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Abstract. While many political strategies focus on the promotion of start-ups, the existing companies 
are often neglected. Recent studies confirm, that more jobs are lost due to failed business transfers, then 
new ones are created. In fact, the generation change has reached the European SMEs and they suffer 
from a lack of successor to take over the business. Suitable successors are entrepreneurs and this article 
sets out to investigate a feasible way to educate and attract them to the SME sector. Based on solid 
literature research the paper argues, that a dual training, where students receive training in school and 
at the same time on the job can provide this needed expertise for entrepreneurship education. In 2016 
such a dual training was initiated in Lithuania, this papers highlights results of the first comprehensive 
evaluation and provides an outlook on whether the graduates can become suitable successors in the long 
run.  
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1. Introduction 

Across Europe, SMEs are in need of successors. 
While studies suggest that the European labour 
market is not only lacking skilled workers but also 
qualified company successors, the attention given 
to this topic by responsible authorities is rather 
limited (Calogirou, Fragozigis, & Perrin-Bou-
lonne, 2010). To take over a small or medium-
sized company, the future manager needs to 
demonstrate a solid qualification and entrepre-
neurial spirit. However, entrepreneurial education 
is only in its beginnings. Furthermore, countries 
suffer from a school-based vocational training 
system, that fails to adequately qualify the work-
force needed in the industries (Eichhorst, 2015). 
Therefore, this paper sets out to investigate a fea-
sible way to educate and attract successors to the 
SME sector in Europe. Existing research indi-
cates, that a dual education system, a work-based 
learning approach, can provide the demanded 
skills of entrepreneurs (cf. Jackson, 2015; Nabi, 
Liñán, Fayolle, Krueger, & Walmsley, 2017; 
Nabi, Walmsley, Liñán, Akhtar, & Neame, 2018; 
Williamson, Beadle, & Charalambous, 2013). 
Hence, the article offers the proposition, that dual 
training can be an appropriate measure to educate 
future successors. 

After a thorough review of the relevant liter-
ature in part two and three of the paper, the argu-
ment is further underlined with a review and anal-
ysis of a pilot action for a dual training program 
implemented in Vilnius, Lithuania. This pilot ac-
tion demonstrates that indeed the cooperation be-
tween companies and schools, i.e. the training on 
the job, is a sustainable qualification and provides 
the labour force the companies need. While these 
findings underpin the results indicated from the 
literature review, they provide first-hand practical 
data on the issue that so far has not been available. 
Following this line of thought, the principle find-
ing of the article is that the pilot dual training im-
plemented is a suitable solution to qualify not only 
skilled workforce, but also future entrepreneurs 
that demonstrate sufficient potential to lead a 
company as a successor. 

2. SMEs’ need for successors 

With exception of 0.2% all companies active in 
the non-financial business sector of the European 
Union are small and medium-sized enterprises 
(SMEs). They provide jobs for 93 Million people 
and account for 67% of the total employment. 
Around 93% of theses SMEs are micro companies 
with less than 10 employees (Oricchio, Lugaresi, 
Corvetto, & Fontana, 2017; EU Commission, 
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2017). These companies carry the European 
economy. Many of them are owner-managed 
and are at risk, once that owner retires. The Eu-
ropean Commission estimates an approximate 
number of 450.000 firms in the EU being trans-
ferred to a new owner each year (European 
Commission, 2011). 

Some numbers from Germany illustrate this 
impressively: about 135.000 companies must be 
transferred between 2014 and 2018, affecting ap-
proximately two million jobs (Hauser, Kay, & 
Boerger, 2010). One third of these transfers, rep-
resenting 600.000 jobs, are likely to fail due to a 
lack of awareness, knowledge, and regulatory 
frameworks (Calogirou et al., 2010). As a matter 
of fact every year more work positions are lost due 
to ineffective business transfers than new ones are 
created by start-ups (CECOP, 2013). While this is 
already an alarming figure, it becomes even more 
concerning considering that small and micro en-
terprises are the ones struggling most with such 
transfers (Best Boss Policy Paper, 2016). If this 
sector of the economy is not supported properly to 
carry out business transfers, the EU’s main eco-
nomic force is at stake. 

