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1. IL PROGETTO TRANStoWORK
The European project TRANStoWORK – “Work based Learning in Architecture, Engineering
and Construction (AEC) Industry: the transition of young people to Work " aims to enhance,
reinforce and structure the learning methodology based on work (Work-Based Learning WBL) and the transition to work. This methodology will prioritise practical policies to
promote jobs and not only employability in general. In the productive sectors that highlight
a skills gap and a scarce propensity to change, the methodology will be implemented in the
framework of vocational training courses focused on young people between the ages of 1835 (level EQF 4-5-6).
In order to do this, the collaboration between the stakeholders of the production process,
the companies, the operators of the vocational training sector and the social partners - trade
union and employers' associations - was necessary.
The manufacturing sector used as a reference was the construction sector, in its most
innovative meanings: Architecture, Engineering and Construction (AEC) Industry. The
specific objectives that the project has pursued and achieved were:
⚫ promotion of WBL experiences as support to occupational quality (facilitate the
matching between supply and demand in the construction sector for the companies
involved;
⚫ introduction of elements of technological and organizational innovation in the
company, thanks to "formats" (ICT skills, digitalization of the construction site) in a sector
that shows a strong resistance to change;
⚫ promotion of the training of tutors, coordinators and trainers involved in the WBL
process, both in the vocational training organizations and in companies;
⚫ development of innovative tools to support the WBL experience: the objective is to
help construction sector companies to understand the high-added value brought by the WBL
training methodology and overcoming barriers in conceiving the workplace as a privileged
learning environment;
⚫ enhancement of bilateralism (processes of co-decision between entrepreneurial
category Associations and Workers' Unions) for the promotion of professional training
integrated with Work-Based Learning.
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The results achieved
- Adoption of the WBL (Work Based Learning) model by the partnership and experimentation
in courses in itinere by all partners; evaluation of the experience, involving trainees, trainers,
companies.
- Design and identification of tools to support the WBL model, including the creation of an
app, a web-based application, which contains information relating to acquired knowledge
(formal and informal), assessment tools, skills and competences trainees develop during
periods of on-the-job training (Intellectual Output 2). The application allows a deep
interaction between the subjects involved (students, company tutors, trainers and
coordinators of professional training), as well as continuous monitoring of the learning
process.
- Identification of techno-organizational innovation in the labour market, impact on job
profiles and sector qualifications. Identification of proposals to adapt the professional
qualifications of the construction sector, considered as Architecture, Engineering and
Construction Industry (AEC), taking into consideration the transformations of the sector,
with particular reference to the digitization of the construction site and to the building
process that brought on the redesign of some professional profiles (for example the
introduction of Building Information Modeling - BIM).
- Enterprise cultural / technological growth. Trainees may play a key role in building
companies, particularly in SMEs of the building sector supply chain. In particular, in the
digitalization process, SMEs can introduce innovative elements to support the growth of the
company itself. In this way it is possible to create the conditions to optimize the process of
transition from training to work (transformation of "internships" into "regular" work).
- Job opportunities for students. The project has developed partnerhips among companies
and Vocational Training Centers (in the specific case of the project between a masonry
school and / or Vocational Training Institutes in the partner countries) to promote WorkBased Learning in all its forms, with particular attention to the transition to work, in order
to allow the achievement of qualified jobs, with the involvement of stakeholders who have
played an active role "ex ante", "in itinere" and "ex-post" (Entrepreneurial Associations,
trade unions, companies, professional training institutions and, last but not least,
government institutions at local, regional and national levels, regarding training and
employment policies).
- Training of trainers. Coordinators and tutors who manage the learning processes at work
and the transition to work, in vocational training courses.
In the project activity the trainers from Italy, Spain, Lithuania and Romania met in Italy for
their joint training, in a condition of transnational mobility.
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The project targets

Direct beneficiaries:
- Young people attending professional training courses in the building sector for the
acquisition of professional qualifications: level 4-5-6 EQF level.
- VET trainers, company trainers (with the crucial participation of designers), VET tutor.
Indirect beneficiaries:
- IeFP systems, companies, employers' associations and trade unions, vocational secondary
education institutes, decision makers and institutional administrators of active labor
policies.
The indirect beneficiaries were also involved through participation in the multiplier events
foreseen by the Project; Multiplier Events have been activated by all Partners.
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2. THE PARTNERSHIP
The Partners that have adhered to the TRANStoWORK project proposal are three Vocational
Training Centers (Italian, Spanish and Lithuanian), one cooperative company active on the
subject of the study-work transition (Italian), one Italian research institute, part of the trade
unions system and one Chamber of Commerce (Romania) in strong connection with the
business world.
The three Vocational Training Centers that implemented the tools, processes and
methodologies of TRANtoWORK, adapting them to their own reality, were:
⚫ I.I.P.L.E. - Institute for Professional Education of Building sector Workers from the
province of Bologna (Italy).
It deals with the training of all the professional profiles of the building sector to update qualify - improve masonry professionals and even young unemployed people.
In addition to the training of workers, technicians and employees, the Institute creates job
opportunities through internships / training internships and responds to the training needs
of companies by organizing ad hoc courses.
The strategy that characterizes the Institute's activities is to develop and transfer practical
and theoretical professional skills in order to improve the quality of the building sector by
linking technical-practical training to innovation by using teaching tools.
I.I.P.L.E. is a Training Body established by the Collective Labor Contracts of the building
sector and is managed by a board composed by the Associations of Entrepreneurs and the
Workers' Union Organizations.
⚫ FUNDACION LABORAL DE LA CONSTRUCCIÒN (Spain)
The Spanish body is active in the promotion of professional training, research and
development of measures to: improve health and safety on building sites and the labor
market and facilitate the creation of a professional certification (TPC).
The Foundation today is a national reference point (and not only) in the building sector and
a key partner working for the future of companies and professionals. its activities are based
on the prevention of professional risk, training, innovation, sustainability and new
technologies.
⚫ VIESOJI ISTAIGA VILNIAUS STATYBININKU RENGIMO CENTRAS (Lithuania)
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It is a professional institution that provides education and vocational training for young
people (from 15 +) and adults (refresher courses). The Center is a leading institution at
national level in the continuing education system of the construction sector. Its main
experience is the methodological experience in lifelong learning and the development of
qualifications and training programs.
⚫ CDS, Documentation and Research Center (Italy)
CDS has worked in the areas of socio-economic research, territorial analysis and consulting
for companies and organizations.
CDS is committed to the study and research of innovative training methods, combining
education knowledge and work experience. The CDS has always favored the dissemination
and implementation of good practices both at local and national levels, providing its knowhow to organizations and universities and companies.
⚫

IRES Emilia Romagna (Italy)

