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Introduction
The following paper aimed at introducing the main results of the Intellectual Outputs 1 with specific
reference to the findings emerged in the semi-structured interviews and focus groups to trade unions,
trainers, companies, public actors and all the other stakeholders in the training system in Italy, Spain,
Lithuania and Romania. Furthermore, the report aims at identifying and describing the main
production of the IO1: Work-based model, quality indicators of the WBL model, trainer’s skills and
company database.
As the WBL training experience designed throughout the TransToWork project has to be implemented
and validated in a context of social dialogue, the involvement of the social partners, and the industrial
relations systems, play a crucial role. In particular, they focus on the response that Vocational Training
provides to the skills required by companies and the prospect of employment that must be consistent
with the skills, qualifications and expectations of the people in training and consistent with the
applicable contractual provisions and normative standards. Social dialogue, that is, a participatory
decision-making process, represents the guarantee of a training path to be able to combine the
instances of productive tissue together with the existing contractual normative framework and to be
transferable/adaptable to other territorial contexts. Discussion and comparison between the
Vocational Training Center and the Social Partners (Entrepreneurship and Labor Unions) highlight the
strengths and weaknesses of the training proposal. The resulting process leads to the definition of the
training process, giving particular importance to the vocational quality of the process itself and to the
organization of an alternating experience and the Transition to Work (implementation of the WBL
process).
The structure of the report is made up of different parts:
-

-

A general overview of the main dynamics and performances in the construction sectors;
A general overview of the labour force composition in the construction sectors in EU 28 with a
specific focus on the partner countries;
A general overview of the industrial relations systems in the construction sectors
A comparative analysis of what the stakeholders interviewed in the partner countries declared
with regard to:
o the functioning of the work-based learning,
o The sectoral impact of digitalization processes
o The main strengths and weaknesses aspects of the existing training system
On the basis of all information and practical and theoretical knowledge acquired and collected
through the interviews and discussion groups, the last part of the report is oriented to specify
and illustrate the main products of the IO1:
o Work-based learning model
o Trainers’ skills
o Company database and company profile
o Trainers’ skills
o Quality indicators of the WBL model
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1. The construction sector: a general overview
In the European Union, the construction sector is of great importance. It amounted to 8.6 % of
EU’s total GDP in 2016. At the same time, creating innovative solutions for social, climate and
energy challenges it is produces multiplier effects on other industries: also in EU the value
chain is getting a prevalent concept and is progressively replacing a sectoral approach. Total
42.9 million workers in Europe depend, directly or indirectly, on the construction sector.
Overall, European Union’s internal market provides international partners access to more
than 500 million people and approximately 13 trillion Euro in GDP1.
The crisis of 2008 hit the construction sector especially hard. Countries experienced a sudden
decline of production ranging from -54.4 % in Lithuania in 2009 to almost stable activity levels
in Germany and Austria. In countries like Estonia, Ireland or Spain growth rates began to
considerably decline even before the year 2009. The drop in construction activities was
sudden in most countries. Negative growth rates remained in the entire EU until 2013. In
contrast, growth rates returned positive for the EU-28 construction sector.
Until 2007, construction production in the EU grew each year. From spring 2008 till early
2013, the overall level of total construction in the EU-28 experienced a constant decline
(excluding a spike in the summer of 2010). On average, this index lost more than 30
percentage points. In the following years 2013 and 2014, construction production recovered
somewhat and increased by around 6 percentage points. Despite that, 2016 showed us that
we have only reached a level near 80 % of the pre-crisis output peak. Since then the
production in construction has increased only very slowly. Especially for countries in the Euro
zone (EA-19), which show slower recovery than the average level of the EU-28.

1

Bulding Radar, August 2017
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Figure 1 - Annual rates of change for buildings and civil engineering, 2005
2005-2016
2016

Source: Eurostat
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Information Box: the construction sector in Romania
In Romania, due to the recent economic growth, after a relative standstill in the last 2-3 years, the
demand for office areas, dwellings and industrial constructions has advanced significantly so that,
according to the beginning of year estimates, the business of this sector could reach 30 billion lei
(about 6.5 billion euro) in 2018.
The most dynamic sector of this industry, according to the number of building permits issued, is
the residential sector, where the volume of construction works increased by 69.7% during the year
2017, with a number of 41,603 building permits for residential buildings. While 53,301 houses
were completed in 2017, forecasts for the current year are still positive, with industry specialists
expecting an increase of about 65,000 units.
In 2017 most of the living homes were opened in the Bucharest-Ilfov development regions (17.9%
related to the country total), in the North-West (17.8%), North-East (15.2%), Center (13.7%),
South-East (11.4%) and South-Muntenia (10.0%).
Besides the evolution of the residential segment, the first months of 2018 saw a growing trend in
the volume of engineering and non-residential constructions by 34.3% and 17.0%, respectively.
According to the data published by the National Institute of Statistics, at the beginning of July
2018, the volume of construction works in Romania decreased by 1.3% as gross series, in the first
five months of 2018 compared to the same period of 2017, while as adjusted series, according to
the number of working days and seasonality, it rose by 0.4%.
At the end of June 2018 there were approximately 387,000 employees working in construction,
with an average gross salary of 3,316 lei (about 720 euro).
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1.1. The employment in the construction industries in the partner
countries
In order to illustrate a general overview on the main employment dynamics in the partner
countries, this paragraph takes into consideration the first outputs of the European
Construction Sector Observatory – Analytical report, Improving the Human capital basis, of
the European Commission (April 2017). All the data, as it is not specified differently, refer to
2015. Although all the national data do not refer the most up-to-date version, the analysis
aims at pointing out some structural divergences at the national level.
The workforce employed in the construction sector is defined in the present study by all
construction related activities within EU28 economies (construction related manufacturing
activities, narrow construction, real estate activities, and architectural and engineering
activities, collectively referred to as the broad construction sector). According to Eurostat, the
total number of persons employed in the broad construction sector at EU level reached 21.1
million in 2015. This represents a 1.2% increase since 2011 and 3.4% increase compared to
2014 alone, the highest net increase since the beginning of the economic crisis, signaling the
recovery of the sector.
Figure 2 - Share of the construction-related industries in the total economy

Source: Eurostat, 2017
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The sum of the persons employed in Germany, United Kingdom, France, Italy and Spain
represents 60.7% of the total workforce of the EU construction sector. If in EU28 the
labourshare of the construction-related industries on the total economy is 8,3%, in Italy the
ratio is a bit higher and reaches 10.1%, a equivalent share is represented in France and
Germany. Among the other partner countries, the highest ratio is in Lithuania, in which the
share of the construction-related industries on the total is equal to 12,7%, whilst the lowest
ratio is scored in Romania (6,8%).
It has to be highlighted that the Baltic States and Scandinavian countries rank among the
countries with the highest proportion of construction-related industries as a share of total
workforce. On the contrary, Ireland (6%), Romania (6.8%) and Bulgaria (7.9%) report the
lowest shares of the construction sector employment in their respective economies.
During the crisis, the workforce of the construction industry has been severely contracted but
in a different measure. In a few countries the labour force has even increased in terms of
number of employee headcounts but generally in EU the number of employees decreased by
11.8%.
Figure 3 – Variation of the workforce in the construction industry by country 2008-2015

Source: Eurostat, 2017
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In Italy the reduction is -29,3%, one of the highest in a comparative analysis. In terms of
evolution of the labour force dynamics across the construction sub-sectors, the impact was
mainly focus on the narrow construction sectors (from 64.7% in the 2008 to 59% in 2015),
while construction related manufacturing activities (from 16.08% to 16%), real estate (from
10.3% to 12,4%) and architectural activities (from 9.23% to 11.4%) has remained steady and
even increased. In terms of composition of the labour force, it should be pointed out that the
Italian composition has, compared to the EU 28 average, a wider share of employees in the
construction-related manufacturing (16,22% against 12,35% in 2015) and a lower quota of
employees in the real estate and architecture and engineering activities.
Figure 4 – Share of low skilled workers in the narrow construction sectors by country

Source: Eurostat, 2017
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Even steeper than the Italian turndown it is that one in the Spanish and Romanian labour
market. In Spain, the total workforce in the construction sector decreased by 47,4% in 20082015, the highest decrease in EU 28, and with a fall four time faster than in EU28 average. As
in other EU countries, the labor crisis in Romania has affected all occupational profiles and,
even though some positive statistical projections of the construction as whole, the situation,
has emerged in the national report is getting worst in terms of employment: whereas in 2008
there were about 500,000 construction workers, in 2018 the number id about 380,000. Also
the decrease in Lithuania (-23,8%) displays how even in the Baltic countries the construction
sectors has gone through a drastic restructuring process.
The skilled workforce in the construction sector is often represented by tertiary graduates
with knowledge and mastery of science, technology, engineering or mathematics (known as
the STEM skills). On the other side, low skilled workers2 in the construction sector are mainly
represented by younger and migrant workers, often on temporary employment contracts.
As illustrated in the previous figure (Figure 4), the majority of the Member States had less
than 30% of their workforce represented by low skilled individuals indicating that in most
cases the construction sector comprises mainly medium and highly skilled workers, with the
exception of Portugal (71.9%), Malta (68.3%), Luxembourg (56.5%), Spain (54%), Italy (51.3%),
Greece (49.1%), and the Netherlands (33.6%). The negative evolution of this share of
employees across all Member States could indicate two different scenarios. The first one is
that the sector has made efforts to increase its appeal to the more qualified profiles, and in
this view Italy is one of the best cases as the reduction across the crisis is over 11 points. The
second scenario is that the low skill workers are the most fragile in front of an economic
downturn and the first ones to be dismissed as employers are used to retaining high-kill
workers.
As regards to this workforce composition, it should be noted the position of Lithuania and
Romania is deeply different from the EU average, in general, and to Spain and Italy, in specific.
In Lithuania only 6,5% of the employment level is represented by low-skill workers while in
Romania the ratio reaches 16,5% in 2015, emphasizing a wide gap with the other partner
countries.
The graphic (Figure 5) illustrates the participation of adult individuals (18-64 age) in education
and training programs in two construction subsectors and more precisely the narrow
construction, that is overestimated in the Italian labour force, and the real estate. Even
though the Italian workforce in the construction industries is characterized by a high share of
low-skill workers, the number of adult workers involved in continuous training courses are
really marginal compared to the rest of the EU countries. Whilst in the neighboring countries,
such as France and Austria, the sectoral workforce share involved in training and education
2

With less than primary, primary and lower secondary education levels ISCED18 0-2
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programs overcomes the European level, Italy falls down in the last positions with only 4% of
adults attending continuous training programs in the narrow construction sectors.
Also in the other partner countries, the participation in education and training programs is not fully
satisfactory. If for the Romanian case the information is missing, in Lithuania only 5,6% of adults are
attending VET programs while in Spain the percentage reaches 9,2% in 2015 quote far away from the
EU 28 average (16,4%).