Frequently it is stressed by policy makers 
how important it is to foster start-ups that creating 
more new companies will transform depressed 
economic regions, create innovation, and thus 
jobs. Undeniably most countries subsidize start-
ups, and this can be helpful for the newly estab-
lished firms, at least in the first few months 
(Caliendo, Hogenacker, Künn, & Wießner ,2015). 
While that might be appealing to voters and an 
easy to understand idea to create companies and 
thus jobs, this approach is imperfect. The typical 
start-up is actually not innovative just because it 
is new, generates only a very limited number of 
jobs and generates little growth (Shane, 2009). It 
would be much more effective to concentrate at 
least a part of the efforts on keeping the existing 
firms running by promoting successful business 
transfers.  

The situation in the Baltic Sea region is espe-
cially peculiar and several initiatives and projects 
aim to ease the situation. With the fall of the com-
munist regimes, many took the chance to set up 
their own business. Now, thirty years later, many 
business owners are retiring (Varamäki, Tall, 
Viljamaa, & Mäkelä, 2017). While most SMEs 
are family businesses, the rate of inheriting the 
business to a family member lies only between 
15–35% of all transfers (Centre for Strategy & 
Evaluation Services, 2013) and traditionally most 
successors are rather sons than daughters (Martin, 

2001). Even though it can be hoped that the num-
ber of daughters taking over companies will in-
crease, family takeovers are the exception.  

Hence, it becomes increasingly common to 
find a successor outside the family. Due to the 
general lack of skilled workers, finding a qualified 
successor is another obstacle to a successful busi-
ness transfer. The demographic change, i.e. an 
ageing population, puts additional pressure on this 
and has been tackled only partly by active policy 
reforms, for example by reintegrating older work-
ers (Kroon, Vliegenthart, & van Selm, 2017). It 
becomes increasingly difficult to find a qualified 
workforce and successors, who are willing to take 
over and lead a small or medium-sized enterprise.  

3. Qualification of successors 

3.1. Entrepreneurs 

To tackle the problem, the EU is focusing increas-
ingly on raising awareness and setting up the 
framework conditions to facilitate business trans-
fers, especially for SMEs (European Commission, 
2013a). Regarding this, the Commission proposes 
to exchange best practices across Europe and raise 
the issue of special financial facilities, legal trans-
formation, and a transparent market for business 
transfers (ibid.). However, even if awareness of 
the topic is raised and better framework condi-
tions are created, the lack of qualified successors 
is still a decelerating factor in solving this prob-
lem. The lack of qualified successors is not a prob-
lem unique to business owners seeking to transfer 
their firm to a non-family member. Even if a busi-
ness can be transferred to a family member, suc-
cess of transition is not guaranteed, i.e. only one 
third of family businesses in the US survive the 
second generation, and tendencies in Europe are 
very similar (Sardeshmukh & Corbett, 2011).  

It is suggested by the literature that one of the 
main reasons for unsuccessful transfers, is the un-
willingness to change. This is particularly true to 
businesses that stay in the family. A strong prede-
cessor often intimidates the successor, limiting his 
or her propensity to take risks and take a different 
direction in steering the company. However, only 
the exploration of new growth opportunities as 
well as pro-activeness exemplified by the succes-
sor can lead to growth of business and hence the 
continuation of the firm (ibid.). It is thus impera-
tive for a responsible business owner to look for 
an external successor in due time, who he can 
build up in the years leading up to his own retire-
ment. Such a strategic planning of the succession 
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process is often underestimated by company own-
ers (Meijaard, Uhlaner, Flören, Diephuis, & Sand-
ers, 2005). 