It is a social and economic research institute founded in 1982 by the CGIL trade union
confederation of Emilia-Romagna. IRES-ER carries out research and economic and social
documentation, empirical analysis, databases and observatories on economics and
collective labour agreements. With the scientific support of the Department of Educational
Sciences of the University of Bologna the research institute has carried out research
activities to study the entire cycle of training activities: from the identification of the needs
of the trainees to the co-planning and monitoring phases, until the last analysis of the
impacts on the performance of the subjects involved.
⚫ CLUJ CHAMBER OF COMMERCE AND INDUSTRY (Romania)
The Chamber of Commerce and Industry of Cluj (CCI Cluj) is an autonomous nongovernmental apolitical organization. It represents the interests of the local business
community and its members. The Chamber currently has more than 700 member
companies. It is part of the Romanian National Network of the Chambers of Commerce,
Eurochamber and the International network of Chamber of Commerce.
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3. THE OBJECTIVES OF THE PROJECT
The TRANtoWORK project aims to create the conditions, so that young unemployed can
have the concrete opportunity to move from training to work through the consolidation of
professional experiences acquired in different "mixed" work training phases applied in the
educational/training context. Experiential "contamination" at work affects the entire
training path, providing forms of alternation between study and the work planned in
collaboration between the Vocational Training Body and the Companies. The "goal" to reach
is a work transition to that can be achieved even during the work-based learning process
(WBL) with the apprenticeship formula.
The emphasis is on work-based learning/WBL, a methodology which, if well designed,
managed and monitored, establishes a training process, involving young learners, teachers,
trainers and companies in virtuous processes. In the case of TRANStoWORK, the employers'
associations and the trade unions representing workers are involved, too. Lastly, the
"political decision-makers" govern active labor policies, of which vocational training is
pivotal.
This involvement is not immediate, as it involves sharing processes in which each agent must
play his part responsibly.
Initially, to achieve the goal it is necessary that the training activity foresees a solid
relationship between the training institution and the target companies, connecting the
mutual needs and discussing the evolution of professional profiles and skills (which are in
transformation).
This necessity derives from the technological stress of companies and workers, particularly
in the sector of TRANStoWORK, construction which retains "traditional" mainly " manual "
management. These are gradually undermined by the disruptive process of new
technologies and like digital innovation" and, for example, the use of new materials,
protection of health and safety at work , approach to energy efficiency, green building and
more.
It is necessary to pursue the objective of the experience gained with this ERASMUS + project
which does not end in it: to bring together, create a Network (in this case a "work network")
between the Entities of professional Training (at all levels, both of "base" training to reach
the higher level, IFTS, Higher Technical Institutes / ITS System) and Companies, Employer
Associations and Trade Unions. In reality we are faced with constantly evolving patterns and
paradigms. Companies, also taking advantage of professional training, need to understand
new technologies and frame new business models. The transformation in progress is of very
strong intensity: reasoning "only" about "digital" can even be reductive: it is not just a matter
of "automating" the production, but of repositioning itself on the market, thus triggering
strong reorganization processes of work and production, investing on human capital.
This is the time to create, from the training institution, the corporate database (see
Intellectual Output 1 in the following chapters of this document or, more exhaustively, on
the website, www.transtowork .com), a complex and interactive document in which the
companies available are qualitatively recorded with the experience that also involves in the
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training activity, inside and outside the company itself: "inside", since the WBL experience
is at the place of work, especially as it is geared towards the transition from training to work;
"Outside", as the company is involved from the initial planning of the training process. The
laboratory activity in the training center, for example, can be considered part of the process
of learning at work, provided that it involves the company, to directly assess ongoing training
of skills and knowledge of people in training, providing, if necessary, indications to face any
inconsistencies that could arise between the training activity and the needs of the company.
It’s also necessary for available companies to meet the people in training, even before
working, to give a strong effect to the WBL methodology. For this purpose it can be an
opportunity to organize "business seminars" in which the company presents itself and
outlines professional needs and possible inclusive modalities, enabling those in training to
understand where and how to make their professional and professional investment. Among
other things, seminar experiences can be very useful for companies, becoming aware not
only of the training-professional dynamics, but also of the people involved in them. In this
way, an essential component of professional training is also valued: the "social" or "soft
skills" necessary for young people to relate to organizations and to work.
From the aforementioned considerations, derives the observation that during trainings/
professional courses it is necessary to simulate the matching between the demand and
supply of labor, enhancing the active job search and thereby outlining the understanding of
the dynamics of the Market of Work outside and inside the company.
Moreover it is important to think over this last activity, which implements the training and
professional orientation necessary for any formative action.
A "matching simulation" highlights the basic skills that, if learned during the training, make
it possible to use skills (professional technical and soft skills) required by the labor market.
In particular, it is a question of stimulating the skills of trainees, young people or adults:
perception, interpretation and deciphering of the reality in front of them, paying particular
attention to it.
In this way the conditions are created to relate to oneself and to others, but also listening
skills, and also the ability to best express one's ideas in a logical way of cooperation /
interaction. Responsibility is therefore assumed, planning skills in taking the initiative,
decisions and negotiating skills. In the matching process, the person's abilities are
highlighted, also with respect to the social or disciplinary context, as well as the ability to
relate to work (control and values related to a particular work context). In this way selfesteem, self-confidence, the temporal perspective that is no longer undetermined and,
above all, the capacity for self-evaluation and improvement is encouraged.
The time has now come to enter the concept of "work inclusion". Work inclusion is
determined by "transitivity" which is defined by the transitivity from training to work (The
"TRANSition" of the project acronym).
As we have tried to explain, from the perspective of TRANStoWORK, the training action is
not organized sequentially: first, the classroom training, the laboratory activity, the
extemporaneous research of the company in which the trainee is inserted (commonly
defined as “stage "and the trainee defined as "stagiaire "). The European project that has
completed, thanks to the contribution and cooperation of the entire Partnership, prefers to
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use the word "internship" (and the student, "trainee"). These terms underline the
fundamental meaning of "training done by a beginner (you can also use the term" novice "),
mostly under the guidance of an expert. It is an necessary experience in order to to learn to
exercise an activity, a profession, a trade and a "period" (consistent and, organizationally
aimed at the effective job inclusion) in which this preparation is carried out.
In other words, it is necessary to emphathize the value of learning from and at work (Work
Based Learning). This has contaminated the entire professional training process by following
and "putting together" the three main WBL models identified by the European Commission:
- Apprenticeships or school-work alternate schemes, which foresee significant training
periods in the company, in a potential total integration with the company context.
- Vocational Education and Training System (IeFP) and Higher Education and Training
System. TRANStoWORK, at least in Italy, had a specific focus on the "higher" level of
qualifications within IFTS and / or ITS-Higher Technical Institutes training courses. These
trainings included periods of training in companies (job oriented training).
- Forms of work-based learning, integrated into the job, integrated into training programs,
such as the use of laboratories, workshops and / or other "simulations" of the work /
professional environment. The aim was to create, by simulating them, work environments
and “real” work experiences, establishing, in any case, close co-operation contacts with
companies (remembering that they are included in a “database” that the vocational training
institution has created, designing it on a basis of the willingness of companies to be involved
in the joint management of the quality of the internship together with the Vocational
Training .
Supported by pilot actions in all the countries involved, the experience of TRANStoWORK
matured, within the whole partnership (the project partners were Italian, Romanian,
Spanish and Lithuanian) the awareness that Work-Based Learning favors the transition from
training to work. This has stimulated the Partners to redesign their own Education and
Vocational Training programs in order to strengthen the connection between Training and
Enterprises and employment, overcoming the mere, rather general, concept of
"employability".
At this point, however, attention must be paid to the productive sector where the
TRANStoWORK project has evolved and where it has produced the Intellectual Outputs,
from the WBL model, to the tools for its participatory management, successfully used in pilot
actions. The WBL model has already been included in already active vocational training
courses, both in Education and Vocational training - IeFP and higher technical vocational
training courses – IFTS in order to achieve an effective incidence on the "updating" of
qualifications and professional profiles, based on the impact of the construction sector with
techno-organizational innovations.
The targeted sector was the "composite" sector of Construction; it is a complex sector also
from the point of view of the professional roles present in it in a synergic way, but also in a
diachronic vision: masons, electricians, mechanics / carpenters, computer
electromechanical, air conditioning managers, engineers, safety managers, plumbers,
geologists, environmentalists, architects etc.
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What are the operational and perspective problems facing the impact that this industrial
sector is having with technological and organizational innovation? The Partners of the
TRANStoWORK project have asked themselves this question, they have analyzed the critical
issues and have designed, together, an interaction model between vocational training,
company and Work; They equipped the model with tools for its management, monitoring
and testing. The model was consolidated through experimentation: It is clear that
Professional training needs the Companies and Companies need professional training. In
particular, Intellectual Output 1 proposes the WBL model and the co-management of the
design, implementation and continuous verification of the effectiveness of the relationship
between training and company. This vision does not neglect the relationships with the trade
union needs for the protection of workers; with this commitment it is possible to deal
proactively with the goal of placing professional training on the very front of innovation.
In the "construction (building) sector" different players interact in the processes of demand,