It is clear that without a radical trend reversal the fragilities of the sectoral employment in
terms of skills and competences will be never recovered and the construction industries will
be condemned to play a minor role in all the national economic systems.
Figure 5 – Share of adults aged 18-64 participating in education and training

Source: Eurostat, 2017
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1.2. The industrial relations in the construction: a European
comparative analysis
In order to understand the relationships between the construction sectors, the employment
and the training dynamics is important to understand the structure of the national industrial
relations systems in the construction sectors3 and to point out how the each national system
differ from the other EU cases. With this regard, a comparative analysis of Eurofound4,
adopting a previous analytical framework from Visser (2008)5, presents five groups of
countries in relation to their industrial relations regime:
- The Nordic corporatist regime (Sweden, Denmark, Finland) with a highly institutionalised
role for social partners, with a high degree of involvement of both employer organisations and
trade unions.
- The social partnership regime in Centre-West Europe (Germany, Austria, Netherlands,
Belgium, Luxembourg) characterised by an institutionalised role of the social partners.
- The liberal pluralism regime or Anglosphere model (United Kingdom, Ireland, Cyprus and
Malta) emphasises a more limited role for the social partners and the involvement is driven by
specific themes or agendas.
- In the polarised pluralism regime (Italy, Spain, Portugal, France and Greece), the role of the
social partners is more irregular and highly politicised.
- It is still unclear whether all or some of the new Member States from Eastern Europe will
assimilate any of these regimes (Bulgaria, Czech Republic, Estonia, Latvia, Lithuania, Hungary,
Poland, Romania and Slovakia). Their industrial relations regimes differ in the strength of
unions, the autonomy of the social partners, state intervention, and the place of social
dialogue at national level and in companies, and social dialogue is less institutionalized.
Of course the general context of industrial relations exerts an influence also at the sectoral
level. Even the industrial relations in the construction sectors seem to reflect in somehow the
national system. The following table represents some key-figures related to the main
characteristics of the industrial relations system in the construction sectors6. Italy counts a
high number of social partners, in line with the dominant pluralism regime: 5 trade unions and
10 employers’ associations, the highest number in a Eu comparison, with the only exception
3

Building a social dialogue for sustainable construction, 2017, FINAL REPORT OF THE TRANSNATIONAL PROJECT
“BROAD BUILDING A GREEN SOCIAL DIALOGUE”

4

Eurofound, 2014, Role of social dialogue in industrial policies, Dublin, European Foundation for the Improvement of
Living and Working Conditions.

5

Visser, J. (ed.) (2008), Industrial relations in Europe report, European Commission, Brussels.

6

Eurofound, Representativeness of the European Social partner organisations: Construction sectors, 2015, Dublin
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of the Austrian case. In countries with a highly fragmented and differentiated associational
‘landscape’ on the employer side – such as Austria, Germany, France, Italy, Sweden and the
UK – the associations’ domains tend to be tailor-made for a particular subgroup of employers
and businesses within the sector. Such a fragmented associational configuration tends to
favour the (bargaining) power of organised business in small segments of the economy. Italy
has one of the highest rate of the sectoral collective bargaining coverage and, in line with the
two-tier collective bargaining system at the national level, there are two levels of collective
bargaining: one at the national level and one decentralized at the company/local level. Even
though the social partners in the construction sectors are deeply-rooted at the local level,
tripartite participation, the so-called concertation practices, are not formally structured.
Table 1 –The main features of the national industrial relations systems of the construction sectors

N. UNIONS

AT
BE
BG
CY
CZ
DE
DK
EE
EL
ES
FI
FR
HU
IE
IT
LT
LU
LV
MT
NL
PL
PT
RO
SE
SI
SK
UK
Fonte: Eurofound

3
3
2
3
1
3
6
2
2
4
6
5
1
5
5
1
2
2
2
2
2
3
1
10
1
1
3

COVERAGE OF

N EMPLOYERS
ORGANISATIONS

COLLECTIVE
BARGAINING

13
2
1
1
2
9
5
1
3
1
3
6
2
3
10
1
2
1
1
2
2
4
2
9
3
1
14

HIGH
HIGH
LOW
MEDIUM
MEDIUM
MEDIUM
MEDIUM
LOW
MEDIUM
HIGH
HIGH
HIGH
HIGH
MEDIUM
HIGH
LOW
HIGH
LOW
MEDIUM
HIGH
LOW
HIGH
MEDIUM
HIGH
HIGH
MEDIUM
MEDIUM
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Multi-Employer
bargaining

Tripartite
participation

present
present
present
present
present
present
present
absent
present
present
present
present
present
present
present
absent
present
absent
absent
present
absent
present
present
present
present
present
present

no
yes
yes
no
no
no
yes
no
no
yes
yes
no
no
no
no
no
no
no
yes
no
yes
no
no
no
no
no
yes

In the construction sectors, the Spanish industrial relations systems counts 4 major union
organization and only one unique employer association . Along with Italy, also Spain has one
of the highest collective bargaining coverage in Eu and its bargaining system includes a multiemployer level. In Spain there are form of sector tripartite bodies with specific duties. Among
the partner countries the Spanish case (referred to the year 2015) is the only example of
sectoral tripartite participation: in Romania and Lithuania, as well as in Italy, there not such a
form of local social dialogue. According to the report conducted by the European Foundation
in 2015, the sectoral industrial relations in Lithuania are not based on a multi-employer
bargaining and the collective bargaining coverage is low. In Romania, finally, there are 2 of
sectoral employers’ association matching the report selection criteria and one union
organization and the collective bargaining system consist also of a multi-employer bargaining
level.
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Information box: the bilateralism in the construction sectors in Italy
In the construction sectors there are four multi-employer national collective agreements, signed
by Feneal UIL, Filca CISL and Fillea CGIL (the main Union Confederations): industry (signed with
ANCE-Confindustria); crafts (ANAEPA-Confartigianato, CNA-Costruzioni, FIAE Casartigiani and
CLAAI); small- and medium-sized enterprises (Confapi-ANIEM); cooperatives (ANCPL-Legacoop,
Federlavoro and Servizi-Confcooperative, AGCI-Production and Labour).
Each contractual plank gives rise to its own bilateral system, characterised by a strong territorial
imprint, based on the presence of joint bodies responsible for the provision of contractual and
mutual benefit services, vocational training and health and safety at work, and supplementary
pensions. The signing of understandings and agreements by the social partners gives rise to the
bilateral system of constructions, based on the unification at the organisational and functional
level of the four bilateral systems and structured in three subsystems:
● the system of construction funds, joint bodies present in the territory that provide
benefits and provisions established by the national collective bargaining agreement and
territorial agreements signed by the business and trade union organisations in the sector,
with which 150,000 companies and over 800,000 workers are registered, co-ordinated by
the Joint National Committee for Construction Funds (Cnce), constituted by ANCE and
CGIL, CISL and UIL;
● the professional training system, led by the national Formedil (building training), with
regional Formedil and a network of over one hundred building schools throughout the
country that accompany workers from their introduction to the site throughout their
career;
● the system for the protection of health and safety, through the Territorial Joint
Committees (Cpt), coordinated by the National Commission for Accident Prevention,
Hygiene and the Working Environment (Cncpt).
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2. Focus groups and interviews to social partners and main
stakeholders
As reported above, a consistent objective of the IO1 is to investigate the points of view of
social partners and other stakeholders on how sectoral features, work-based learning and
digitalization process are combined and interact within the national system. The different
perspectives of the social partners, trainers and other stakeholders have been collected
through qualitative research methods and preferably by focus groups. In case of low
participation in the focus groups (due to organizational causes or because of the structure of
the national industrial relations systems), the partner was free to use semi-structured
interviews to social partner representatives.
In each partner country, more stakeholders have been interviewed with a view of collecting
information to be used to describe the relationships between the construction sectors, the
digitalization processes, VET policies and role of work-based learning practices.
Italy
Trade
unions

The general secretaries of
the sectoral union
federations of Fillea-Cgil
and Filca-Cisl at the
regional level (EmiliaRomagna);

Lithuania

Spain

Romania

Director Manager of
ASEFAVE (Spanish
Association of
Manufacturers of Light
Façades and Windows) Employers’ association

Representatives of
the local companies

Lithuanian Industry
Trade Unions‘
Federation

The local secretary of the
sectoral union federations
of Feneal-Uil
Employers
Association

The President of the
Building and Construction
Businesses Assocaition in
Bolonga (Ance)

Lithuanian
Construction
Association
Association of
Lithuanian Vocational
Schools
Panevėžys Chamber of
Commerce, Industry
and Crafts

Manager of the
Construction Federation
of Huesca - Employer’s
association
Training and Project
technician of FEVEC
(Valencia Federation of
Construction
Companies) - Employers’
association
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Businesses

Management of a
company in the
construction sector,
Robur Asfalti Srl

Construction company
“Conresta”
construction company
“Fasadųšiltinimosistem
os”

HR Manager of
Construcciones Felipe
Castellano, SAU Construction Company

consultancy company
“Intelligent BIM
Solutions”
Public
actors

Health agency in Bologna
(Ausl)

Head of Unit for
Evaluation, Studies and
Training Management of
FUNDAE (State
Foundation for Training
for Employment) - Public
Administration

Local Agency for
Payments and Social
Inspection
Representatives of
the local and county
administration

Teaching Technical
Advisor, Methodological
Coordinator for
Professional Family of
Building and Civil Works
of the INCUAL (National
Institute of
Qualifications) - Public
Administration
Trainers/
consultant
s

8 Engineering consultants
in VET programs ( 1 focus
group)

Qualifications and
Vocational Education
and Training
Development Centre
VET department under
the Ministry of Science
and Education of the
Republic of Lithuania
18 participants
representing VET
trainers and managers
from 11 VET centres in
Lithuania, members of
VET trainers
association (1 focus
group)
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Teacher of Edification
and Civil Works of IES
Islas Filipinas Construction Training
Centre
Teacher of Edification.
Secretary CIPFP Ciutat
de l’aprenet of CIPFP
Ciutat de l’aprenet Construction Training
Centre
Teacher of Edification
and Civil Works of CIPFP
Vicente Blasco Ibáñez Construction Training
Centre

Discussion group
with the CluJ School
Inspectorate
School inspectorates
based in the northwestern region,
representatives of
the technical and
vocational education
units, high school
representatives

Even though all partners had the same target groups structure, the number and the position
of the stakeholders interviewed reflect the different role, network and professional attitude of
each partner countries. On one side, it is possible to highlight how the Lithuanian partners
shows the most balanced range of stakeholders in terms of composition while the Italian
partner has, proportionally, a higher representation of social partners and a low involvement
of public actors and the Spanish partner a higher representation of VET Centers and a scarce
participation of social partners.
Along with the interviews, the Romanian partner carried out a survey on more than 300
companies in construction, engineering and architecture, to vocational training providers,
universities, professional associations and decision makers. The survey was based on
questionnaire disseminated during the period March-June 2018 at the regional level.
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2.1. The main outputs of the interviews and focus groups
The following paragraph aims at presenting the main outputs emerged during the diverse
qualitative research methods used to investigate the points of views of social partners, public
actors, business, trainers and consultation. All interviewees were required:
-

to list and illustrate the main aspects with regard to company and sectoral training
needs in a competitive system put under pressure by digitalization processes and
- to describe what aspects the young people should have in a WBL process.
The main outputs emerged in the interviews and focus groups realized in the different partner
countries will be broken down into sub-section according to the main issues dealt with:
-

a general background about the economic and employment situation in construction
sectors
- a specific focus on the main training needs raised by the actors who, from diverse
perspectives, play a key-role in the construction sectors
- the functioning of the existing work-based learning practices
- and the main aspects of digitalization processes in the AEC industries
Each sub-section aims at comparing the different results presented in the national reports,
analyzing the main critical aspects (with some proposals) of the issue treated and proposing
final remarks.
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2.2.

