.

To conclude, we can assert that the challenges associated with continuing education for in-
company trainers go well beyond ‘simple’ access to this type of training: on the one hand, 
it is a question of recognising the status of these key people in apprentice training, not only 
from a purely professional point of view, but also from a pedagogical perspective. From these 
perspectives, a more general recognition of the dual apprenticeship system can emerge, a 
system that too often continues to have a ‘bad reputation’ in post-compulsory training in 
Switzerland (Berger, Lamamra & Bonoli, 2018). On the other hand, access to continuing 
education related to the in-company trainer’s function increases their competences and, 
consequently, the quality of VET and of the labour market too (Kirpal & Wittig, 2009; 
Wenger et al., 2019). Indeed, since in-company trainers are part of a production logic, 
giving them regular and easy access to all types of continuing education would also have a 
beneficial effect on the way in which they themselves train future employees (Cedefop, 2010; 
Käpplinger, 2016). In addition, this same logic of production means that some of them 
do not consider the offers to constitute CPD, which reproduces the social representations 
made of them. In this way, their professionalism is recognised only in relation to their job 
and not in relation to their function as in-company trainers. This is a major contribution 
of our study findings, which should help to encourage the debate on this subject and raise 
the awareness of VET stakeholders. Indeed, as long as they are regarded as ‘mere’ workers 
with the additional function of training apprentices, their access to pedagogical training will 
remain complicated.

More generally, our study could provide food for thought about access to continuing 
education for people with dual status, that is, employees and ‘pedagogues’. In this sense, 
and as we have emphasised in this article, the aim would be to highlight the possibility of 
in-company trainers remaining up to date not only in their profession, but also in their role 
as educators.
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Appendix 

A.  Correlations and proportions of selected continuing education course offers 
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B.  Fit indices for the latent class analysis 
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C. � Average latent class probabilities for most likely latent class membership (row) by 
latent class (column)

1 2 3 4

1 0.975 0.003 0.021 0.001

2 0.003 0.986 0.001 0.010

3 0.032 0.001 0.953 0.015

4 0.000 0.001 0.008 0.991

D.  Proportion of respondents by class who selected continuing education courses

‘CARETAKER’ 
(N = 1 559)

‘INDIFFERENT’ 
(N = 1 111)

‘THIRSTY’ 
(N = 877)

‘DEDICATED’ 
(N = 1 748)

Knowledge about 
adolescents (psychology, 
development, etc.)

0.65 0.40 0.85 0.42

Social and family issues 1.00 0.02 0.83 0.00

Intercultural challenges in 
connection with 
apprenticeship training

0.31 0.18 0.60 0.16

Roles of in-company trainers, 
tasks and challenges

0.49 0.04 0.94 1.00

Relationship and 
communication competences

0.45 0.35 0.86 0.44

Pedagogical methods 0.38 0.30 0.75 0.36

Time management 
(production/training)

0.33 0.32 0.79 0.39

Digital competences 0.25 0.31 0.65 0.29

Networks (contact persons, 
professional associations, 
vocational school, etc.)

0.23 0.23 0.77 0.30

General knowledge of the 
VET system

0.21 0.25 0.71 0.37

Legal challenges related to 
apprenticeship training 
(VPETA, LL, CO, GEA, etc.)

0.21 0.17 0.58 0.19

Learn more about the main 
challenges related to 
adolescents

0.29 0.15 0.48 0.18
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‘CARETAKER’ 
(N = 1 559)

‘INDIFFERENT’ 
(N = 1 111)

‘THIRSTY’ 
(N = 877)

‘DEDICATED’ 
(N = 1 748)

Understanding and 
supporting adolescent 
apprentices

0.53 0.31 0.75 0.34

Being able to deal with 
apprentices‘ health and 
dependency problems

0.40 0.00 0.49 0.00

Dealing with apprentices‘ 
learning problems

0.66 0.00 0.70 0.00

Identify key challenges in the 
transition from school to 
work

0.39 0.00 0.51 0.00

Knowing support services for 
apprentices‘ challenging 
family situations

0.66 0.00 0.64 0.00

Learn to recognise and deal 
with problems related to 
different cultures and values

0.23 0.13 0.49 0.11

Deal with communication 
problems related to language 
issues and comprehension

0.16 0.09 0.40 0.08

Dealing with multiple hats 
(in-company trainer, 
professional, colleague, etc.)