supply and production. The historical process of evolution of the construction sector has
recorded a progressive shift from the construction site to industrial production factories.
Innovation, especially that aimed at improving the environmental quality of buildings
require behavioural changes. These changes tend to be more difficult at the beginning of
the process. In the industrial production of goods and building components the offer of
innovative materials and technological solutions are not always exploited since the
producers are bound by articulated regulations, cultural influences and resistance of the
technological path (Path Dependence). These factors do not encourage change. This is why
innovation has developed more slowly than in other industrial sectors, in a context that
remains characterized by "tradition", both for reasons related to supply (excessive
fragmentation) and demand (sedimented culture) and, above all, due to the fact that the
innovation has proceeded by "sector" without leading to radical changes in the way of
building.
The environmental emergency, together with the economic crisis has determined an
acceleration of the innovation process. The subjects most inclined to change have developed
new products to propose to both clients and construction companies new computerized
technologies, with a projection towards "robotics" and "artificial intelligence”.
It is useful to think, for example, of the discussion on the "Smart City" or, to be more finite,
of the implications of the "domotics". It must be also be taken into consideration
collaborations and expressions of interest that took place between the world of research
and training, the producers most inclined to innovation and industrial companies. The
traditional construction process is turning into a "system of products", compatible with each
other and able to guarantee quality results.
The professional and training world has reacted to the regulatory innovation processes with
a discreet vivacity, educational and vocational training initiatives have become widespread,
at higher and tertiary vocational training levels, on the subjects of energy saving, bioarchitecture, digitalisation, etc.
A positive reconversion process was triggered, based on the design of more performing
systems; at the same time it represents a challenge for the manufacturing companies and
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the Micro, Small and Medium-sized Enterprises and the self-employed which represent the
construction sector.
The transformations in progress, which are due to "spontaneous" processes of scientific and
technological progress and to the strong policy commitment put in place in Europe and by
the main world players, will determine significant changes in the demand and supply of
labour in almost all sectors and production activities.
New jobs will be created, some will be destroyed or replaced, others will be transformed in
terms of skills, working methods or professional profiles required. Whatever will be the
expected impact on the economy as a whole, useful tools must be put in place to facilitate
the inevitable processes of mobility, conversion and requalification of the workers
concerned.
CEDEFOP, the European agency that studies the evolution of the labour market and its
implications on skills, education and vocational training needs, has paid particular attention
to the topic. The initial assumption is that the positive effects on growth and employment
of energy and environmental policies should be maximized and the negative effects can be
minimized - only through a greater ability to anticipate the needs of new professional skills
and the implementation of integrated investment policies in training and innovation.
It is necessary to find answers to some crucial questions in order to overcome the
employment challenge due to the actual change:
- How will the ongoing change in the energy and environmental sectors affect employment?
- What are the professional skills needed to cope with and accelerate this transformation
process?
- How can companies be encouraged to invest in the professional skills required by the
change of perspective?
- How can Vocational Education and Training systems help workers and companies to make
the necessary adjustments to quickly seize the opportunities offered by new technologies,
new materials and “sustainable” productions.
The results of the studies conducted by CEDEFOP reveal the implications on the needs of
professional skills and the policies of Education and Professional Training:
- The transition to a sustainable economy is not just about productions directly related to
renewable energy or recycling of materials, but it is an increasingly pervasive phenomenon
in the whole economy (see 2030 agenda for sustainable development - unric.org/it/ agenda2030).
Reducing energy consumption, altering climate emissions, air pollution or waste
management, affect transversely all sectors of the economy.
To a different extent, the skills required tend to affect all human activities, those that are
linked to the world of production, and in general also the activities linked to the personal
lives of people.
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- For this reason a large part of the needs for new skills is to be found more in existing
occupations than in "new" or emerging professions. At least in quantitative terms, the needs
for requalification and adaptation of skills and knowledge of the workforce in the existing
professions are more relevant than the needs for initial training or conversion for "new" or
emerging professions.
- A second consequence concerns the type and characteristics about the most requested
skills.
Just as in the case of information technologies (ICT), which have become essential to many
aspects of working life, everything suggests that additional new environmental skills will
become equally important for many professions.
In this context, a first encouraging indication is that the level of professional updating - and
therefore the cost necessary to favour the transition to a sustainable economy - can be lower
than expected.
The competences already present in the "traditional" sectors, destined to become obsolete
due to new productions, could become valuable in the new scenario, if adequately
integrated and adapted to new needs.
- There is an issue concerning labor turnover for some jobs - such as construction workers,
installers and labourers - which in quantitative terms represent a substantial share of the
total employment in the specific sector.
These are manual or semi-manual jobs, even if specialized, which are often perceived by
young people as unrewarding, both in terms of working conditions and social recognition.
Since these are activities carried out by workers with an high average age or by immigrants,
the lack of attractiveness to the new generations poses serious problems, even for the
replacement of the labor force leaving the labor market.
- Finally, focusing the attention on the building sectors most directly involved in the
development, (activities mainly linked to renewable energy, energy efficiency, digitalisation)
the "new" or emerging professions have a particular strategic value and also require
adequate policies.
However, additional problems arise. The increasing success of new jobs requires the revision
and integration of the current training curricula, the definition of new standards, the
introduction of mechanisms for recognizing acquired qualifications and the creation of new
jobs (see Intellectual Output 4).
In the construction sector and in the relationship between professional training and
production, we have tried to outline what the objective that can be pursued is: the
application of a well-organized WBL model that requires a strong "peer" commitment
between the Vocational Training Center and Companies.
It is therefore necessary to devote a great deal of attention to the creation of skills both on
the training front (trainers, tutors, designers, coordinators) and on the company front
(company tutors, workers who facilitate inclusion).
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It is essentially a question of providing all those involved in the process with cultural
instruments that increase sensitivity and reciprocity.
The feedback gathered by the WBL experimental process in TRANStoWORK shows that these
sensitivities, innovated and available to innovation are present among the operators, both
in training and in companies (see Intellectual Output 3).
It is a matter of activating them not only through a bilateral relationship between the
training institute and the companies but also involving the social parts that represent the
companies and the workers and the policy makers of education, vocational training and
tertiary training.
In short, it is the whole training system that must be able to react to the challenges of
innovation, in a responsible manner and together with the "Enterprise System", in a virtuous
framework of courageous policies of Education, Training, work and productive activities that
determine its development.
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4. THE VALUE OF LEARNING AT WORK (WBL) FOR YOUTH AND BUSINESS:
THE C1 EVENT
The work placement path, according to the Work Based Learning model, accompanies young
people to the company with a stage/internship or project work that alternates training and
work, in a perspective of transition to permanent job. Employability is measured, through a
virtuous training process, with the concrete possibility of finding a job. This possibility
becomes more concrete if the learning process of the trainee is co-designed by the
Vocational Training Center and the host company, involving, when possible, the company
representatives of the trade union.
The job placement path through training/work alternation provides a preparatory approach,
aimed at the acquisition and development of "basic" skills for entering the labor market
(these are soft skills based on "knowing how to be" - social knowledge and preparatory to
the impact with the organization of work, safety at work and a specific basic training of the
training course.
What gives value to the acquisition of skills is the experience made by young people at work:
it is the Company in which they are inserted that brings "added value"; the Company, which
is a "community of practices", also becomes a "training and educational community".
It is necessary to focus and emphasize on what supports and sustains the WBL experience.
The professional competences are implicit in the particularity of a vocational training course
and come from the capacity of the Vocational Training Center (or Training Institution) to deal
with the Companies, even before planning the training action to be proposed for funding.
The innovative integration proposed by TRAStoWORK is based on the skills acquired by the
young person in the didactic / pedagogical activities that put them in a position to have selfesteem, to have interpersonal skills, to know how to understand the working environment
and, consequently, to assume responsible behavior towards themself and others.
This is particularly true for the issue of health and safety at work, it requires attitudes of
great responsibility, both on the part of the company but also on the part of workers (in our
case, young trainees that will become workers.
The workplace can be considered a privileged environment for the informality and nonformality of training; young people are no longer in a "protected" environment, such as the
Vocational Training Center, but inside the company that, as a "community of practices",
provides the trainee with everything related to the organization of work and production:
- work schedules,
- working methods,
- individual and team work,
- problem solving,
- breaks,
- "vertical" and "horizontal" relationships,
- collaborations and relations between workers, friendly and confrontational.
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All of this leads, if well-designed and managed, to create conditions so that the experience
in alternation (stage / internship / project work) leads the trainee to a job (for example,
apprenticeship, or other forms of contracted work).
From this point of view the TRAStoWORK Partnership shared the need not only to engage in
the design and definition of Intellectual Outputs - in particular IO1 and IO2 – making them
operational in the experimentation of the "WBL experience" (see the following figures) in
three Vocational Training Centers (in Spain, Italy and Lithuania) and within some training
courses of the University of Cluj (Romania), but also to activate a discussion and exchange
between a group of trainers from the four Partner Countries.
LEARNING MODEL AT WORK (WBL) TRANStoWORK