General back ground in the construction sectors

2.2.1. A general overview

Italy
The importance of switching from a sectoral perspective to a “value chain” perspective. In a
new scenario, the building processes include not only the construction activities but also all
the planning, engineering and assistance tasks. That change in the cultural approach should be
adopted not only by the companies and the public actors but also by the social partners. Only
through a new perspective it is possible to understand more in depth the current critical
aspects and the future solutions. By the way, even the designing of the training plans has to
take into consideration the building value chain as a whole.
The production system has been severely hit by a demand-driven crisis. The crisis has not
been temporary but produced long-lasting and structural effects on the organization and the
business composition along the value chain. Because of the crisis all companies were forced to
restrict fixed costs and down-size. In those companies that have survived the crisis, a large
part of the work force consists of older workers as they are less replaceable due to their
manual skills. In other words, the labour force coming out from the crisis has changed in terms
of quantitative dimension and has changed in its qualitative composition.
In the construction sector it is possible to distinguish, according to what emerged in the
interviews to the trade unions, two different markets with different actors, needs,
performances and with often no relationships to each other. The market made up of the large
companies and the market of the small and medium companies. In terms of industrial
relations the two different markets have a different industrial relations culture and climate
Spain
There is a lack of investment and future vision by the PA. It is perceived that there is a lack of
implication from the involved actors towards VET in general. PA is in charge of designing the
training programmes, but these are many times not adapted to the real needs of the
companies.
For the companies, there are too many bureaucratic obstacles, too many administrations
involved with limited competences, which hinders the implementation of effective actions. PA
should facilitate cooperation by allowing companies to participate in the design of training
programmes, allow training-observation periods for trainers in the companies, provision of
specialized conferences, provision of resources and materials (updated equipment and
material, free software for trainers, etc.), training for trainers, etc.
22

Lithuania
The Lithuanian construction sector has experienced significant changes over the last 25 years
adapting to the new market environment. Its development was influenced by both the local
and global marketplace of technological and organizational construction business innovations.
The efficiency of the Lithuanian construction sector and its rate of development are far behind
the other industry sectors, which are rapidly implementing the achievements of information
and communication technologies, technological and organizational development.
The Lithuanian construction sector, similarly to the global construction sector, is very
fragmented, and mainly consisting of the low profit enterprises that are highly inert to
innovations.
Romania
One of the reason explaning the labor shortage in the costruction sector is strictly related to
the total disapperance of vocational and occupational training schools. Another dififcult issue
is labor migration and high staff fluctuation. Often, after being trained for a job, workers
choose to go broad for higher salaries or better working conditions.
The workers’ crisis is also the consequence of the business owners’ tendency to keep
employees' salaries at the same level regardless the major workforce shortage. Most of them
have chosen to stick to providing the minimum wage, which made the job offer from abroad
much more rewarding.
Also, the construction costs have risen by 10-15% in recent years because of the lack of
trained staff, which also lead to a major increase in housing prices and a decrease in the
quality of construction. Because there are fewer and fewer skilled workers, the companies are
failing to hit the deadlines. Some managers complain it is very hard for them to make the
remaining employees assume responsibility; they use to leave after a week or a month or
perform poor quality work.

2.2.2. Critical aspects and some proposals

Italy
The value-chain should also be the reference point for regional and national bids dedicated to
vocational training funds. With this regard, trade unions complain about the prevalence of
public funds for the industrial manufacturing and only a marginal part for the construction
sectors
23

The ambivalent role of bilateralism. The bilateral representation of the sectors, typical
industrial relations form in a high-fragmented production system, is perceived, for its bilateral
nature, as reactionary method from the employers’ association: an institutionalized body
more oriented to look at the past and not interested in the future. For the unions, instead,
bilateralism remains an extraordinary aspect that other economic sectors do not have, but at
the moment it is very difficult to find feedback in the public policies that can accompany the
changes in place with the appropriate tools
As emerged in the interviews to the trade unions, in the last years contractual dumping
practices have been increased in the construction sites to the detriment of the training rights
provided for in the national industry-wide collective agreement: the national collective
agreement in the building sectors, and all the rules and benefits included, has been replaced
by other “poorer” collective agreements.
Lithuania
In Lithuania only around 10% of workers are members of trade unions which makes their
capacity rather low. Nevertheless, the role of trade unions in the social dialogue is important:
what is collectively agreed at national level applies to all employed in the relevant sectors.
Provided trade unions have more resources and stronger capacity, their future action on WBL
could take the following directions:
-

monitoring of implementation of practical training in companies in sectors where unions
are most active (including metal, food, energy, chemicals, construction, textile and
railways);

-

information campaigns on workers’ rights and benefits in apprenticeship;

-

career guidance to acquaint school students with different occupations and the associated
working conditions;

-

becoming members of the governing boards of self-governing VET schools and influencing
strategic decisions of VET institutions;

-

encouraging older workers to supervise apprentices in companies and in this way ensuring
transfer of knowledge and skills to the next generation of workers.
Romania

The representatives of professional associations supported by the governmental legislative
body are trying to find solutions to the sharp labor crisis by encouraging the workers from
abroad to come back and work in the country, by drawing out and implementing policies
aimed to improve the working conditions as well as by providing opportunities for setting up
new companies on the construction market.
24

Another solution businesses are having in view is to attract skilled workers from the Asian
region, but the integration costs are very high, which means this might not be a feasible
solution for all categories of companies.
2.2.3. Conclusions

The chapter includes what has emerged during the interviews on the main critical aspects of
the construction sectors and what should be done and what actors should take part in it to
relaunch the role of the construction industries in the coming years.
One of the main the elements of fragility is certainly the sectoral fragmentation. That is a
common aspect in all the partner countries involved in the project. The economic crisis
affected all the different national economies and all industries and first of all the construction
sectors: the most fragile companies have been gone out of businesses. Due to the long-lasting
economic impact of the crisis, all the companies that managed to be more resilient and still
exist are generally put under pressure by two factors. First of all the technological innovation
and secondly the increase of contractual dumping practices mainly oriented to reduce
working condition in terms of wages and quality of work.
According to interviewees it seems that there are some possible strategies that can be
developed in order to strengthen the sectoral performances and to recover the economic gap
with other national industries. First of all, it should be valorized a value chain approach,
instead of a sectoral approach. A networking among companies along the AEC value chain has
to be stimulated through public and private investments. As emerged in the different reports,
the Public Actor is required to be more proactive in favoring the switch from a sectoral to a
value chain approach and to stimulate a networking process not only as performance-driven
practice but also as a cooperation method to be applied, first of all, in the designing of the
training program. In order to be effective a training output has to be the result of a
collaboration among different actors along the value chain.
Besides implying a new role of the Public Actor, the process needs to be supported also by a
new role of social partners and first of all a more effective role of trade unions. Trade unions
that use their institutional lobbying capacity and their presence in the production units to
stimulate a more participation-based industrial relation system, to encourage innovation and
technological changes, to monitor the effective and correct implementation of practical
training in companies and exerting an influence on training programs designing in order to
balance the business needs and workers’ needs.

25

2.3.

Training needs of trainees and trainers

2.3.1. A General overview
Italy

Manual skills are always been perceived as inferior to intellectual competences. In a different
way from other manufacturing sectors, in which the manual work has been replaced by
automation, in the construction sectors manual activities still play a crucial and strategic role.
Manual work has to return to be attractive for young people and the training has to stress
how trough the physical effort a person can improve its professional capacity. The
construction businesses are mainly looking for practical skills and first of all with regard to
those professional profiles that have to work in a building site, like the construction foreman
or some technical profiles
In a future scenario and in a “value chain” perspective, each business has to network together
with other businesses. Relational skills and coordination competences need to be
strengthened in the future both in the planning and designing and in the building activities.
The interviews to the trade unions point out how a different training approach, and
innovation strategy, is needed according to the company-size in order to fully benefit from
the innovation challenges. Whilst in the largest companies the investment in BIM seem to be
the best innovation strategy, in the small and micro companies, the big part of the
construction system, two steps have to be taken. First of all, stimulating the employment
turn-over between old and young workers through work-based learning practices. Secondly,
favoring a change in the production framework from a practice-based process to a
competence-based process by investing in technological innovation. A younger workforce
composition implies a more reactive basis to technological innovation.
With regard to young people, the crucial training needs are not related to a list of professional
competences that a VET institute is supposed to provide but it refers to the working attitude
of both young people accessing the labor market and older people working in the construction
sites. Both sides have to find a dialogue in order to introduce new working methods. The older
workers have to accept the idea that technological devices and new practices can improve
their performance and their working conditions. Young people have to accept the idea that
the construction working practices is still strongly rooted into manual activities. Along with
the working attitude, another aspect that has to be enhanced through training programs is
the capacity of reacting to different inputs: it is important not only to acquire a specific
technical ability but also to be ready to adjust the working activities to the different pressures
exerted by external factors. In particular this is true in the small and medium companies in
which the pro-activity and flexibility play a crucial roles
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Spain
It is mostly believed that most AEC companies share the same needs regarding the skills
needed, even if these may slightly differ depending on the size of the project to be
implemented. As the industry is so extensive, it is necessary to show a high level of
specialization, but also other transversal skills are necessary: OHS, quality and environment,
languages, ICT, new materials.
Lithuania
There was no uniform agreement among the stakeholders on whether an in-company trainer
has to have a qualification in the field. Company representatives underlined the importance of
relevant experience as opposed to the ‘right’ education. Trade union representatives
indicated that in-company trainers need to have good knowledge in a particular area and the
skills to train other people, which should be provided through additional training.
Romania
As the lack of skilled labour force is regarded as one of the main reason of the labour shortage
in the construction sectors, the large construction companies have already developed
partnerships with schools in order to train the young labour force, give them the opportunity
to work in the country and attract as many young people as possible to this sector by offering
scholarships, accommodation and transport.
According to the questionnaires’ analysis conducted among more than 300 companies at the
regional level, the company management appeals to training providers; some of them recalled
having faced a number of difficulties in identifying the real training needs and the almost
complete lack of follow-up. Only 30% of the respondents were satisfied with the relationship
quality between the company and the external factors responsible for training. Among the
most requested courses mentioned were: the training courses in different occupations,
project management, BIM/Building Information Modeling, quality manager, environmental
manager and ANRE legislation courses (National Regulatory Authority for Energy).