While this is already a strong indication of 
what a qualified or effective successor must be 
made of, other authors point to different direc-
tions. As outlined already thirty years ago 
(Churchill & Hatten, 1987), another characteristic 
of an effective successor is the ability to increase 
revenues and profits in the company taken over. 
Indeed, the financial competence can be crucial, 
but it is not the only one. Otherwise bookkeepers 
would be the best successors, yet it rarely happens 
that a bookkeeper takes over a business. Certainly, 
the organization of the family business, its com-
petitive environment, family relationships, and 
the succession planning process, are critical 
pieces of the succession puzzle (Goldberg, 1996). 
Additionally, the knowledge about the sector is 
important, but also not decisive, which is why 
even the most experienced senior employees do 
not automatically take over the company if their 
boss, the owner of the company, leaves. Returning 
to the skill of spotting and acting on opportunities 
which has been mentioned earlier, studies have 
shown that successors that could previously ac-
quire competencies, such as problem-solving, ne-
gotiation, and communication skills, are usually 
more innovative and therefore, successful in their 
business take-over (Letonja & Duh, 2015).  

Furthermore, successors must show certain 
personal traits, e.g. locus of control or a risk-tak-
ing propensity, to positively affect business per-
formance (Chrisman, Bauerschmidt, & Hofer, 
1998). In particular the level of self-confidence 
can make a difference in successfully taking over 
a company (Goldberg & Woolrdige, 1993). 
These traits together with the proactivity when 
exploiting business opportunities, mean that in 
short, successors must be entrepreneurs; entre-
preneurs who are familiar with the industry sec-
tor, educated in management and finances and 
experienced through enough practical training 
(Letonja & Duh, 2015). As stated by Keller-
manns and Eddleson (2006, p. 820): “In order for 
family firms to remain competitive, it is of the 
utmost importance to understand corporate en-
trepreneurship in family firms and how the fam-
ily firm recognizes, pursues, and exploits entre-
preneurial opportunities in an effort to grow and 
succeed”. 

As can already be seen, an entrepreneur 
needs to show several characteristics. However, 
there is no one-size-fits-all, clear-cut definition of 
what it means to be an entrepreneur. Many authors 

devote their time and effort researching entrepre-
neurial competencies. One of the most commonly 
known works are Lewis Goldberg’s (1992) “Big 
Five”. The five competencies making an entrepre-
neur are openness to experience, conscientious-
ness, extroversion, agreeableness, and neuroti-
cism. However, it is crucial to note that it is not 
“the more, the better” for all five competencies. 
Similarly, Dr. Caird (2013) identified five key de-
terminates of successful entrepreneurs, however, 
coming to a slightly different conclusion. Her top-
5 competencies of entrepreneurship include strive 
for achievement, strive for autonomy, creative 
tendencies, calculated risk-taking, and locus of 
control. Others, such as (Chrisman et al., 1998) 
have developed more comprehensive lists of en-
trepreneurial competencies. In order to enhance 
the level of entrepreneurship in the EU, the Euro-
pean Commission recently initiated the Entrepre-
neurship Competence Framework (Bacigalupo, 
Kampylis, Punie, & Van den Brande, 2016). 

This framework divides entrepreneurial 
competences into three main areas, further broken 
down to 15 competences. According to this frame-
work, an entrepreneur needs to be able to spot op-
portunities, be creative, have a vision, value ideas, 
and think ethically and sustainably. Furthermore, 
he or she needs to have the following resources: 
self-awareness and self-efficacy, motivation and 
perseverance, financial and economic literacy, 
and the ability to mobilize others and further re-
sources. Lastly, an entrepreneur needs to take the 
initiative, be strong at planning and managing, 
cope well with uncertainty, ambiguity and risk, 
work well with others, and learn through experi-
ence (McCallum, Weicht, McMullan, & Price, 
2018) 

Build upon this list, several measures, pro-
jects, and tools have been developed with the aim 
of increasing the EU’s entrepreneurial competen-
cies and capacities. It seems to be one of the most 
predominate topics for European economy policy. 
Behind this, rests the underlying assumption that 
entrepreneurs are not born. Entrepreneurial skills 
change over time and they can be obtained 
through learning and training measures (Man, 
Lau, & Chan, 2002). In particular in the last 20 
years, entrepreneurship education has spread, and 
the actual impact is very different to what has 
been initially assumed (Nabi et al., 2017). 