Each phase is described through the tools used by the operators and / or players responsible
for that phase and through the knowledge, skills and competences required by the trainers.
These trainers can also be designers, coordinators, tutors of the vocational training center.
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The mobility of trainers in Italy
The C1 event "The mobility of trainers in Italy" represents an important step in the
TRANStoWORK project. After the realization of the two Intellectual Outputs (IO-1 "The
construction of the WBL Model in the professional training activity" and IO-2 "WBL Toolkit Process Management App", sixteen trainers (tutors, teachers, coordinators ...) from the
three Vocational Training Centers and the Chamber of Commerce of Cluj, were involved in
a guided learning process.
The process was intended to outline actions and scenarios of applicability of the proposed
methodology (innovative practice of alternation and transition to work through vocational
training activities ).
The general objective of the training action was to create conditions for trainers to be able
to:
- compare their current experiences with the TRANStoWORK application model:
- stimulate a positive dialogue between them, adding European value to individual
experiences;
- validate the results of the training through a dialectic comparison.
The "strategic" objective of the training has created the conditions for trainers to transfer to
their colleagues what they have received and shared during the five days of training and to
become the facilitators of innovation for the following implementation of the Pilot
Experience foreseen by the project, a vocational training course aimed at the transition of
young people from training to work and carried out in WBL (Work Based Learning) mode, as
outlined by TRAStoWORK.
The five days training event took place in Bologna Italy, from 19 to 23 November 2018.
The three Vocational Training Centers and the Chamber of Commerce of Cluj, partners of
the TRAStoWORK Project identified 4 trainers each that were involved in this phase (tutors,
teachers, coordinators, designers).
IIPLE provided the participants with a toolbox containing the training material for the fiveday training session: the two Intellectual Outputs implemented with the contribution of the
entire Partnership, and the Agenda of the five days, with a brief description of the event and
the complete program.
The objectives
The general objective of Event C1 was to deepen and allow a comparison on the two
Intellectual Outputs, in the perspective of:
- transfering the innovative elements of the TRANtoWORK project alternation and transition
to work model in the VET system of the Partnership (Italy, Spain, Lithuania and Romania);
- a better understanding of how to update the VET offer (VET system) with curricula more
adherent to the needs of the territory.
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The first objective was to ensure that the trainers, who participated in C1 (Training of
Trainers in mobility), trained other trainers / designers / consultants / tutors, by using the
TRANStoWORK operational tools in their home Vocational Training Centers.
The strategic objective of the project was to transfer the tools and practices offered by the
Intellectual Outputs (organization and planning skills, activation of the actions proposed by
the four Partners) and test the innovative aspects through a pilot experience.
During the five days, attempts were therefore made to analyze the level of applicability of
the TRANStoWORK training model methodology in different contexts, a specific in-depth
study was carried out on the subject of the digitization of the construction industry and the
implications that the introduction of the Building Information Modeling has on the building
sector, but also on the training of the technical profiles that work or will work in it.
A second analysis focused on the most effective training methods for teaching safety at work
and the adoption of safe behavior on construction sites.
Another important factor, judged by the participants in a very positive way, was the creation
of a network, that allowed a profitable exchange between the participants’ professional
experiences. This "network" will facilitate the success and maintenance of the TRAStoWORK
methodology.
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5. THE INTELLECTUAL OUTPUTS OF THE TRANSTOWORK PROJECT
The TRANStoWORK Partners aimed at producing Intellectual Outputs, tangible project
results, both qualitatively and quantitatively focused on:
- professionalising resources that can be acquired at work (WBL-Work Based Learning
methodology);
- IT tools, useful for monitoring and experience management, shared between vocational
training institutes, companies, young trainees;
- analysis and studies aimed at demonstrating the need to update professional profiles and
qualifications at European levels.
The Partnership has ensured the sustainability of the TRANStoWORK results, i.e. the ability
to last over time and their repeatability and transferability, therefore the production of
innovative benefits not only within the Partnership but also outside.
To do this, the project involved trainers, company representatives and trainees, qualitatively
committed stakeholders of the Training System, Representative Associations of Companies
and Workers (the Social Partners), Policy Makers of Education and Vocational Training as
well as representatives of productive activities.
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I.