2.3.2. Critical aspects and some proposals
Italy

Since during the crisis the companies in the construction sectors were more used to retaining
older workers, the existing workforce is less sensitive and disposed to radical changes in terms
of knowledge, competences, skills and working methods.
In the small and micro companies, all technological and digital services are often
subcontracted to external professionals and technicians and thus limiting, of course, the
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development of internal competences and skills. As already emerged in the interviews to
social partners, also the trainers highlight how IT skills of young workers can be used to insource those activities that now are out-sourced to external consultants. All the procedures
related to the application of a public/private bid can be more easily carried out with the
technological support brought about by young people. By doing so, the young people’ skills
become more attractive and their integration/harmonization with the existing traditional get
easier.
Trade unions wish a stronger and more effective connections between public active labour
market policies and training policies: for those who attend specialized training courses it
should be more likely to find a job.
According to trade unions the main training needs required by single businesses refer to four
different topics: digitalization, building information modelling, circular economy and energetic
requalification. Nevertheless, the training courses already arranged on the four subjects have
not reached the minimum number of participants and have been deleted. In trade unions’
view, the unsuccessful result depends upon the missing representation capacity of the
employers’ associations.
With regard to how young people’s attitude have to be adapted to the working context, some
interviews suggest to strengthen the communication and relational capacities: in order to set
up a dialogue with craftsmen it is important to “speak the same language” and to be humble.
Communication skills are pointed out also as the main training investment for the company
tutor. As the company-tutor is supposed to know the construction sector and its work
organization also from a technical point of view, the training processes should be addressed
to enrich his/her soft skills in terms of communication and relational skills.
Another complain about the young people’s skills refers to the lack of linguistic knowledge of
the Italian workers; with this regard, some construction businesses prefer to hire people from
the Eastern Europe because of their linguistic capacity.
Spain
The profiles that are most difficult to be found are those with a medium qualification, mainly
due to the fact that the crisis has been very long and many young people have moved from
construction to other sectors, and the older workers are now retiring, which leads to a lack or
professionals in some jobs.
Very difficult to find experts on the use and application of BIM, mainly due to the fact that
currently there is a lack of trainers who are experts on the subject.
It is also difficult to find experts who can manage last-generation technological tools.
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There’s a shared opinion about the lack of adaptation of VET to the realities of the companies.
The training programmes are usually designed by the Public Administration, and frequently
they are obsolete and non-effective.
In many cases, trainers do not have the required experience and specialization to be able to
train students (for example regarding BIM or other digital tools). There is a lack of training
addressed towards trainers and also a lack of resources in the training centres. They are
‘training’ centres rather than ‘learning’ centres, focused on contents rather than on
competences to be acquired.
Important to support small and micro companies, since they are the ones less inclined
towards training, especially allocating specific budget to deal with digital competences.
Courses are too general and do not respond to the companies’ needs.
Regular VET (Education system) is less flexible than VET for Employment (labour side).
The main Trainers’ and in-company tutors’ skills are:
-

Labour experience,
didactic experience,
vocation,
constant updating,
communication competences,
motivation competences,
ability to transfer knowledge,
knowledge about the reality of the labour world and current trends of the sector (new
materials, sustainability, reduction of environmental impact…..),
planning, organisation, team-working,
ability to make a diagnosis of the situation with the student,
dedicate time for the student,
leadership,
counselling ability,
use of tools currently used in the companies,
knowledge about VET structure,
cooperation, commitment…
Lithuania

Employers believe that, instead of a formal pedagogical qualification, trainers should know
industry and company processes, be able to explain them to learners and instruct learners on
their tasks. In their view, instructing apprentices is not different from instructing any other
new employees and is part of daily practice for many of their employees.
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Romania
Although the universities are training engineers for a diversity of industries, the employers
claim they do not turn out enough well-trained in terms of quality. The main reason for this is
that the school curriculum did not keep up with the speed of engineering development,
therefore, the companies had to develop Master’s programs (on their own or in partnership
with the universities) to facilitate young engineers’ insertion into the labor market.
According to the most recent statistical data, in Romania, the industrial sector is experiencing
an upward development trend, in which industrial companies would need another 180,000
engineers as compared to 40,000-50,000 the Romanian school may currently deliver.
As a solution to the current state of affairs, companies that own the required budget, have
started to invest heavily in training the staff and the employees in line with the requirements
of the working conditions and technologies they use. By comparison, digitization is more
widely present in the engineering sector than in the construction sector due to the great
number of automation functions of the production processes and the technological lines.
Am emerged in the interviews and discussion groups with the stakeholders, the main findings
are:
-

-

the construction and engineering sectors are facing difficulties in their development due
to the labour crisis in Romania, the strong fluctuation of workforce and the migration of
skilled staff;
the level of wages in the industrial sector is non-motivational as compared to that ni the
more developed countries;
there is a need for closer correlation between the training offer and the needs of
companies in the architecture, engineering and construction industries;
it is imperative to update the curricula for the training activities and to provide adequate
material bases for practice;
in Cluj County, there is a clear tendency to guide the young people towards the services
and IT sectors, to the detriment of some sectors considered too demanding, such as
construction or engineering
2.3.3. Conclusion

The paragraph includes what has emerged in the interviews with regards to the training needs
and what skills are supposed to be of crucial importance for trainers and company-tutors.
All the country reports complain about the lack of a concrete effort among the companies in
recovering the training gap in digital skills. Even though there is a general convergence on the
idea of a strategic role of digitalization, businesses, and mainly micro and small ones, are not
really digital-oriented. A more active participation of young people into the production
processes could be leveraged to increase the digital business attitudes. According to the
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interviewees, that would be possible by re-internalized all the digital activities that now are
outsourced to consultants and to find a balance between new and existing working attitudes.
With this regard, all interviewees suggest to invest also in communication and relational skills
and not only on technical knowledge. In order to favor a radical and cultural transformation in
working methods, training policies should be focused on how to set up a positive dialogue
between young and older workers, new and older working processes and innovation and
manual-work based culture. Communication skills are getting more and more relevant also to
support the transformation of the construction industries from sectoral to a value-chain
framework: if the networking along the value chain has to valorized, all the different parts,
and actors, of the value chain have to interact and dialogue more intensively.
The digital skills are missing not only because of a business’ delay in approaching new
innovation strategies but also because trainers do not have the required experience and
digitalization. It is thus important to provide training centers with the adequate financial
resources for training the trainers and to design more specific training courses on
digitalization.
The company-tutor has a key-role in a work-based learning model. With regard to its profile,
the interviews seem to put in evidence how a “ideal” company-tutor should sum up three
different types of skills:
-

soft skill: pedagogical and communication ability
technical skills and practical competences
a good knowledge of the sectoral structure.
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2.4.

Work-based learning

2.4.1. A General overview

Italy

All the interviews seem to highlight the distinction between the more structured companies,
those with a higher number of employees, and the small and micro companies. In the former,
young workers with “fresher” competences are more welcome while in the latter more
cultural resistances arise. On one hand some trainers are aware that the technological skills
naturally correlated with young workers can modernize the existing and traditional work
organization and working practices even in the small and micro companies. On the other
hand, some interviewees are more skeptical about the real disruptive impact of “young”
working attitude because of the resilience to change
Strictly connected to the structural changes in terms of employment composition and
production system during the crisis, the representative of the employers’ associations is
skeptical about an effective implementation of a work-based learning approach in the
construction businesses. Generally speaking, all the diverse education and vocational training
actors have always under-estimated the role and the importance of a work-based learning
program, in general, and alternation of work and school experiences, more in specific.
According to the representative of the employers’ association, the whole education and
training system in Italy is mainly characterized by a theoretical approach and theoretical
knowledge and competences. As emerged in the interview, the only work-based learning
practices have been supported by European funds but more with a job-placement aim than a
real and effective training objective.
Work-based learning practices have been recently introduced by national law in the upper
education7 (the Good School Act)8. According to what emerged in the interviews to social

7

The Good School Act contains several measures aimed at improving skills outcomes, enhancing school management
practices, recognising the important role of teachers, and smoothing students’ transition from school to work.
Another important component of the reform, the AlternanzaScuolaLavoro (ASL), introduces a set of measures
making traineeships compulsory in the last three years of upper secondary education, as well as a prerequisite
for student admission to secondary school leaving examinations. These measures strengthen incentives for
education providers and the world of work to co-operate, but their effective implementation requires reinforcing
trust and dialogue between these actors. Consequently, more support to school managers and their staff may be
needed to effectively absorb the changes brought about by the ASL and to establish meaningful partnerships
with firms or to find alternative ways to deliver ASL (i.e. simulated enterprises). For example, it may be difficult
to fully implement ASL in regions where there are comparatively fewer firms able to provide high quality work
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partners, the work-based learning experience promoted is only in theory and not in practice
as the production system itself is not ready and, first of all, the businesses in the construction
sectors.
Spain
The working center is perceived by all the expert as a ‘learning’ centre, and WBL and nonformal learning help workers to acquire a high qualification level. Currently, cooperation
approach between training centers and companies is still quite low, because there is a lack of
knowledge about the possibilities.
Companies do not always know or share the training programme that should be implemented
(it usually implies a high investment in software, equipment, etc.), and many times there is
not a monitoring and evaluation of the practice done. Other times, the training program is not
properly explained to the company by the training center.
The rate of hired students once they finish the practices was very high before the crisis but
nowadays is quite low, in general

experiences, without providing specific training to school management staff and flexible pathways for students
(i.e. work-based learning stages or placements abroad).
8

OECD, Skills strategy Diagnostic report, Italy, 2017
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Box information: the WBL approach in VET programs in Spain
Since the 90’s, there is in Spain a WBL approach in the VET programmes of the Education System,
by which an on-the-job learning period is compulsory for any formal VET learning programme. On
the other hand, in Spain, the introduction of the Dual System for VET is relatively recent, and is
regulated by a law launched in 2012: RD 1529/2012 from 8 of November, by which the ‘Contract
for training and apprenticeship’ is developed and the bases for the Dual VET are established.
This national rule defines Dual VET as the group of training actions and initiatives aimed at
improving the workers’ professional qualification by means of alternated periods of labour activity
in a company and training activity provided by a training centre.
WBL may be received in the framework of the Regular Vocational Training (managed by the
Ministry of Education) or in the framework of the Vocational Training for Employment (managed
by the Ministry of Employment).
Generally speaking, there are two different models for WBL in the field of VET:
Model 1
EDUCATION SYSTEM

Dual VET (2 types: possible remunerated scholarship, or Contracts for
Training and Apprenticeship, remunerated) Age: 16-25/30

At least 33% of the total time in the company
(VET Diplomas)
(2000h., 2-3 years)
Compulsory non-remunerated practices (traditional VET -not Dual-)
Model 2

Dual VET (Contracts for Training and Apprenticeship, remunerated)

EMPLOYMENT SYSTEM

(max. 75% of the maximum no. of hours according to the collective
agreement/legal maximum during 1st year; max 85% during 2nd and 3rd years)

(Certificates of
Professional Standards)

Compulsory non-remunerated practices
(exempt if the student is under a Contract for Training and Apprenticeship)

WBL in Spain through Dual VET (in Education system) has been increased in the recent years;
according to data released by the Ministry of Education in February 2018, 24,000 students
enrolled in Dual VET for course 2016-2017, which is 5 times higher than in course 2012-2013.
For the young people in dual vocational training there is no employment contract, therefore
remuneration is not compulsory, although discretionary scholarships may be paid. Students
enrolled in traditional VET (not Dual) must participate in a final module with practices in a
company, not remunerated but compulsory in order to obtain the certification. From the labour
side, students may also be enrolled in the so-called Certificates of Professional Standards, which
also include a compulsory non-remunerated practical module.
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Lithuania
The concept “work-based learning” is well-known to the main players of Lithuanian VET sector
-companies and VET providers. It is regarded as of one of the strategic national priorities for
VET aiming to train qualified workers according to the specific demands of the industry.
All social partners agree that work-based learning provides trainees with extra competences, especially
those that cannot be acquired in a classroom. The greatest potential of WBL is seen in preparing the
trainees for successful transition to the full-time employment.