Recent studies indicate, that the relationship 
between entrepreneurship education and entrepre-
neurial intention is highly complex and the role of 
entrepreneurship education in developing entre-
preneurial intentions in students is at least mixed 
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(Nabi et al., 2018). While it also has been found 
that an increase in entrepreneurial training can be 
directly linked to a positive economic impact 
(Williamson et al., 2013), it becomes clear as 
well, that not every type of entrepreneurial educa-
tion is the same.  

In comparing different types of entrepreneur-
ial education Jackson (2015) concluded that “stu-
dents exposed to experiential learning processes 
and actively participating in campus enterprises 
acquired more business-related knowledge, skills 
and competences than those who simply confined 
their involvement to the completion of formal ac-
ademic programs in such areas” (Jackson, 2015, 
p. 4). He continues in promoting a holistic cross-
disciplinary approach that focuses on active en-
gagement of students and staff with the local com-
munity and businesses to create stronger ties and 
more direct, on-the-job learning. 

Hence, while there are many existing study 
courses teaching entrepreneurial studies in tertiary 
education, it is argued in this paper, that acquiring 
theoretical knowledge at higher education institu-
tions is not sufficient to fully obtain and 
strengthen entrepreneurial competences. In order 
to counteract the lack of qualified successors a 
change in the education system is needed. Only 
when the interaction between students and busi-
nesses is given, it can be assured that the next gen-
eration of business successors, is adequately 
equipped with the right theoretical and practical 
skills to successfully take over businesses.  

The possibility to encourage entrepreneur-
ship education in early school years might be an 
option to influence the willingness of becoming 
an entrepreneur (Kroon, De Klerk, & Dippenaar, 
2003). Another, promising way to address this is-
sue, is by looking at the German dual vocational 
education and training (VET) system, as it is built 
upon these exact premises. The dual system is the 
role model of work-based learning. Work-based 
learning always means to learn theory from school 
in conjunction with practice from the actual job 
(Huq & Gilbert, 2013). In the German system, stu-
dents spend time at vocational schools to acquire 
theoretical knowledge, and in businesses to get 
practical experience and expertise. Due to this set-
up, the interaction between students and busi-
nesses is guaranteed. Therefore, next generation 
successors, acquire the skills needed in the indus-
try, and finish their education with theoretical and 
practical knowledge.  

3.2. Entrepreneurship through training  
in the dual system 

As has been mentioned a crucial step to address-
ing the lack of qualified successors, is a change in 
the education system. That way it is ensured that 
the next generation of businessmen and -women 
is equipped with the skills demanded by the labour 
market, in this case the SMEs. In particular the 
micro companies need a skilled workforce with 
actual practical experience. It is evident, that the 
work experience in the company is a crucial factor 
for a successful transition of ownership and that 
somebody with longer experience in the business, 
is more likely to succeed than an external (Gold-
berg, 1996). Since a trainee in the dual system will 
already be trained on the job in the company 
while, for example, studying management at 
school, this kind of work-based learning seems 
promising.  

The benefits of the so-called dual VET are 
many-fold. For example, graduates of a dual VET 
are well prepared for the transition into the labour 
world, as the pedagogy of the training combine 
theory and working. Furthermore, is focused 
around problem-solving. Work-based learning en-
ables contextual learning, i.e. the trainee is edu-
cated under real life conditions, learns how to 
work with others and what is feasible and what not 
(Rae, 2005). This leads to a relatively low youth 
unemployment rate in countries where dual VET 
is common like Austria, the Netherlands or Ger-
many. In general, almost all graduates of the “dual 
system” of vocational education experience good 
chances to immediately access appropriate job po-
sitions (Konietzka, 2003). In fact, countries with 
traditional solid apprenticeship systems show a 
lower youth unemployment and a smoother tran-
sition to the labour market than those countries 
with a solely school-based vocational training 
(Jørgensen, 2015). Furthermore, due to the inte-
gration of companies into the education process, 
it is assured that students are learning skills ac-
cording to the labour market’s needs, hence 
providing qualified employees and, later on, suc-
cessors. A work-based learning approach, like it 
is realized in the dual training system, can facili-
tate the transition from school to work while sup-
plying employers with a skilled workforce at the 
same time (Eichhorst, 2015).  