IO 1 - SETTING UP OF WORK-BASED LEARNING MODEL IN THE VOCATIONAL TRAINING
ACTIVTIES

After analyzing the Construction sector in Europe and in the Partner Countries, Intellectual
Output 1 illustrates 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, it aims to identify the
main commitment 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 main results of the interviews and focus group
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.
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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

Representative
s 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

Businesses

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

Construction company
“Conresta”
construction company
“Fasadųšiltinimosistem
os”

Manager of the Construction
Federation of Huesca Employer’s association
Training and Project
technician of FEVEC (Valencia
Federation of Construction
Companies) - Employers’
association
HR Manager of
Construcciones Felipe
Castellano, SAU - Construction
Company

consultancy company
“Intelligent BIM
Solutions”
Public
actors

Trainers/
consultant
s

Health agency in Bologna
(Ausl)

8 Engineering consultants
in VET programs ( 1 focus
group)

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

Qualifications and
Vocational Education
and Training
Development Centre

Teaching Technical Advisor,
Methodological Coordinator
for Professional Family of
Building and Civil Works of the
INCUAL (National Institute of
Qualifications) - Public
Administration
Teacher of Edification and
Civil Works of IES Islas
Filipinas - Construction
Training Centre

VET department under
the Ministry of Science

Teacher of Edification.
Secretary CIPFP Ciutat de

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

Discussion
group with the
CluJ School
Inspectorate
School
inspectorates
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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)

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

based in the
north-western
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.
The IO1 describes 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
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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.
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Training needs of trainees and trainers
This part describes 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
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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Work-based learning
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
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.
Digitalization
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
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
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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 well-structured.
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.
The Work-Based Learning Model (WBL)
In order to overcome obstacles and constraints emerged earlier, 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/Company Matching
5. Training/Learning on the job
6. Back in the classroom (acquisition of the qualification)
At the end of the process, there is a possible Work Transition Action (employment inclusion
contractualized).
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.
Anyone wishing to have a comprehensive view of Intellectual Output 1, can view it on the
TRANStoWORK project website: www.transtowork.com
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TRANStoWORK WBL MODEL
PHASE

TOOLS

TRAINERS’ SKILLS NEEDED
•
•
•
•
•
•

1. Course planning

• Studies and research about the
labour market and the
constructionindustry
• Database of interested companies
• Written consent of the company to
participate in the training
programme
• Labour/employment legislation
• 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

•
•
•
•
•

4. Student – Company
matching

•
•
•
•
•

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

5. Training/ learning on
the job

•
•
•
•
•

6. Back in the classroom

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

• Evaluation template (questionnaires)
• Procedure for measuring impact

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

•
•
•
•
•

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
organizationalinnovationintroduced
by the student
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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.
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:
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- 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 manner have the beneficiaries of the
intervention changed and how?
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:
→ 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 relationship 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 company level, 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;
33

- number of corrective actions implemented;
- number of good practices developed.
Tools:
-minutes of meetings
-group discussions and interviews with the social partners.
2. On-going measurement of the effectiveness of the internship project
It is extremely important to analyse the developments of the situation in progressing order
to promptly detect the deviations from the defined project and the related causes.
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
3. 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
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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.
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,
-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 Index[https://digital-agenda-data.eu/datasets/desi/indicators]),
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-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.

II.

IO 2 - TOOLKIT WBL - WEB APP FOR THE PROCESS MANAGEMENT

The TOOLKIT WBL has been designed to support the actors involved in the WBL experience
(students, companies, trainers) with a view to innovation methodology.
The App contains all management tools by adopting the widely used and popular
technologies that can be used by tablets, laptops, smartphones, etc.
The App allows those who follow the WBL process to monitor and implement it in all of its
parts.
It was initially "tested" during the training of trainers (Event C1) in order to identify any
corrective elements.
Finally, the APP offered the possibility to connect the Partnership: the trainer puts in place
procedures for meeting and confrontation with the Partners, who were experimenting with
the WBL process.
Below, there is a description of the structure of the instrument.
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III.

IO 3 ASSESSMENT REPORT OF PILOT EXPERIENCE

The Intellectual Output 3 focused on the exchange between company and student that is
realized during the WBL experience: the student (trained by the Vocational Training Center)
offers the company his own skills and competences, useful also to accelerate the innovative
process in the company and, at the same time, he receives from the company itself the
possibility of professional and relational growth: he acquires and increases professional skills
(thanks to his inclusion in the Company's productive processes) and informal and non-formal
skills of great value (working in groups, problem solving, etc. etc.).
This exchange takes place only if there is a real inclusion, if the alternation is managed in
quality and constantly monitored and implemented by the Training Center and by the
company.
The analysis based on all four Partnership experiences and makes use of the contributions
offered by the IO 2, in which all the tools for monitoring, control and validation are
identified.
The comparative analysis highlights the assessment of perception of all the stakeholders
(students/trainers, companies and tutor/trainers) involved in the training experiences and
the consequent WBL practice promoted within the TransToWork project
In order to conduct the same type of analysis in all partner countries and with a view of
favouring a comparative approach, a common structure of questionnaire has developed1 by
using the cloud-based software SurveyMonkey and, with the support of the TransToWork
partners, has uploaded all the needed translated versions according to language partners.
Assessment process
The assessment approach is based on two different criteria:
- A comparison between the expected and achieved results
- A comparative analysis by target groups: company, students/trainees and
trainers/tutors
For each specific target group the comparison between expected and achieved results
addresses different, but complementary, thematic aspects related to both the training
course, in general, and WBL practice, in specific. Each stakeholder is required to rate each
thematic issue observed in a scale from 1 to 5. With the only exception of the part dedicated
to the trainees and students the three target groups are investigated through the same
pattern of questions. The set of questions related to students and trainees provides for a

(1)

The description of the training experiences and the questionnaire are attached as annexes:
- n.1: the questionnaire
- n. 2-3-4-5 describe the training experiences whose students, trainers and companies filled in the
questionnaires relating to the WBL experience assessment survey.
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further issue on competence assessment in order to evaluate the gap between the initial
and final skills.
In order to favour a comparative approach, the main part of the questionnaire consists of
closed-ended questions and only in some rare cases it provides for open-ended questions in
order to gather some comments and opinions on how to improve training courses and/or
WBL practices.