It is the opinion of all stakeholders that work-based learning can only be implemented as a
recognised track when there are enough companies willing and able to take apprentices.
Already now many companies provide places for practical training of students in school-based
programmes but, with some exceptions, they experience more problems than benefits for
their business; they continue doing so because of the need to get new, qualified employees.
The main driver for the companies to cooperate with VET providers is to get the skilled
workers that they need and possibility to promote themselves as potential employers.
Romania
In Romania, a collaborative approach between vocational training providers and economic
agents is being promoted under the legal framework of the National Law for Education, the
Framework Plan for Schools and the Ministry of Education issued by the Ministry of National
Education. However, over time, disagreements have been noticed between the realities
perceived at the politicy level and those present in the economic environment, as well as the
lack of a coherent state policy about the vocational and technical education.
Thus, the representatives of the Cluj County School Inspectorate have stated that the main
difficulty they had to face was the lack of interest on the part of the pupils / students to
attend a training in the professional and technological branch, this contributing extensively to
the deepening of the workforce crisis, which is a serious challenge for the country’s labor
market.
2.4.2. Critical aspects and proposals

Italy

The main critical aspects that limit the implementation of work-based learning measures are
related to the fragility of the companies in the construction sectors. Fragility is linked to both
company size and economic performance. The structural and economic constraints implies a
high capacity of those who work in the VET institutes in matching training supply (trainees)
and demand (companies): as this capacity needs to be built over the years and through
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specific investments (in terms of financial resources and time), it is not always available on the
market.
According to trade unions, work-based learning practices have to be oriented to transfer the
competences and knowledge from the older to the younger workers in a way to set up a
connection between traditional and innovative skills. This “transfer training” should be
supported by public funds and many policies have been attempted so far (but no one was
really successful because of an ongoing cultural resilience of older workers to lose their
competence-based competitive advantage). Whit this regard, the company tutor plays a
crucial role but its usefulness and effectiveness depends on the real company willingness and
commitment in identifying the most adequate employee to pursues the task: if the company
does not have to perceive the company-tutor as an additional constraint
Spain
WBL processes are many times difficult to be addressed due to bureaucratic obstacles. The
procedures are not centralized, and each Spanish Region has its own, therefore, the
paperwork must be duplicated. SMEs find much more difficulties than large companies;
usually they are not interested in hosting students for on-the-job training periods (mostly
seem as a burden rather than as a benefit).
Regarding WBL, PA must control that the practices are correctly implemented in the
companies, avoiding students’ exploitation. There should be a database of companies that
host students, and those companies which does not behave honestly, should be deleted from
it.
The interviewees suggests how an ongoing mapping about the real needs of the companies is
needed to allow students to approach the labour market in a gradual way.
In Spain, many trainers involved in non-regular VET cannot dedicate exclusively to training
(courses are punctual, and usually short), so they need to have a ‘second job’; this help with
the issue of experience but makes the trainer’s profession as non-valuable, even if the
qualification required from them is usually quite high.
Many trainers from the regular education are ‘far’ from the labour market, and even some of
them have never been part of it. It is essential that the trainer has also experience as a
professional, allowing them to combine both activities, which would add a huge value to the
training. But this is not allowed in Spain, which for some experts this is a mistake.
Lithuania
The two main obstacles for WBL as noted by the respondents are extra financial burden for
companies and lack of qualified training staff in companies.
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The main concern of VET providers is that companies are interested in, and can only train for
narrow competences needed in their business and would ignore transversal or general skills.
VET providers also want companies to take full responsibility for vocational content and for
the implementation of student training plans.
Companies believe that schools prepare students very narrowly for occupations while SMEs
need workers with broader competences; examples quoted include those who can, when
situation requires, switch to work with other kind of machines or to back up their colleagues
in case of absence. Companies could take some responsibilities for training content but they
believe that the school is in a better position to coordinate the entire content and bring
school-based and company-based training together.
Even though both VET providers and employers are ready to take up certain responsibilities,
the questions of capacity and resources to meet these responsibilities to a high standard
remain open. VET providers referred most often to lack of adequate resources to expand and
provide more support to company-based learning and work with companies. When roles and
responsibilities are defined, they should be supported with adequate financial provisions. The
current VET schools funding system makes them interested in keeping the status quo rather
than becoming more active in promoting work-based learning.
For successful implementation of WBL model, the rights and responsibilities of companies
should be clearly defined in regulatory acts. Companies need to be informed about their rights
and responsibilities, as well as available incentives and potential benefits.
The main barriers that discourage companies from taking students for practical training:
-

Lack of student motivation: both employer and VET representatives agree that student
motivation is low. Company representatives find that young students coming from VET
schools have very low motivation as they do not know what they want or would like to
become.
Inability to secure their training investment: existing VET programmes are too long and
inflexible for companies to keep people employed: they prefer shorter options that
allow them to get employees into the production faster.
Lack of in-company trainers who meet the requirements as well as motivation of
existing ones: the costs in terms of lost productivity for businesses to engage
experienced employees to train apprentices are often very high. Company employees
are often not able and/or willing to train others due to workload, issues with
confidentiality, risk of possible damage to equipment or fear of possible future
competition.
According to employer representatives, financial support is a less important factor for
companies compared to quality and motivation of apprentices or other non-financial aspects.
The following non-financial incentives were mentioned by companies:
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-

flexibility and prompt reaction in VET provision to changes in industry, including
opportunity to develop new training programmes/modules for occupations in high
demand or for new emerging occupations;
- information system and promotion campaigns;
- recognition of companies providing high-quality learning;
- availability of a mediation service for matching apprentice candidates with companies,
including motivation tests, identification of specific interests, and apprentice learning
needs.
Company representatives identified various issues that can be compensated through special
provisions: tax deductions, compensation for in-company trainers, for training materials, for
social security contributions for learners and trainers. If companies know what costs are
shared or compensated, they could become more willing to take apprentices.
To fully implement work-based model, VET providers would need support, including financial,
possibly through reallocation of funding. This should ensure that teachers have enough hours
or are paid by full-time equivalent to develop and adjust training plans, and to monitor
students’ progress in companies by site visits and communication with in-company trainers.
Romania
According to the regional survey conducted among more than 300 companies in the
construction sectors, the concept of work-based learning (WBL) is only known and applied by
40% of the respondents, whereas the reasons mentioned for avoiding to apply this training
method were almost exclusively the lack of time, lack of interest and lack of motivation on
behalf of the employees appointed to manage these activities. However, all those who
succeeded to attend such training in companies, pointed out to the method’s effectiveness
and once the training completed, the great majority of employees have been able to make
improvements and use innovation and digitization elements in their daily work.
There were different opinions when speaking of the ideal proportion between the theoretical
and the practical applicability of the work-based learning methods. The great majority of the
respondents argued that 40% theory and 60% practice is the ideal proportion. Approaches to
involve theory and practice in equal ratios as well as 30% theory and 70% practice for the
training of workers have also been suggested.
As for the technical solutions and the forms of delivering the theoretical content within an
interactive educational site, in support of those who apply the work-based learning methods,
the options were for:
•
•
•
•

availability of content in pdf, Word and PowerPoint format
interactive evaluation tests
notebook
instructions for using the interactive elements on the website
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•
•
•
•

discussion forum
exchange messages with trainers and training colleagues
glossaries of terms and expressions
library available up to 12 months after completing the training course.

The main difficulties mentioned by the representatives of the companies were:
-

-

lack of active co-operation between VET providers and the companies
difficulty in implementing the theoretical elements taught in vocational schools or
universities, the theoretical elements being classified as obsolete or non-conforming to
current reality
low labor force dynamics and difficult recruitment
employees’ lack of flexibility when it comes to acquiring new skills
major difficulties in recruiting qualified staff: most of the qualified employees are at
the retirement age or already retired
lack of qualified staff

In general, the main aspects emerged in the interviews and discussion groups realised to the
local and national stakeholders are:
-

-

-

lack of a coherent state policy regarding vocational and technical education. The national
policies practised over the past few years have clearly disadvantaged the vocational and
technical education, under the wrong impression that only pupils with modest school
performance were mainly oriented towards this area. Investments in appropriate material
bases, in compliant practical facilities, in specialists’ development and training, in courses
enabling improvement of human resources and balancing the training supply with the
demand, have been underfunded;
companies with high financial capacity have approached the issue of the the skilled staff
shortage on their own by setting up their training centers;
the concept of work-based learning is only scarcely used because of the young people‘s
lack of interest, the company tutor‘s lack of motivation and uncertainty of the companies
that they can ensure retention of the trained staff;
no-existence of adequate tools to enable effective monitoring of the labour market
insertion of graduates from the vocational and technical areas
2.4.3. Conclusion

In a sectoral working mindset in which the practical and manual ability is still prevalent, a
work-based learning model is regarded as one of the main priority by all stakeholders to
relaunch the sectoral dynamics and to meet the challenges related to the so called fourth
revolution. Training has to go through practical experiences otherwise runs the risk of being
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only theoretical notions. Despite its general acknowledgement, the relationships between
training centers, in charge of the training program, and companies, in charge of the workbased experience, are often weak and are not widespread.
Many obstacles and constraints have been identified to explain the quality of the relationships
between the training centers and businesses:
-

-

financial and economic reasons – work-based learning programs are time-consuming.
Some fiscal incentives have to be introduced in order to stimulate companies, and
trainees, to strengthen work-based learning experiences;
work-based learning are more difficult to be implemented in micro and macro companies
as no employee can be dedicated to the training process;
lack of financial resources of the training centers;
inadequate financial resources to be invested in VET trainers;
lack of monitoring, mapping and evaluation of the company training needs: most of the
times, companies are not in the right position to evaluate their own training needs;
bureaucratic obstacles mainly related to the duplication of formal fulfillment;
lack of qualified company-trainers;
trainees’ motivation.

2.5.

Digitalization

2.5.1 A General overview
Italy

All social partners acknowledge the strategic role of digitalization process to contrast the
fragilities of the construction sectors as it can strengthen and enhance the communication
and the interconnection among the diverse parts along the value chain. Nevertheless, all
social partners involved in our interviews are aware that the digitalization process will start to
be pervasive only when public clients will invest on it. In the construction sectors,
digitalization process need to be stimulated by public funds as the major part of the
production system is not enough capitalized to bear such a kind of investment. Digital skills
and digital professions are strictly dependent on public investments.
The use of BIM Building Information Modeling is still rare due to the structural constraints of
the construction sectors: the use of BIM implies specific competences, investment capacity
and a large size, all characteristics that are missing in the national context. The Bim technology
is now accessing the Italian market with a delay of more than 10 years compared to other
countries.
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Digitalization, according to the representative of the employers’ association, can reduce the
physical work load and thus contribute to make construction work more attractive
overcoming some cultural resistances, often rooted in the young people. Anyway, all social
partners acknowledge that automation and digitalization can not totally replace the manual
efforts and each sectoral innovation plan has to take it into consideration.
Spain
Its implementation usually depends of the size to the company; in smaller ones, digital tools
are used punctually. However, all experts agree that digital and technological tools will be
more and more necessary, therefore, proper related training must be offered to both trainers
and students. It is necessary to raise awareness about the need to introduce technology, even
if it seems too innovative at the moment, this way companies would be advancing the
requirement of the labour market, going one step ahead.
Lithuania