0.23 0.00 0.69 0.55

Manage the administrative 
part of the apprentice‘s 
training

0.20 0.00 0.60 0.53

Integrating the apprentice 
into the company culture

0.13 0.00 0.51 0.32

Motivating the apprentice 0.31 0.00 0.75 0.61

Managing conflicts and 
prevent contract 
terminations

0.27 0.00 0.74 0.45

Dealing with contract 
terminations

0.08 0.00 0.38 0.12

Communicating with a 
teenage apprentice daily

0.18 0.16 0.57 0.22

Finding a constructive way of 
dealing with conflict

0.29 0.23 0.69 0.28

Learning to find the right 
distance

0.24 0.15 0.59 0.23

Mastering the pedagogical 
tools of on-the-job training

0.14 0.09 0.48 0.16
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‘CARETAKER’ 
(N = 1 559)

‘INDIFFERENT’ 
(N = 1 111)

‘THIRSTY’ 
(N = 877)

‘DEDICATED’ 
(N = 1 748)

Becoming familiar with and 
apply different pedagogical 
methods

0.23 0.16 0.54 0.22

Using the pedagogical 
methods individually and 
situationally (know which 
apprentice needs what)

0.30 0.22 0.67 0.26

Planning the apprentice‘s 
training in the workplace

0.15 0.14 0.55 0.22

Mobilising the resources from 
the work team in the 
supervision of apprentices

0.16 0.13 0.55 0.23

Optimising time for training 
and work stress-free

0.24 0.22 0.67 0.28

Acquiring basic digital 
competences

0.08 0.09 0.32 0.10

Acquiring specific digital 
competences for apprentice‘s 
support (platform, etc.)

0.13 0.16 0.49 0.21

Using technologies for 
pedagogical purposes 
(software, smartphones, 
virtual reality, augmented 
reality, etc.)

0.15 0.16 0.46 0.15

Knowing the support 
available

0.10 0.11 0.52 0.17

Recognising where the limits 
of one‘s role are and ask for 
targeted help

0.10 0.07 0.53 0.12

Building up a network for 
support in in-company 
training and use it in a 
targeted way (exchange of 
experience)

0.09 0.10 0.46 0.14

Identifying and mobilise in 
the best possible way 
networks of specialists for 
specific problems (family, 
social, cognitive problems, 
health issues, addiction, etc.)

0.09 0.07 0.48 0.10
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‘CARETAKER’ 
(N = 1 559)

‘INDIFFERENT’ 
(N = 1 111)

‘THIRSTY’ 
(N = 877)

‘DEDICATED’ 
(N = 1 748)

Implementing projects that 
make it possible to link the 
different places of learning 
(school, vocational training) 
with each other

0.06 0.08 0.43 0.11

Knowing the VET system, the 
actors involved and their core 
tasks

0.09 0.11 0.48 0.22

Understanding the 
challenges of the dual system 
(linking theory and practice)

0.10 0.11 0.47 0.20

Knowing the responsibilities 
of the actors involved in VET 
(state, cantons, associations, 
companies, VET centres, VET 
schools)

0.08 0.10 0.47 0.18

Knowing the rights and 
duties of in-company trainers 
(VPET Act, VET ordinances, 
contracts, dissolutions, etc.)

0.13 0.10 0.50 0.14

Knowing the legal 
innovations and changes in 
legislation related to 
apprenticeship training 
(including changes in 
ordinances) and reforms in 
VET

0.16 0.13 0.51 0.15
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E.  Sociodemographic features15 by class (in numbers and percentages)

Respondents’ sex

‘CARETAKER’ 
(N = 1 492)

‘INDIFFERENT’ 
(N = 982)

‘THIRSTY’ 
(N = 843)

‘DEDICATED’ 
(N = 1 662)

X ²

Men 42.74%16
643 526 290 707

69.59***
43.10% 53.56% 34.40% 42.54%

Women 
55.51%

849 456 553 955

56.90% 46.44% 65.60% 57.46%

Note: *: p < 0.05; **: p < 0.01; ***: p < 0.001.

Respondents’ age

‘CARETAKER’
(N = 1 512)

‘INDIFFERENT’
(N = 1 009)

‘THIRSTY’
(N = 858)

‘DEDICATED’
(N = 1 689)

X ²

17–24 y/o 
6.04%

120 52 50 84

32.96**

7.94% 5.15% 5.83% 4.97%

25–34 y/o 
28.99%

473 282 247 467

31.28% 27.95% 28.79% 27.65%

35–44 y/o 
24.90%

376 261 216 409

24.87% 25.87% 25.17% 24.22%

45–54 y/o 
23.91%

331 245 201 435

21.89% 24.28% 23.43% 25.75%

55–64 y/o 
15.63%

209 163 138 282

13.82% 16.15% 16.08% 16.70%

>65 y/o 0.53%
3 6 6 12

0.20% 0.59% 0.70% 0.71%

Note: *: p < 0.05; **: p < 0.01; ***: p < 0.001.

15	 From this table on, 100% could not be calculated for the entire sample, as some people did not wish to respond 
or were excluded from the analyses. The numbers are therefore slightly reduced.