This is especially attractive for employers, as 
in many cases there is only a limited number of 
specialists on a certain topic available in the la-
bour market. If companies engage in dual VET, 
they make sure to train new employees in their 
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specialty fields, who could then act as potential 
successors. Additionally, due to the fact that stu-
dents are not only studying at school but also learn 
directly in the companies, they often identify 
strongly with their training company and can get 
hired there easily after their VET. In conclusion, 
it is a win-win situation for both sides (cf. Euro-
pean Commission, 2016; Hogeforster & Priedu-
lena, 2015; Mühlemann & Wolter, 2013). 

Nevertheless, there is still a great deficiency 
of EU countries implementing work-based learn-
ing in their educational systems (European Com-
mission, 2013b). Especially with regards to voca-
tional training, many countries, also in the Baltic 
Sea Region, adhere to their school-based voca-
tional systems. However, particularly entrepre-
neurship education benefits from the dual system 
(Jackson, 2015). For companies the dual training 
system is highly relevant since they get the em-
ployee they need, educated under real life condi-
tions at their company and familiar to their cus-
tomers.  

One of the biggest challenges of a dual train-
ing system is to get enough companies on board 
that are willing and capable of qualifying trainees 
on the spot, in particular since in most countries 
these companies pay the school tuition fee and 
also a small salary. Before the shortage of a skilled 
workforce, many companies preferred to hire a 
graduate from a dual training course instead of in-
vesting a couple of years to educate their own 
workforce. This changed due to the lack of skilled 
labour and more companies are willing to invest 
early, followed by making good job offers after 
graduation, in order not to lose the now perfectly 
qualified employee to a competitor.  

Also, companies discovered, that early in-
vestment in a trainee pays off. Unlike externals 
that join the company, the trainee is beneficial 
from day one of his work contract and does not 
need to familiarize himself with machines, cus-
tomers or colleagues. 

4. Dual Training pilot in Lithuania 

Like any other European country, Lithuania, too, 
is looking how to increase the attractiveness of its 
VET sector and educate more entrepreneurs to 
start or take over companies and thus easy the 
generation shift. Since 2007 Lithuania was very 
active to improve to vocational training sector. 
Like many European Union member states, Lith-
uania suffered from a high unemployment rate of 
young academics (Repečkienė, Kvedaraitė, Žvire-
lienė, & Glinskienė, 2012), but at the same time 

showed a lack of skilled workers (Hogeforster, 
2014). Apprenticeship-type training did exist but 
was not very strong in recent decades (CEDEFOP, 
2013). Political initiatives of the government to 
move the rather supply work-based model of VET 
to a more demand-led VET by increasing the flex-
ibility and responsiveness of vocational training 
became evident in the last years (Kliminskas & 
Pagiriene, 2015). Within an Erasmus+ project, a 
work-based learning program has recently been 
introduced to the Lithuanian VET system. Institu-
tions from five countries teamed up in 2014 and 
developed curricula for dual training in Hungary, 
Lithuania and Poland. Lithuania was the first to 
successfully finalize such curricula and imple-
ment the training. The training curricula was de-
veloped by the Panevėžys College. The program 
was carried out together with companies from 
September 2015 until June 2017 at the Vilniaus 
Statybininkų Rengimo Centras (Vilnius Builders 
Training Centre).  

For the test-run, the procession of a Finisher 
(Builder) was chosen. It is set on Level 3 of the 
European qualification framework (EQF) which 
corresponds to Level 3 of the Lithuanian qualifi-
cations level (LTQF). In fact, the LTQF created 
an important structure for new education forms 
(Laužackas & Tūtlys, 2007). The training awards 
120 ECTS, earned in 2400 hours. Of course a shift 
from a school-based training to a training in the 
company, asks for qualification of the supervisor 
in that company on the spot. It is necessary to have 
specially prepared and qualified trainers among 
the staff of the enterprises, possessing both highly 
developed practical skills and pedagogical com-
petences permitting to train the apprentices 
(Kliminskas & Pagiriene, 2015). Thus a train-the-
trainer scheme of 80 hours has been created as 
part of the before mentioned project. Additionally, 
the school trainers provided some advice regard-
ing pedagogical aspects of training and shared 
their teaching experiences with the company staff. 