With regard to digitalization Lithuanian construction industry and its players have to cope
with three main challenges: Train – Change – Adapt. Otherwise, it will not be possible to act
and compete on the international, and even national, market.
Majority of the construction companies take care to introduce digitalization into their
business at least at the minimum level: they have their website or social media pages, send einvoices, pay to advertise on the Internet, provide portable devices to their employees and
use mobile Internet. Large construction companies tend to pay more attention and invest
greater funds into business digitalization by sharing electronic information on the supply
chain, using specialized software, hiring ICT professionals, applying BIM technologies.
Romania
Although the advantages of using IT solutions are obvious, the construction sector in Romania
is among those that adopt technological innovations hard and slowly enough, and the case is
similar in the food, agriculture and transport sectors.
Though highly aware of the trends towards digitization of the construction industry,
techniques such as surveillance and geolocation, 5D design, process digitization, IoT and
advanced analysis techniques are still scarcely used in Romanian companies. The lack of
digitization leads to the delay in data exchange, in many cases stakeholders and
entrepreneurs working on different versions of reality. The use of paper makes it difficult
capturing and analyzing information. Process digitization, paper removal, and on line
transmission of information, in real time, would ensure transparency and co-operation,
progress and risk assessment in a timely manner as well as a thourough quality control.
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The discrepancies between the ground conditions and the estimations produced may require
costly changes to projects, but new technologies that integrate high-definition photography,
3D laser scanning and geographic information systems can improve the accuracy of the
information which the construction project is based on, significantly reducing delays and the
budget overrun.
Another feature of 5D design will allow, in addition to 3D design, the examination of a
project’s costs and schedule, enabling to identify and analyze the impact of the changes on
the two project parameters through BIM programmes/ Building Information Modeling.
IoT and advanced analysis techniques will make possible the management of a very large
amount of data/Big Data generated in the projects, due to the large number of people
involved, the equipment and machinery used, and the activities that take place
simultaneously on the site.
2.5.2. Critical aspects
Italy

According to the point of view of regional trade unions, there are not high-digital-skilled
profiles in the construction businesses and businesses are not even aware that that they need
digital competences to compete in a new market.
The digitalization process seem to arise a controversial debate among the social partners. On
one side, the employers’ associations accuse trade unions of being too much cautious with
regard the impact of digitalization on work organization and employment level. On the other
side, trade unions accuse employers’ association of paying too much attention on the sideeffects related to the potential extension of digital surveillance and controlling system: each
new form of monitoring of the production is perceived as a form of control on the decisionmaking process.
The national public investment plan named Industry 4.0 is criticized by the trade unions since
it is too manufacturing-oriented.
Spain
Some experts believe that the students may bring innovation to the company, since young
people are more familiar with technology; whereas others think that this is difficult and
believe that students will be more familiar with innovation after the WBL period, since
training centres usually lack last-generation resources and material.

42

Lithuania

The numbers of qualified construction employees that use technical and software tools on the
construction site are gradually increasing but they are still too small to make significant
influence on the companies’ operations and quality of performance.
Construction companies often struggle to attract talented employees to their workforce. This
is due to the fact that the image of construction industry is not a good one. Moreover, a very
high number of skilled people are leaving the country to be employed abroad and skills
shortages continue to be high.
Very few companies address the need of digital training of their staff. In many cases, digital
training of workers is still perceived as an informal or non-formal way of learning, and the
company does not take responsibility for that. Digital training opportunities available on the
market usually address higher skilled employees, like site managers, technical supervisors, but
not ordinary construction workers.
Main obstacles to digital development in construction enterprises:
Lack of technical and digital knowledge;
Inflexibility and unwillingness of employees to learn new things;
Lack of company’s digital strategy;
Lack of information about specific impact of digitalization on construction industry;
Lack of appropriate funding streams to answer the current challenges.
Recently some new technologies and tools have emerged in the constructions sectors, but the
rate of innovation and innovation adoption has been very slow. The main underlying causes
could be defined as follows:
Informal processes or insufficient consistency in process execution. The processes
typically adopted by construction companies regularly lack maturity. Companies often seem
to put greater emphasis on defining the final product than on planning the actual construction
process.
Insufficient knowledge transfer from project to project. Although each construction
project will have its own unique characteristics, the processes of construction itself are
repeated in their essentials from project to project. Lessons learned from one project could
therefore often be usefully applied to subsequent projects. Yet few companies have
institutionalized such a process. Past experience is therefore often lost, and projects continue
to rely heavily on the expertise of the individual project manager.
Weak project monitoring. A related issue is the weak monitoring of projects, relative
to other industries. In many manufacturing industries, for example, operations are
continuously tracked and large quantities of data are collected. In that way, if something goes
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wrong, a car manufacturer, for instance, can quickly identify the root causes and implement
remedies immediately and efficiently. Few construction companies are set up in this way.
Conservative company culture. The construction industry operates in a somewhat
traditional environment and generally retains a conservative corporate culture. The
widespread perception is, justifiably enough, that construction companies are not sufficiently
progressive or forward-thinking.
Shortage of young talent and skilled workforce. The image that people have of the
construction industry as an employer is a relatively poor one, with inadequate gender
diversity and little job security. As a result, construction companies often struggle to attract
talented employees to their workforce. Moreover, a very high number of skilled people are
leaving the country to be employed abroad and skills shortages continue to be high and risk
becoming an important bottleneck for the growth within the sector.
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Information box: the BIM in Lithuania
Lithuanian construction sector and BIM
The Lithuanian construction sector is quite small compared to other EU countries, yet it accounts
for a significant portion (10%) of national GDP and approximately 10% of total national
employment. The construction sector accounts for about 50% of all public procurement in
Lithuania. The introduction of digital construction technologies and good practices in Lithuania is
essential to make the construction sector sustainable and competitive, both nationally and
internationally. It is made even more important by the fact that Lithuania has close economic ties
with other countries that are among the most advanced users of BIM. Most Lithuanian
construction companies operating on the markets of the European Union are involved in projects
where the BIM methodology is applied, which is why they are intensively developing this
methodology internally. In 2017 about 60 construction companies in Lithuania were applying BIM
standards in their operation. However, this is mainly true for the big construction companies while
the SMEs are less advanced in this sense.
Digital Construction initiative
Conscious of rapid ICT development taking place across Europe, Lithuania recognised that there
was an urgent need to develop and implement a single digital construction information model. In
2014, the Lithuanian Builders Association (LBA) created a public institution called the Digital
Construction (SkaitmenineStatyba) to coordinate the digitalisation process in the Lithuanian
construction sector and enhance building information modelling and the National Construction
Classification.
In total, 106 specialists from construction sector, academia, IT and public institutions are involved
in implementing the Digital Construction initiative in Lithuania, focusing on the following topics:
-

Preparation of BIM requirements and standards, used in digital construction;
Preparation of guides;
Adaptation of IFC in Lithuania;
Definition of the statistical index for the development of digital construction and description of
the monitoring index for the BIM environment;
Adaptation and analysis of adjustments to digital construction methodology and integration
with Lithuania’s current legal and regulatory system;
Design and development of the national classification and coding systems structure;
compatibility and integration with the EU;
Define and describe the structure for updating the classification and coding system, catalogues
of databases;
Compatibility and integration of national and EU data bases, administrating and describing the
order of usage of databases;
Design, development, administration and description of the information and communication
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-

-

technology infrastructure for digital construction;
Publicity and dissemination of the results of good practice;
Regional cooperation for BIM development;
Establish BIM study and certification programmes, organize study programmes for high schools
and informal training, validation of qualification, and set up a certification procedure for
participants in the construction process, BIM project managers;
Development of legal regulation for BIM-related public procurement.

BIM education opportunities
Due to the fact that there is a shortage of skilled construction professionals in Lithuania, the
initiative has joined with universities to sign an agreement to provide more education courses on
digital construction. The Master‘s Programme on BIM technologies, for example, was introduced
in 2015 and now runs every year in Vilnius Gediminas Technical University. The aim of this
Master‘s Programme is to train specialists, to enhance knowledge of BIM deployment and
strategy, and to create and develop standards to guide and coordinate BIM drafting processes. A
Bachelor‘s Programme on digital construction design is also offered at the university. Next step
will be introduction of mandatory BIM basics into the courses offered by VET providers starting
with 2019.
Main challenges and barriers
From the perspective of construction services, the main barrier for digital construction in Lithuania
is that people are either not convinced that digital technologies add value to the construction
sector or they are not aware of the opportunities they provide. Many specialists still do
calculations manually and information is gathered from drawings. The problem is that there is no
transparency in the process as each specialist creates his or her own system to follow in a project.
There is no database shared for project partners, and drawings and specifications are usually
carried around by hand.
Another barrier to the introduction of Digital Construction in Lithuania is how smart technologies
are perceived by construction companies. The use of integrated technologies in the construction
sector is still very limited and many construction companies consider the price of software as too
expensive. The research carried out by the Ministry of Environmentin 2017 defined the major
obstacles in using BIM by Lithuanian construction companies:
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With regard to small construction companies, many of them lack awareness and knowled
knowledge about
software solutions and their potential, and therefore have no urgent need to buy expensive
products. Therefore, one of the challenges that Lithuania faces is the need to convince small
business (SMEs) of the advantages of digital construction. SME
SMEss are typically afraid that they will
not be able to compete with larger businesses that are already familiar BIM users. As small
businesses begin to understand that the integration of BIM software in their daily work is both
unavoidable and beneficial, es
especially
pecially if they want to compete abroad (especially in the
Scandinavian market), then they will take up these new technologies in greater numbers.

Romania

The digitization of workflows has substantial benefits, but much of the facilities they offer are
not yet used in companies because of the costs and the staff training needs attracted by their
implementation.
According to the survey realised at the regional level among more than 300 companies in the
construction sectors:
-

Level of knowledge / familiarit
familiarityy with the Industry 4.0 concept, only 70% of respondents
said they were aware of this concept and what it is promoting;
When inquired on how important the Industry 4.0 concept to their companies was, they
answered: 20% gave it no importance, 40% gave it lilittle
ttle importance and only 30%
considered this concept as very important (10% of those who completed the
questionnaire did not provide any answer to this question).
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-

With regard to mentioning the advanced digital technologies currently used in companies,
the following were specified: the Internet of Things (IoT) - in 30% of the answers, other
30% in cloud computing, and 40% of the respondents did not mention the use of any of
the digital technologies.
- As for the importance they attach to the introduction of digitization in their company as a
driver of future development, 10% of the respondents indicated they would consider this
innovation to a limited extent, 30% responded they considered it useful, 40% considered it
as very useful, while 20% of the respondents did not provide any answer.
- When questioned about a strategy that would introduce the digitization into the company
20% of the respondents did not give any answer, and of those responding only 20% said
they had a strategy to do so. So, 60% of respondents do not have a strategy in this respect.
- Among the digital technologies intended to be introduced in companies are: 3D printing,
advanced robotics, cyber-physical systems, IoT/Internet of Things, cloud computing,
artificial intelligence and big data.
- The questions about employees’ availability and openness to learn and apply innovative
methods and tools, 50% of the responses were positive, 30% were negative, while 20% of
the respondents did not give any comments on this.
In general, the interviews to the stakeholders have pointed out some critical aspects:
-

Digitalisation is still very little used in companies and the level of knowledge and
implementation of Industry 4.0 is still fairly low
Lack of companies clear strategies for introducing digital education at employees’ level;
Insufficient knowledge of the benefits of adopting innovative technologies. Any
digitalization and upgrading will take place in order to be able to replace labour force
shortages.