The structure of the survey is based on three main pillars:
1) Companies
Expectations about training course and to what extent the expectations have been met:
coherence with the business needs
“new” competences
technical innovation
organisational innovation
being more operative
collaboration with the vocation training centre
Expectations about wbl experience and to what extent the exptectations have been met:
coherence with the business needs
“new” competences
being more operative
2) Trainees/students
Expectations about training course and to what extent the exptectations have been met:
Employability
Direct contact with businesses
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practical experience
Improving initial skills
How to improve the training course (open question)
Competence assessment: initial skills vs final skills
Technical
Operative
Management
Relational
Innovation
Expectations about WBL experience and to what extent the expectations have been met
coherence with the business needs
“new” competences
being more operative
How to improve the wbl experience (open question)
3) Trainers/tutors
Expectations about training course and to what extent the expectations have been met:
collaborating with companies in training program
collaborative approach with companies
improving trainees’ skills
more transparency in professional needs
employability of young people
meeting dynamic companies
How to improve the training course (open question)
Expectations about WBL experience and to what extent the expectations have been met:
Use of digital tools in the WBL experience
Business as a learning place
testing the WBL model
Stimulating innovation
How to improve the WBL experience (open question)

Main survey results
Generally, the number of participants in the assessment process is 192 of which, in
descending order:
- 80 in Romania
- 35 in Lithuania
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- 39 in Italy
- and 38 in Spain
And in relation to the different targets:
Company

Lithuania

15

Romania

14

Spain

15

5

22
14

0

Trainer

59

9

Italy

Student/Trainee

7
16

10

20

7

9
30

40

50

60

70

80

90

Company
All the partner countries involved a consistent number of companies in the assessment
process. As the point of view of companies plays a crucial role when designing a training
path and given the structural resistance of being assessed, the significant involvement of
companies in the assessment process has to be seen as a positive acknowledgment of all the
TransToWork project.
According to the companies involved in the assessment process, the most relevant
expectation related to the TransToWork training course is the opportunity of introducing
new professional profile at the workplace in order to contribute to refresh the general
competence level, increase the digital skills and to stimulate all the working environment
towards a more proactivity (Having “lively” skills at work). Another important expected
result is related to the possibility of having workforce immediately ready to work in terms
of skills and competences and working experience. Finally, the last aspect with a high score
is related to the possibility, through the TransToWork training course, to co-design, along
with trainers and training experts, a training path that is coherent to company needs and so
more oriented to practical solutions than on theoretical schemes. In other words, the
involved companies joined the TransToWork training course with a view to exerting an
influence on the training system towards a more practice-based approach and a more
dynamic working climate.
A measure of the effectiveness of the TransToWork training course can be inferred by the
analysis of to what extent the specific expectations have been met.
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Expectations and effective results of the training course – the companies’ point of view
What were the expectations with respect to the training course?
(scale from 1 to 5)

To what extent the expectations on the training course have been met?
(scale from 1 to 5)

The perceptive dimension as regards the work-based learning (WBL) practice or project
developed within the TransToWork training course is analysed through three different
thematic issues. Also, in this case the main companies’ expectations concern the possibility
of generating a positive impact on the working climate and benefiting from the introduction
of new professional profiles ready to work.
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Expectations and effective results of WBL experience/project – the companies’ point of
view
What were the expectations with respect to the WBL experience/project
realised in the company?
(scale from 1 to 5)

To what extent the expectations on the WBL experience/project work
have been met?
(scale from 1 to 5)

As both the training course and the WBL practice aim at increasing the trainee
“employability” and to enrich the company human capital, it is of crucial relevance to
analyse how the training experience ends from a contractual point of view. In 1/3 of the
cases “there was no recruitment”: in Spain this percentage raises up to 66,7%. In Lithuania
40% of the companies decided to hire the trainees on a permanent contract (33,3%) or on a
fixed-term contract (6,7%) while in Italy 28,6% of the cases the trainees were hired on a
fixed-term contract at the end of the training program and 14,3% on a permanent basis. In
Romania, half of the companies involved promise to hire the trainees in the future.
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Contractual scenario after the conclusion of the training course by country

In Lithuania and Italy the training course is more likely to tun into a job opportunity. This
evidence suggests that, from the companies’ point of view, the higher is the level of
satisfaction as regards WBL experiences the wider is the chance of turning a training
experience into a concrete work experience.
Student
The aim for the students is the same: to assess the initial and final trainees’ competence
with a view to evaluating the impact of the TransToWork training project on the so called
“human capital”.
When looking at the expectations about the training course, two main results emerge:
- the different issues considered do not differ too much.
- on the other side, the variation within countries is higher. Generally speaking, Lithuanian
trainees and students register upper expectations on each thematic issues compared to the
other partner countries whilst in Romania trainees and students’ expectation are relatively
the lowest.
the most important expectations refer to the possibility of increasing the initial skills, and
that means that the training course is expected to activate an enrichment process, and the
opportunity of getting in touch with new companies, and that means that the training course
is mainly expected to be a labour market instrument. Two different visions of the training
course seem to raise from our observation. With this regard, if we break down the data by
country it is possible to notice that among Lithuanian and Italian trainees and students a
labour market-oriented vision prevails whilst in Spain a skill enrichment-oriented vision. In
Romania, the two different vision seem to be more balanced. It is interesting to point out
that the possibility of combining classroom training with working experiences, that
represents the bases on which a work-based learning practice rests, reaches the lowest
score in Spain and so where trainees seem to be more oriented to a skill-enrichment process.
Expectations and effective results of the training course – the trainees’ point of view
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What were the expectations with respect to the training course?
(scale from 1 to 5)

To what extent the expectations on the training course have been met?
(scale from 1 to 5)

The competence assessment, and so the comparison between initial and final skills, outlines
some correlations with the level of satisfaction. Spanish and Romanian trainees are those
with the lowest self-assessment of initial skills. But Romanians are also those with the
highest self-assessment of the final skills, emphasizing the fruitful impact of the
TransToWork training project. On the other side, for the Italian trainees the level reached at
the conclusion of the training course do not exceed the level of initial skills, with the only
exception of functional/operational activities.
If we exclude Lithuanian trainees, for which initial skills are self-assessed very high, the main
critical aspects in terms of skills and competence are focused on functional skills (for Italy)
and technical and specialistic knowledge (for Spain and Romania). The observation of the
final skills outlines a positiveimpact of the TransToWork training project mainly upon the
operational skills and innovation and creativity (problem solvinig) but not on the technical
competence, the weakest initial skill.