The school based vocational training of 720 
hours was very successful. With 95.2% the attend-
ance rate was very high. Also the average mark 
for theory for the whole group was 8.7, which is a 
solid result (Černeckienė, 2017). In Lithuania the 
lowest positive mark is 4 and the highest is 10.  

The practical training consisted of 1680 
hours, i.e. 70% of the total training time. Initially 
it was not easy to attract companies to become a 
training institution, but the interest and self-under-
standing of companies to also offer training posi-
tions in a dual system seems to grow. While it is a 
common understanding in countries like Austria 
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or Germany that the companies pay the trainee 
from day one, this is not yet always the case in 
other regions. Nevertheless, in case of this dual 
training wages were paid to all trainees from the 
Lithuanian companies from the 2nd semester on. 
The practical training in the companies has been 
based on real work situations at different con-
struction sites in Vilnius. For three training semes-
ters, the trainees worked in the company three 
days a week. In the last semester, during their ap-
prenticeship, they were in the companies every 
day. Since this curriculum was one of the first real 
dual trainings in Lithuania and the corresponding 
law has only been changed at the end of 2017, the 
trainings were not formalized and only considered 
a non-formal training. On-site training are often 
considered non-formal or informal learning any-
way (Lee et al., 2004) and there is simply no need 
for formalisation at all. Other than only learning 
at a school, this informal learning corresponds to 
the needs and expectations of the real world 
(Tavistock Institute of Human Relations, 2002) 
and is thus very powerful and valuable for the em-
ployer (Marsick & Volpe, 1999).  

The curriculum of the practical training was 
prepared and coordinated by the employer and a 
teacher. The vocational training experience (train-
ing content, learners’ attendance, assessment of 
learning outcomes and other information) were 
recorded in diaries. The average mark for the 
practice part for the whole group was 9.4 out of 
10, and the attendance rate was 97.1% for the 
whole group for the 1st year of training (Čer-
neckienė, 2017). Regarding the final exams in 
June 2017, the results were likewise positive, with 
8.62 for the theoretical part and an average assess-
ment for practical performance of 9.33. 

Corresponding to the requirements of formal 
vocational education training (approved by the 
Minister of Education and Science of the Republic 
of Lithuania order No. V-482, dated 15-03-2012, 
revised version No. V-479, dated 08-05-2015), a 
modular apprenticeship program was developed. 
The training consists of an introductory module, 
11 modules for professional competence and 3 
modules regarding the final apprenticeship. One 
module awards less than 10 credits. All Finisher 
dual training program modules, with exception of 
the apprenticeship, consist of practical and theo-
retical training hours. 

Introductory builder’s module.  
Compulsory modules:  
1. Construction drawing.  
2. General construction works.  
3. Basics of masonry and concrete laying.  

4. Manual wood processing.  
5. Thermal insulation of buildings.  
6. Plastering.  
7. Tiling. 
8. Painting. 
9. Covering gluing.  
10. Fixing plasterboard panels.  
11. Fixing decorative panels and linear ele-

ments.  
Final modules. Apprenticeship.  
The introductory module is designed to fa-

miliarize the students with professional activity in 
the field of vocational training and the economic 
sector. The following compulsory modules for 
professional qualification include training content 
for the students’ preparation for activities specific 
to the qualification they aim to gain. However, 
there is enough flexibility to adjust the training ac-
cording to the needs of the individual student as 
well as the labour market. Lastly, the final mod-
ules are for summarizing the theoretical know-
ledge, consolidation of practical skills and prepa-
ration for the assessment of competences. The 
content of the modules is composed in a way that 
imparts all competences of a finisher defined as 
the standard according to Lithuanian regulations, 
including the ability of learners to plan, imple-
ment and control their activities. 