16	 Corresponds to the percentage of the total sample.

http://doi.org/10.14426/jovacet.v6i1.309
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Respondents’ function

‘CARETAKER’
(N = 1 512)

‘INDIFFERENT’
(N = 1 009)

‘THIRSTY’
(N = 858)

‘DEDICATED’
(N = 1 689)

X²

Trainers 
76.48%

1 198 694 708 1 276

57.82***
79.23% 68.78% 82.52% 75.55%

Owners 
23.52%

314 315 150 413

20.77% 31.22% 17.48% 24.45%

Note: *: p < 0.05; **: p < 0.01; ***: p < 0.001.

Respondents’ activity rate

‘CARETAKER’
(N = 1 512)

‘INDIFFERENT’
(N = 1 009)

‘THIRSTY’
(N = 858)

‘DEDICATED’
(N = 1 689)

X ²

Part-time
(<50%) 
– 2.67%

42 24 25 44

52.54***

2.78% 2.38% 2.91% 2.61%

Part-time
 (50–89%) – 
24.05%

328 194 278 419

21.69% 19.23% 32.40% 24.81%

Full time
(90–100%) 
– 73.28%

1 142 791 555 1 226

75.53% 78.39% 64.69% 72.59%

Note: *: p < 0.05; **: p < 0.01; ***: p < 0.001.
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Respondents’ firm size

‘CARETAKER’ 
(N = 1 512)

‘INDIFFERENT’
(N = 1 009)

‘THIRSTY’
(N = 858)

‘DEDICATED’
(N = 1 689)

X²

Micro 
(<10 employees) 
– 17.88%

244 253 114 295

91.86***

16.14% 25.07% 13.29% 17.47%

Small
(10–49 
employees) 
– 34.29%

516 331 252 639

34.13% 32.80% 29.37% 37.83%

Medium
(50–249 
employees) 
– 25.63%

374 250 262 413

24.74% 24.78% 30.54% 24.45%

Large
(>250 
employees) 
– 22.20%

378 175 230 342

25.00% 17.34% 26.81% 20.25%

Note: *: p < 0.05; **: p < 0.01; ***: p < 0.001.

F.	 Practical aspects of continuing education by class (in numbers and percentages)

Moments

‘CARETAKER’
(N = 1 559)

‘INDIFFERENT’
(N = 1 111)

‘THIRSTY’
(N = 877)

‘DEDICATED’
(N = 1 748)

X²

Half days – 
58.61%

864 569 528 1 054
28,17***

55.42% 51.22% 60.21% 60.30%

Full days – 
63.65%

1 010 574 636 1 050
99.09***

64.79% 51.67% 72.52% 60.07%

Evening 
– 17.46%

247 216 145 287
6.72(*)

15.84% 19.44% 16.53% 16.42%

Weekend 
– 4.21%

64 40 52 62
9.48*

4.11% 3.60% 5.93% 3.55%

Note: *: p < 0.05; **: p < 0.01; ***: p < 0.001.

http://doi.org/10.14426/jovacet.v6i1.309
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Ideal duration of continuing education courses

‘CARETAKER’
 (N = 1 505)

‘INDIFFERENT’
(N = 1 016)

‘THIRSTY’
(N = 841)

‘DEDICATED’
(N = 1 696) F η2

P

M SD M SD M SD M SD

Duration (days/
year) – 2.48

2.54 1.49 2.24 1.49 2.95 1.58 2.34 1.42 42.75*** 0.03

Note: *: p < 0.05; **: p < 0.01; ***: p < 0.001.

Framework conditions for a good training

‘CARETAKER’ 
(N = 1 559)

‘INDIFFERENT’ 
(N = 1 111)

‘THIRSTY’ 
(N = 877)

‘DEDICATED’ 
(N = 1 748) X²

Having a company 
commitment to 
apprentices’ training 
that all employees 
are aware of and 
support – 53.08%

803 435 594 858

163.25***
51.51% 39.15% 67.73% 49.08%

Having a set of 
specifications 
– 43.01%

617 321 505 737
169.02***

39.58% 28.89% 57.58% 42.16%

Having a recognised 
status within the 
company – 61.52%

940 527 659 992
160.48***

60.30% 47.43% 75.14% 56.75%

Having the time to 
train apprentices 
(time off ) – 82.99%

1283 752 789 1382
161.36***

82.30% 67.69% 89.97% 79.06%

Having annual 
objectives in line 
with the in-company 
trainer’s function – 
39.40%

574 330 466 627

122.21***
36.82% 29.70% 53.14% 35.87%

Having a specific 
remuneration 
(salary, bonus) – 
39.86%

600 327 483 610

150.15***
38.5% 29.4% 55.1% 34.9%

Note: *: p < 0.05; **: p < 0.01; ***: p < 0.001.