2.5.3. Conclusions

All interviewees acknowledge the strategical relevance of digitalization for the construction
sectors. A significant investment in order to favor the adoption of technological solution and
tools and to trigger a cultural change is needed. Companies face the challenge of deciding
which approaches suit them best and how they can be implemented. Ignoring digitization
entirely is not one of the options. Recent developments in construction and other branches of
industry show that there is no stopping the megatrend toward digitization. The international
competitiveness is a challenge that can be tackled only through a concrete effort towards a
more digitalized production. Nevertheless, all partner countries seem to face similar problems
in terms of the digitalization extensiveness and technology embeddedness in the construction
sectors.
Building information modelling (BIM) is not widespread and its implementation is strictly
dependent on the company size. Micro and Small companies are reluctant to face
technological and digital investment due to economic reasons. BIM is mainly limited to large
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companies. All interviewees seem to converge to entrust the Public Actor with the task of
stimulating the use and adoption of digitalization processes. As the large part of the
production system in the construction sector is under-capitalized, the main input to digitaloriented investments should come from the public bids.
The company size is not the only factor that limits a more significant investment in innovation.
More economic and cultural constraints seem to discourage or slow down the digitalization
process. First of all, the persistence of manual-work based culture in the construction sectors.
Secondly, the lack of technical and digital knowledge and skills. Although all the sectoral
stakeholders are aware of how digitalization might play a strategic role to boost the sectoral
performances and competitiveness, the training programs on digital knowledge are not wellstructured.
With this regard, a work-based learning program oriented to young people could be an
attempt to overcome the organization constraints at the sectoral level. Young people and all
their technological and digital competence background can exert a positive influence and to
push micro and small companies to refresh the skills of the existing workforce.
Another advantage strictly connected to digitalization is its capacity to interlink all the
different phases of the value chain. That means that the switch from a sectoral approach to a
value-chain approach has to go through a substantial investment in digitalization.
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3. The IO1 products
On the basis of all information and practical and theoretical knowledge acquired and collected
through the interviews and discussion groups, this part of the report is oriented to specify and
illustrate the main
in products of the IO1, which are shared by Partnership:
o
o
o
o
3.1.

Work-based
based learning model
Quality indicators of the WBL model
Trainers’ skills
Company database and company profile

Work-Based
Based Learning Model

In order to overcome obstacles and constraints emerged in the conclusions in paragraph
2.3.3, the Partnership TRANStoWork shared a WBL training model, in which the six phases are
interconnected:
1. Course Planning
2. Classroom Training
3. Laboratory
4. Student/Company5. Matching
5. Training/Learning on the job
6. Back in the classroom

Phase 1

Phase2

Course Planning

Classroom
Training

Phase4

Phase3
Laboratory

Student/Company
Matching

Phase5
Training/Learning
on the job

Each phase is described through the tools used by the operators and / or actors responsible
for that phase and through the knowledge, skills and abilities required to the trainers. These
trainers can also be represented by designers, coordinators, tutors or mentors of the
vocational training Center.
enter.
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Fig. 1 - TRANStoWORK WBL MODEL

PHASE

TOOLS

TRAINERS’ SKILLS NEEDED







Labour market trends
Construction industry trends
Identifycompany’sneeds
Knowledge aboutlegislation in force
Knowledge about VET structure
Be familiar with the
learningoutcomesapproach
 Ability to structure, temporalize and
sequence training contents
 Know whatknowledge, skills and
competences must be acquired by
the student
 Pedagogicalcompetences
 Innovation in the training activity

1. Course planning

 Studies and researchabout the
labour market and the
constructionindustry
 Database of interested companies
 Writtenconsent of the company to
participate in the training
programme
 Labour/employmentlegislation
 Education/training legislation

2. Classroom training

 Supporting training material –
conventional training content
 Online material, digitalcontent,
digital collaborative tools

3. Laboratory –
workshop







ICT workshops
BIM classroom
Simulations
Serious games
Seminars: social/personal
competences









Meeting/seminar with
companies
Selection of students
Meeting/seminar with students
Collaboration agreements
Contracttemplate (ifapplicable)

 Know company’sneeds
 Explanation of the training
programme to the company
 Know and explainpriorknowledge
and competences of the student
 Bureaucraticprocedures,
paperwork

4. Student – Company
matching

5. Training/ learning on
the job











Shared training programme
APP
Logbook
Evaluation models for the WBL
process
Protocol for
continuouscontactbetween
company and the training centre









6. Back in the classroom

 Evaluation template
(questionnaires)
 Procedure for measuring impact
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Digital competences
Transversalcompetences
Social/personal skills
Technical skills
Communication, motivation

Relationalskills (trainer-tutor)
Company tutor’stechnicalskills
(professionalexperience)
Pedagogicalcompetences
Transversalcompetences
Motivation, commitment,
interest in the training process,
leadership
Ability to evaluate the WBL
process (for the student and for
the company)
Ability to measure the impact on
technological and
organizationalinnovationintroduce
d by the student

Of particular relevance are some of the tools of the first phase: Planning Training Course.
These tools allow to lay the foundations for the design of a training path in line with the actual
work demand of the companies available to join the Course, hosting one or more young
people in the company for the experience of learning at work.
These instruments are due to "Company data base" and the "Company profile" and assume
before a careful study of the trend of the labor market in the construction industry and after a
"mapping" activity aimed at identifying a panel of companies to be contacted, consistent with
the training program created by the Vocational Training Center.
3.2.

Data Base and Company profile

The Data Base contains the Companies which are potentially interested in participating in the
project, within a limited area close to the students. It’s created using data from the "Company
Profile".
The main objective of the Data base is which have activity closely related with the professional
profiles created by training Center and by reference qualifications (Regional, national and
European qualifications directories: RQF, NQF, EQF).
How do I choose the companies to contact?
The criteria’s definition for Companies’ Mapping has origin from the training program
promoted by the Vocational Training Centre and tends to identify "job roles"in line with the
training program, according to a dual path:
a) the "sectoral" coherence, meaning that you identify the companies with a significant
presence of specific professions related to the specific training (Construction manager,
Carpenter, Mason...) and the reference product sector;
b) the coherence between business activities and professional profiles trained,
independently from the sector, as the company has works, activities carried out by
"specific"professionals. For example, a carpenter for the maintenance of a chemical plant, an
engineer for technical management in an amusement Park, ecc.
This procedure determines the "Labour Demand’s selection” through a "sectors / working
tasks matrix" where the labour market, on which to operate, is limited by who design and
develop the mapping.
From the point of view of the methodology of the “research of the stage and/or work places",
the first step is to analyse the reference sector. If we consider, for example, the construction
sector, it is necessary to analyze the types of companies with the highest growth rate and
development, creating a database with the subdivision of the companies for number of
employees, annual turnover, location, etc. However, this has to be widened, given that a
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skilled worker in mechanics, carpentry, etc. can be included in other and multiple activities
both in the specific sector and multi-sectoral.
The construction of the above-mentioned database is based primarily on "loyal" companies,
that is to say the ones already aware of the content and the modalities of the Program (both
from the point of view of the training path and from the point of view of the job insertion, and
of what is expected from the experience of work-based learning), as in one or more of the
previous editions of the Training Program, they provided placement and/or work positions.
The panel of companies to be contacted is also integrated by:
●
the companies which are just in the data-base of the Vocational Training Centre, built
and updated over the years of activity in contacts with enterprises;
●
the companies which are identified through the research the other data base(for
example Chambers of Commerce, ..);
●
the lists which are provided by company organizations, related to their associated
companies potentially interested in the training program;
●

relationships with Employment Centres;

●

reporting by workers' representation unions;

●

the suggestions, indications from students who attend training program.

The companies included in the database can be "Loyal" (they have already collaborated with
the training centers) or "New". The latter are chosen in relation to the requirements
described above and to the geographical distance from students: latter is an important factor
for the students will have to be inserted in the company with a high quality internship or with
Apprenticeship.
In the data base are indicated:
●

Tax code

●

Company name

●

Reference sector

●

Main Activities

●

Number of Employees

●

Address

●

Phone number
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●

E-mail business

●

Number of Program editions in which the company participated

●

Company contact

●

Date phone contact and Outcome Contact

●

Date company visit and outcome

First contact. The trainer calls the company and asks to speak with the company human
resources/training manager or production manager. The trainer briefly describes the project,
asks for an e-mail address to send informational material about the training program, so that
the company can assess its interest in joining. In the meantime, the trainer updates the data
base with any useful information received.
After about a week after sending the information material, the trainer recalls the company
contact to assess the company's interest. If the company decides not to participate, the
contact ends here, and the reason is indicated in the database ("not interested", "not now,
but wants to participate next year", “the company is in trouble”, “the company is expanding
its workforce” etc.).
If the company is interested, the trainer (or the training Centre’s operator) agrees a meeting
with the company contact to explain the Project in detail and check company's professional
need in order to intertwine it with the professional skills and the profile under construction of
the young to insert.
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Company Profile (or Visit Card)
The main objective of the Company profile is collecting main information on the interest of
the company to participate to the training program promoted by the Vocational Training
Centre. The document also allows to collect the first indications on the possible critical figures
among the requested professional figures.
The Card contains:
A) the initial summary data on the company: company contact’s information, sector, main
production/activity, principal markets, number of employees,last turnover,company contact
details;
B) the company’s trend: 12-month production forecast, 12-month turnover forecast
C) the Qualitative Indicators: R&D activity, the presence of a trained tutor, the use of BIM, ...
D) first summary company needs: the type of insertion in the company, the role and the tasks
of the “allocated youth”, the type of relationship between company and the student (quality
training with WBL methodology, and possible availability to the Apprenticeship contract, after
the acquisition of the qualification).
At the end we’ll have quantitative but in particular qualitative indicators of the company.
How do I fill a Company Profile?
A functional card is draw up of for the company visit and for the development of the training
program.
The Company Profile is constantly updated because of changes that can occur during the
various phases of the "Training Program", after the mapping’s phase and than the company
visit.There are next steps of formal contact between the Training Center and the company: for
example during the company's seminar and during the selection interviews ... the number of
employment offered by company and the professional profiles can change.
I begin to fill a Company Profile during the Company visit. The trainer meets the company
contact and explains the project in detail:
●

Phases

●

Objectives

●

Aims

●

Role of the company

●

Role of Training Center and purpose of the training
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The contact person of the Vocational Training Center and the contact person of the company
establish a fruitful dialogue. The dialogue is aimed at gathering as much information as
possible about the professional needs, which may be more or less present in the training path.
In the case of "emerging" needs or new ones requested by the market, the Training Center
will update its training offer.
At the end of this Report, you can find a Company profile format.
Informational material on the Project/ Course/ training Program
Another "operational" tool that we find in the first phase “Course Planning” concerns, finally,
the Information Material on the professional training path and about the WBL methodology,
to be sent to the company.
The document is strategic for the company: it provides o the company the information
needed to promote its interest and participation in the training program and in the
employment project wih the WBL methodology.
How do I realize Information material on the training Course/Project?
The promotional material of the VET provides information on:
- the different phases of TRANStoWORK Project
- the role of companies
- the description of the professional profile and skills produced by vocational training.
- the description of the alternating path, its aims and what is expected from work-based
learning (in shared project form)
- the time of realization
- the addresses of the trainers who will have to make company visits
- the types of insertions in the company: Quality internship, with WBL mode, stage, transition
to work through the Apprenticeship contract.
The document can be sent after a first telephone contact and then anticipate the company
visit.
The TRANStoWORK training Model,described in the IO 1, will be implemented in the next
phases of the Project during the Pilot Experience, which actively involves the three vocational
training Centers.
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3.3.