These outcomes clearly indicate, that the 
dual training approach was very successful. One 
of the biggest successes is demonstrated in other 
numbers: 16.5% of the trainees went to work for 
other companies, 21% decided to continue VET 
training and actually 8.5% went to university, 
but the majority of all trainees, indeed 50% 
stayed to work for their training company after 
graduation. In particular this last number is very 
relevant. Many companies offering dual train-
ing positions fear that the trainee, they invested 
in for a number of years, will actually leave the 
company after graduation. But the numbers of 
this pilot training demonstrate, that this applies 
to only every second trainee.  

The other half received a solid training and 
is perfectly familiar with the company’s busi-
ness and – other than external applicants – will 
be of high value from day one of his work after 
graduation. The graduate of this work-based 
learning model is not only well educated from 
the vocational school, but already familiar with 
processes, know-how, customers etc. The final 
report further highlights that there has been con-
stant collaboration between the school and the 
company in order to ensure best correlation in 
theoretical and practical training (Černeckienė, 
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2017), which is an important additional value of 
such a work-based learning model.  

The created training program can be con-
sidered a success and a role-model for Lithuania 
and other countries. Few months after the first 
training ended, in December 2017, the parlia-
ment of Lithuania consented to the draft recast 
of vocational education and training law. This 
draft, Lietuvos Respublikos profesinio mokymo 
įstatymo Nr. VIII-450, stresses the significance 
of apprenticeship and work-based learning. It 
aims to facilitate the acquisition of practical ex-
perience for students not only through the use 
of the infrastructure of vocational training insti-
tutions, but indeed in the real workplace. 

5. Limitations and further research 

The novelty of the education course and the newly 
passed law that only dates back a few months ago 
limits ability of the research to make reliable 
claims on the long-term effects and outcomes of 
the dual vocational training. It will take some time 
for the young graduate to evolve from a valuable 
worker in the company they have been trained in 
to, to take over the company. The same holds for 
the numbers presented in the analysis.  

While they represent well how the pilot ac-
tion has been perceived, they cannot be used to 
predict future trends, as the amount of data is 
simply too little. Nevertheless, the change of law 
shows great political commitment towards the is-
sue, leading to the justified expectation that the 
number of dual trainings, structured similarly ac-
cording to the principles of work-based learning, 
will show a solid increase in the near future. Fur-
thermore, even though a solid foundation has been 
laid by the dual training, transfer processes in a 
company, indicating a generational change, usu-
ally take two to five years. 

Hence, future research needs to address two 
main issues. First, new cohorts of the presented 
dual VET as well as new dual VETs for other oc-
cupations need to be reviewed and analysed to en-
rich the preliminary findings of this paper or limit 
and revise the proposed hypothesis. Second, re-
search needs to be dedicated towards the gradu-
ates of these trainings and their career paths to es-
tablish whether alumni of dual trainings indeed 
become successors. 

Moreover, the data presented in this case is 
limited to Lithuania. While some aspects can be 
easily transferred to other countries, others can-
not. Especially, with regards to education systems 
and business culture, it is crucial to adapt 

measures to national and regional characteristics. 
Therefore, if similar measures are implemented in 
other countries of the BSR a comparative study 
would be beneficial to be able to come to more 
generalizable conclusions. 

6. Conclusions  

New entrepreneurs are urgently needed to take 
over the high number of retiring SME owners in 
Europe. Existing literature demonstrates, that dual 
training programs are an effective method to edu-
cate future entrepreneurs on the job and can be 
rated as an interesting education alternative for 
young people. Such qualified entrepreneurs, that 
have not only been educated but in fact worked 
for years in the company, having obtained the 
concrete, sector-relevant knowledge, can be build 
up as suitable successors. The successful imple-
mentation of a dual training program in Lithuania 
underlines these assumption and experiences. It 
demonstrates that there is a need for trainings like 
this and companies willing to train young people 
on the job. The high number of trainees staying in 
the company after the training is completed shows 
that it is an interesting recruitment tool for a qual-
ified workforce too. The described pilot action in-
dicates that there is not only a high interest from 
potential trainees, but also from companies that 
are willing to train on the job. Follow up research 
in a couple of years needs to evaluate, if dual train-
ings are also a valid instrument to recruit future 
managers, thus successors. 
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