53

Competence assessment and skills achieved during the training course – the trainees’
point of view
what was the level of skills, abilities, skills you had before the training
course?
(scale from 1 to 5)

the training course as a whole has increased / enriched your skills,
abilities, skills?
(scale from 1 to 5)

All aspects are similarly important. Only the possibility of “introducing innovation in work
processes” register a light gap and that decline is explained by the trainees’ perception in
Italy, Spain and Lithuania but not in Rumania. The analysis broken down by country points
out how Lithuanian expectations are higher than the expectations collected in Romania, Italy
and Spain.
The analysis of the effective results achieved at the end of the WBL practice shows a deeper
impact in terms of networking (“developing relationships with other company figures”) and
strengthening practical experience (“development of a practical experience oriented to
learning”). In line with the training course, also in this case Romanian trainees seem to be
relatively more satisfied as the effective results exceed the expected ones. It should be
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pointed out that for Italy and Spain the expectations have not been fully met in
correspondence of the “possibility of getting a job”.
Expectations and effective results of WBL experience/project – the trainees’ point of
view
What were the expectations with respect to the WBL experience/project
realised in the company?
(scale from 1 to 5)

To what extent the expectations on the WBL experience/project work
have been met?
(scale from 1 to 5)

Trainer
The third, and last, target group involved within the assessment process is the trainers’
category
According to most of the trainers involved, the TransToWork training course is expected to
“Contribute to the professional growth of students/trainees” and “Helping young people
strengthen job opportunities”. Also in this case, two different orientations seem to emerge
from the data: training as a way to enrich professional skills and competence and training as
an employability tool. The analysis of the extent to which the different expectations have
been met in each country points out several key-elements.
The main relevant aspect is that expectations overcome the effective results for each issue
observed. That means that the trainers’ satisfaction is not as much as that one perceived for
the other target groups. This discrepancy is more evident for Italy and Spain and, more in
55

details, on some specific thematic areas: “Helping young people strengthen job
opportunities” and “Meeting companies ready to change” for Spain and “Contribute to the
professional growth of students/trainees” and “Company clearly expresses its professional
needs” for Italy. In a comparative observation, Lithuanian trainers seem to be relatively more
satisfied with the TransToWork training course as they register the highest expectations and
the most effective results.
The open-ended question, created with a view of gathering more elaborated comments and
suggestions on how to improve the training course, offer many suggestions:
- favouring the exchange of trainees and trainers in EU countries
- a more proactive involvement of employers in co-designing the training programmes
- more attention to the so-called soft skills (problem solving, team-work, teambuilding) in order to increase trainees’ employability in a labour market that changes
rapidly
- enhancing the practical experience in the construction sites.
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Expectations and effective results of the training course – the trainers’ point of view
What were the expectations with respect to the training course?
(scale from 1 to 5)

To what extent the expectations on the training course have been met?
(scale from 1 to 5)

As emerged in the free-comments of the trainers, specific attention should be given to the
practical experience and to the function of a work-based learning practice within a training
model. According to the trainers, as a whole, the main expectations on WBL practice refer
to two main issues: “Giving continuity to the experimentation experience of WBL model” and
“Business is a true place of learning“. The two main expectations address two main features
of a training model based on a work-based learning approach:
-

in order to be really effective the work-based learning model has to be turned into a
structural element of the training supply: temporary solutions are inefficient;
workplace is the best place in which to learn how to work.

Also with reference to the WBL practice, Lithuania and Romania have higher expectations
than Italy and Spain – in Italy the least relevant expectation is on the use of a digital platform
to facilitate the WBL process whilst in Spain on the impact on technical and organisational
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innovation. High expectations corresponds also to high effective results confirm their
correlation in a perceptive dimensions. In country perspective, Lithuanian and Romanian
trainers do not have only higher expectations but also more considerable effective results.
All the expectation related scores overcome the effective results highlighting a general
trainers’ unsatisfaction as regards all the thematic issues observed. This gap is wider when
referring to digital tools aimed at facilitating the WBL management and that means that
further steps have to be taken to improve the TransToWork digital instruments (app). The
expectations have been fully met only in Spain and Romania with respect to the crucial role
of businesses as effective learning places.
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Expectations and effective results of WBL experience/project – the trainers’ point of view
What were the expectations with respect to the WBL experience/project
realised in the company?
(scale from 1 to 5)

To what extent the expectations on the WBL experience/project work
have been met?
(scale from 1 to 5)
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IV.