The trainers’ skills

As already explained in the first part of the report, while most other industries have
undergone huge changes over the last few decades and have reaped the benefits of process
and product innovations, the Construction sector has been hesitant about fully using the
latest technological opportunities and its labour productivity has stagnated accordingly.
Compared to many other industries infact, the construction industry has traditionally been
slow at technological development. It has not had important disruptive changes; it has not
widely applied advances such as “lean” processes. This negative record can be attributed to
various internal and external challenges: the persistent fragmentation of the industry,
inadequate collaboration with suppliers and contractors, the difficulties in recruiting a
talented workforce and insufficient knowledge transfer from project to project.
It's possible to improve productivity and efficiency thanks to digitalization, innovative
technologies and new construction techniques (e.g. the rapid emergence of augmented
reality, drones, 3D scanning and printing, Building Information Modelling – BIM and advanced
building materials).
By adopting and exploiting these innovations, companies will improve productivity, streamline
their project management and procedures, and enhance quality and safety. To capture all this
potential will require a committed and concerted effort by the industry across many aspects,
from technology, operations and strategy to new skills for workers and different regulation.
As change has become permanent, organizations capable of overcoming the challenges of the
future will be those capable of enhancing their potential in the form of human resources,
culture, methods and processes, in a constantly moving context.
The construction industry workers will have to learn to live with the change, accepting the
challenges.
Based on previous considerations, the process of work based learning (WBL) is extremely
important for young people who wish to join the construction sector.
Although the company tutor plays a key role in the WBL process, we believe that the VET
Trainers can play a strategic role as a facilitator of the WBL experience.
However, VET trainers (understood in the broadest sense, including all the profiles that work
in the training process), should be able to:


read the economic and social reality of the territory in which they operate and possess
elements of knowledge of the business and work organization and professional
analysis tools;



know the procedures and tools for analyzing training needs;
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know the methods of training design, teaching and evaluation;



in addition to this, trainers must be familiar with the construction industry and must
be able to understand the evolution of the sector, with the support of experts or
teachers.

Among the different Knowledge and skills that VET Trainers should possess to effectively
manage the WBL, we highlight:


knowledge about local job market, productive and employment trends;



knowledge of main legislative references to the regulation of the labour market;



knowledge of main types of Work Contracts and related characteristics;



ability to the identify of the training needs and professional requiremnts of the
corporate reference system;



ability to implement a service to assistance for students in defining the training plan
and professional opportunities also in foreign regions;



ability to develop a service of assistance and support for students for work placement;



ability to make profile analysis of the studnts to promote job matching.

The main challenges for VET teachers / trainers will be the following:









implement the labour guidance as a fundamental part of their profession. VET trainers
have great technical skills, but have not usually received the necessary training to
perform their work as counsellors. Currently, this function is not being carried out in
the VET centres, forcing young people to face very relevant decisions without
adequate support;
adapt the teaching methodology to the new needs, creating learning situations.
Students no longer study to pass the exams, but rather, they study and work to solve
problems in their environment. This pedagogical change must be incorporated,
especially in VET, which is such a practice-oriented training process;
collaborate and involve families in the learning process and in the life of the training
centre. This function is especially important since the power of influence of the family
in the educational and professional decisions of the students is really substantial;
participate in the institutional project of the centre and work in cooperation with the
entire teaching structure;
be responsible of her/his own permanent training and updating. It is essential for
them to have been trained in the modules they are delivering, both from the technical
and the pedagogical point of view;
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be the link between the necessary cooperation among companies and training
centres, being capable of creating learning environments which are close to the real
professional context, allowing an easier transition to work for the students;
incorporate the ICT to the training process for a more collaborative, attractive,
innovative and creative learning. For this, of course the training centre will need to
have available the necessary material resources;
promotion of the entrepreneurial mind.

A more detailed framework of the skills that the VET tutor must possess to effectively manage
the WBL process is indicated on the following pages in relation to the WBL model.

3.4. Qualitative indicators of the effectiveness of the WBL process

The evaluation of the WBL process is closely related to the monitoring of this process.
The monitoring phases are as follows:


EX ANTE: this monitoring phase identifies the characteristics and objectives of the
WBL process, defines a model for implementing the period of learning on the job.
Some of these aspects are included in the training project, while other aspects are
developed throughout the entire training project (design phase, classroom lessons
with company technicians, phases of laboratory, company visits, etc. …), which are
defined during the interaction with companies.



IN PROGRESS: this monitoring phase analyses the development of the project during
its development and detects variances and the related causes from the defined
project. It introduces possible corrective measures such as support actions,
integration, direction and revision of the objectives and the program. It invests the
management phase and takes the form of a constant check on the progress of the
internship project.



EX POST: this phase examines the results achieved, based on wich it is possible to
evaluate the performance of the intervention (effectiveness and efficiency) and
identify the best practices. The final assessment phase includes the analysis of the
factors that have positively or negatively influenced the achievement of the
objectives (strengths and weaknesses of the WBL project).

The tutor is the essential interface figure for carrying out the monitoring phases. It is essential
to create a collaborative spirit between the VET tutor and the company tutor.
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The company tutor facilitates the insertion of the student into the work environment and
communicates the values and the culture of the company (such as, for example, results
orientation, problem solving, commitment, flexibility, etc.). The tutor is often an evaluator:
observes attitudes and skills, monitors the individual learning path, evaluates professional
growth and knowledge of the environment, checks and intervenes, if necessary, on the
internship project, to make additions and corrections. He/she is an interface among its
organizational context and other work contexts (for example relationships with suppliers,
institutions, etc.).
The training institution’s tutor (VET tutor)analyses the feasibility of the individual project;
he/she observes the steps of the learning process and organizes periodic meetings with the
company tutor and with the trainee to verify the good progress of the project.
VET tutor supports and revisions interventions during the WBL project development with the
assistance of the company tutor; he/she verifies the encountered difficulties and the adopted
overcoming strategies; VET tutor evaluates the effectiveness of the internship and provides
guidance to the company management for the transformation of the traineeship into a work
contract.
The effectiveness of the WBL process is determined through:
- evaluation of the results obtained (the project with its mechanisms, procedures, activated
processes, means, tools, resources, etc.) in relation to the overall objectives of the project;
- a qualitative evaluation of the project;
- description of the effects of the project on the students and of the results on the involved
organizations and institutions;
The effectiveness of the WBL process is compared to the following standard questions:
1. At the end of the training experience, in what and how have the beneficiaries of the
intervention changed?
2. How much of this change can be attributed to the project?
3. What effects on the organization are due to participation to the project?
The effectiveness of the WBL process is measurable thanks to indicators that describe
characteristics and properties of the project, as well as implications in the subjects involved.
These indicators are measuring tools capable of quantifying a change. They can therefore
detect positive or negative changes or even absence of change with respect to the initial
conditions. In concrete they are chosen on the basis of some criteria, such as:
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→ the statistical relevance that is assigned to the indicators or to those aspects that
they describe;
→ the ease and reliability of indicators;
→ the strength of synthesis with which they express complex phenomena and
summarize the trend over time;
→ the rela onship between the indicator and the set of pre-established objectives.
Some indicators concerning the WBL process are shown below:
1. Measure of the impact of social dialogue on WBL projects
´Social dialogue` describes the negotiations conducted by the social partners (i.e.
employers' and workers' organisations) in order to defend the interests of their
members. By its measurement it is possible to detect the effective involvement of all
the parties into the whole process of change.
Indicators:
- application of collective labour agreements at national, regional or companylevel,
which describe the topic of work-based learning.
Tools: agreements on WBL paths
2. Measure of the intensity of the comparison between the parties involved:
employers associations, trade unions, companies, training institutions
Indicators:
- existence of comparison phases for the definition of training needs between
company and workers' representatives (or trade union organizations);
- number of meetings held before, during and after the WBL period;
- number of activities carried out with the various parties involved;
- number of host companies / number candidate companies to realize WBL
experiences;
- number of corrective actions implemented;
- number of good practices developed.
Tools:
- minutes of meetings
- group discussions and interviews with the social partners.
3. On-going measurement of the effectiveness of the internship project
It is extremely important to analyse the developments of the situation in progressin
order to promptly detect the deviations from the defined project and the related
causes.
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Indicators:
- n. of ongoing actions and quality of the accompanying actions carried out by the
company tutor or other company staff, in support of the student;
- degree of difficulty of the assigned tasks;
- measure of the company climate;
- degree of participation and involvement of the student during the WBL process;
- degree of support provided by VET tutors;
- degree of relevance of the training path compared to the needs of the reference
production system;
- on-going feedbacks from the company’ staff;
Tools:
- feedback cards
- interviews with the company tutors and other key figures of the company
- interviews with the students
4. Measurement of the student's reaction and satisfaction following the WBL period
Indicators:
- ratio between number of completed projects with positive result of the trainees
and the number of completed projects;
- number of actions and quality of the accompanying actions carried out by the
company tutor or other company staff in support of the student;
- degree of difficulty of the assigned tasks;
- measure of the company climate, degree of participation and involvement of the
student, during the WBL process;
- percentage of results achieved compared to those expected;
- degree of support provided by the training tutor;
- degree of relevance of the training path compared to the needs of the reference
production system.
Tools:
- Satisfaction questionnaire for students
- Self-assessment for students;
5. Measurement of changes in student knowledge, skills and attitudes as a
consequence of the WBL period
Indicators:
- number of relationships established with key company figures,
- number of activities or tasks carried out within the work team,
- type of informal skills acquired,
- degree of participation and involvement of students during the WBL period.
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Tools:
- self-assessment form by the student;
- questionnaire addressed to the company tutor.
6. Measurement of the reaction and satisfaction of the company tutor
Indicators:
-

n. and types of activities / tasks assigned to the student;
time dedicated to the student by the company tutor;
economic compensation at the end of the WBL path;
ratio between projects completed with positive evaluation of the tutor and
number of completed projects.

Tools:
-

Student assessment by means of questionnaires completed by the company tutor.

7. Measurement of the effectiveness of training
Indicators:
-

comparison between n. of students in the company and number of students who
have successfully completed the WBL period (with medium / high ratings),
comparison between n. of students in the companies and n. of students who have
obtained a work contract consistent with the training profile.

Tools:
-

in progress and final checks to assess the skills acquired by the student,
interview with the company tutor to evaluate the acquisition of transversal skills
and adaptability in the workplace,
ratio between number of hosting companies and number of candidate companies
ratio between number of projects interrupted at the end of WBL period and
number of projects started,
increase or decrease of hosting companies (comparison between companies in
year X and those in year x + 1).

8. Measurement of changes within the company as a result of the WBL project
Indicators:
-

corporate performance indicators: degree of growth in knowledge, skills and
capacity within the company,
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-

-

indicators of innovation: quantity of investments in R & D, degree of introduction
of advanced technologies (high-tech technologies, new materials, BIM
methodologies, etc. - for an indication of the level of digitalization we could refer
to European standards already recognized in the DESI Index9),
degree of adoption of organizational innovations and new business practices,
degree of approach to internationalization,
number of employees or professionals with technical-scientific skills engaged in
research or design.

Tools:
-

interviews with key figures of the company.

9https://digital-agenda-data.eu/datasets/desi/indicators
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