IO 4 ADAPTATION OF QUALIFICATIONS IN THE CONSTRUCTION SECTOR

IO 4 briefly describes the European qualifications framework in Europe (EQF) in addition to
the national frameworks recently adopted by individual countries, with a specific focus in
the countries of the partnership i.e.: Italy, Lithuania, Romania and Spain.
Subsequently, case studies concerning the mobility of students and workers with
professional qualifications are illustrated. The case studies related to Spain and Lithuania
are described in detail due to their extensive experience in this area.
Moreover, scenarios in Italy, Lithuania and Spain determining the introduction of new
qualifications, with specific attention to digitization processes and other innovation
processes in the construction sector are reported. The description of new scenarios with a
focus on digitalisation and innovation drivers (energy efficiency, circular economy, new
materials and technologies), allow us to identify possible guidelines for the recognition of
new professional qualifications.
In particular:
• in Spain, the Ministry of Education has set the goal of developing 80 new VET certifications
with "digital specialization" modules. Some of these modules are particularly relevant for
the construction sector, such as artificial intelligence, virtual reality, robotics, connected
vehicles or smart production. These new certifications and specializations are essential to
address the skill shortages detected by both employers' associations and trade unions. More
than half of the Spanish population does not have basic digital skills.
In 2015, the Ministry of Public Works promoted a BIM Commission to encourage its
implementation and make public administrations aware of the EU recommendations on the
use of BIM technologies in state-funded projects.
Currently BIM is generally taught in higher education and has not yet been implemented as
official certification. Regarding initial VET, some projects intend to include BIM as a specific
module within the VET curricula, but these initiatives have not been implemented on a larger
scale. However, many VET centers include BIM theory and practice for their students.
• In Lithuania, in order to maintain the long-term competitiveness of the country's economy
and create all the conditions to exploit the possibilities offered by a new phase of industrial
evolution, the Ministry of Economy and Innovation has launched a national initiative of
digitalisation of the industry: "Industry 4.0". The main purpose of the initiative is to open a
broad dialogue between the social partners to coordinate the actions of industry, academic
society and government representatives, to promote the increase of productivity and
competitiveness of businesses. The activities of the "Industry 4.0" working group are
particularly relevant for the VET sector. Employers and employers' association structures
actively participate in the preparation and updating of VET programs. VET centers offer
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various training programs in the construction sector. The most requested training programs
are the VET programs of carpentry and masonry, construction, electrician; furniture
manufacturing; Plumber, Garden Design; Restoration/Restructuring, Real Estate Services
Operator. The content of the programs was structured in such a way as to meet the needs
of companies that use automated processes and take into account the level of structures
and technologies used in production.
• In Romania, the construction sector is poorly digitized. Very low is the percentage of
completed projects that have used the BIM standard (less than 5%), there is also a very low
presence of BIM managers, despite the advantages in terms of costs and time that the use
of this method entails. In fact, the use of BIM determines significant savings in terms of costs
and delivery times for the construction sector, which is responsible for 35% of the waste
produced and 40% of the energy consumed globally. Currently, 85 of the 100 largest
architectural offices in the world use BIM in their projects. The low level of digital skills
continues to be an obstacle to the development of the country's digital economy. Digital
education will constitute a serious obstacle to Romania's competitiveness, especially in the
context of the Fourth Industrial Revolution.
In general, the ICT sector is growing, thanks also to the development of clusters of
specialized companies, particularly in the county of Cluj, and presents a valuable future
economic potential. However, the number of Romanians aged 20 to 29 with a degree in
science, technology, engineering and mathematics has decreased from 16.6 per 1,000 in
2014 to 14.4 in 2016 (19.1 in the EU). The computer skills available are out of step with the
emergence of ICT poles, as only 29% of people possess basic or higher digital skills (European
Commission, 2018k).
• In Italy, the awareness of a necessary transition towards digital maturity is growing and is
also supported by legislation (legislative decree 50/2016, in effect since 19 April 2016, and
the adoption program for public works, ministerial decree 560/2017 , UNI 11337: 2017). The
construction sector, in fact, is involved in a "digital revolution" that is spreading also in Italy.
In close connection with digitization, the practice of "Lean Construction" is spreading. It is a
management method applied to construction processes, which aims range from minimizing
waste and inefficiencies, up to eliminating them. The relaunch of the construction sector is
increasingly taking place through the renewal of existing buildings, taking inspiration from
tradition but also focusing on innovation, energy efficiency, sustainability and life cycle.
Technological and organizational innovation as well as the new regulatory framework of the
construction sector make it necessary to integrate and replace the existing knowledge, skills
and abilities of professionals in the construction sector. The new qualifications will bridge
the gap between the needs of the construction sector and the training offered, assuming a
crucial role in relation to the revitalization of the sector, which needs a generational change,
orienting young people and the unemployed towards qualified professions. The wide and
complex range of technical skills required in the construction sector requires adequately
organized training programs and appropriate teaching methods.
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With the aim of providing adequate answers to the evolution of the world of work and in
particular to the construction industry, the Emilia Romagna Region (where IIPLE operates),
has inserted a new qualification in its own repertoire of skills, called: TECHNICIAN IN BIM
MODELING. The technician in BIM modeling, based on its disciplinary competence
(architectural, structural, plant engineering and infrastructural) is able to use the modeling
tools of buildings for the realization of three-dimensional projects, containing graphic data
and technical specifications, cycle of expected life of the building object, specifying
functionality and performance. This qualification is equivalent to 5 EQF levels.
Through the work carried out in TRANStoWORK in the four countries involved, it is clear that
in order to identify the potential growth areas of the construction sector, to define the types
and levels of qualification, skills and competencies required, and to provide training that
meets the needs of the sector, we need full cooperation between the training system, the
business system and the Social Partners. Only in this way can it be possible to guarantee a
vocational education and training (VET) which allows professionals in the construction
sector and young people who intend to enter this field, to acquire skills that, by integrating
theory and practice, allow not only to perform a specific job, but also to progress through
further education and professional training aimed at updating and expanding professional
knowledge and skills.
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6. THE TRANSFERABILITY OF THE WBL TRANStoWORK MODEL
After the conclusion of the projectTRANStoWORK it is possible to highlight the elements and
results designed and shared by the Partnership (described in Intellectual Outputs), which
can be transferred to other sectors, both in the training sector (Education, Vocational
Training at different levels, University) and in the sector of active labor policies and in the
sector of productive activities.
From the outset, the Partnership focused on maintaining the effectiveness of the results
even after the "natural" expiry of the Project. For this reason communication activities and
project promotion were organized to make dissemination effective and not just an
announcement.
The elements that make the project replicable and transferable are the following:
- An approach that involves the entire supply chain and the "multi-composition" of the
economic / production context of reference. This factor has made it possible to go beyond
the search for innovation circumscribed within a "monolithic" sector.
In the construction sector, professional skills and qualifications systematically address a
plurality of jobs in which technological and regulatory innovation has a strong impact and
influences the knowledge that underlies professional skills. From this point of view, it is
sufficient to take into consideration the complexity of a construction site: many companies
interact and cooperate to achieve the result and different skills are integrated. By
highlighting the digitalisation of production and organizational work processes, a broad
perspective has been adopted that offers numerous opportunities for innovation, which can
be pursued effectively everywhere, both in the context of vocational training and in any
productive activity.
- The structure of the project, which brings together the analysis of the referenced context,
the opportunities of technological and organizational innovation of work to which
companies cannot renounce, the capacity that Education and Professional Training (at all
levels), have and should have, in order to provide the necessary skills to deal with change,
the need to adapt qualifications and professional profiles. The project actions revolve
around the co-managed (or at least coordinated) planning of the vocational training by the
Educational Institution and by the Enterprise and to the enhancement of the learning "from
and on the job" (Work Based Learning Method) as an indispensable employment path.
- The in-depth study of relevant issues, embodied in the Intellectual Outputs (illustrated in
Chapter 5 and, in their unabridged version on the project website and / or in the European
ERASMUS Dissemination Platform), at European, national and regional levels and with very
important implications, important also at local level. The quality of the results, tested in Italy,
Lithuania, Romania and Spain, the topic of competence in the field of technological and
organizational innovation of work, improvement of the effectiveness of training in job
placement and the impact of quality training with development of innovation on the
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corporate front, are transferable intellectual resources and "practices" that can be
replicated everywhere, obviously adapted to the reference context.
- The direct involvement of trainers, company representatives, "trainees" and
stakeholders (including those responsible for training, work and production policies). This
element, already considered strategic from the design phase, has allowed the formulation
of concrete innovative solutions for professional training and for the reference companies
(Intellectual Outputs 2 and 3), facilitating the approach with the WBL experience and its
continuous monitoring , also involving trainees.
The Project, in fact, envisaged and implemented a training activity for trainers (transnational
experience) in which were taken into account the issues of managing learning processes at
work, and how to graft them onto training activities, of technological innovation, with a
specific focus on digitization, safety and health at work, job placement and taking into
account existing or future relationships with and between the social partners.
In the case of TRANStoWORK, this last issue was facilitated as the Coordinator - IIPLE - is a
Construction School governed "bilaterally" by Associations representing the Companies and
the Trade Unions of workers.
On the other hand, the presence among the Partners of a Research Institute of trade union
emanation (IRES Emilia-Romagna) and of the Chamber of Commerce of Cluji, Romania
(which represents about 300 member companies) has brought, in the context of the training
action of trainers, value to ignite sensitivity towards the union and to the Business
Associations, as co-designers in the definition of quality training paths, in their monitoring
and their outcome and in terms of transition to work (with contracted work).
The project focused on the "supply chain" of the Construction sector, highlighting which
new skills and knowledge are needed to face and govern the change. From this point of
view, an attempt was made to redefine the role of vocational training, not only to satisfy the
companies’ demands for new professionals, but to anticipate the quality, thanks to the
collaboration between the Training Institution and the Companies; the necessary
involvement of the social partners was not neglected, considering the final purpose of the
project: the transition to work (enhancing, for example, apprenticeship, contracting, work
tasks, etc.) fostered by the experience of learning at work.
As can be seen from Intellectual Output 1 the reference sector has been analyzed, in order
to create the conditions for the best role of Vocational Training, supporting and upgrading
work in terms of skills and knowledge, focusing on the quality of work as a whole: use of
new materials, reorganization of work in the use of digital technologies, design and
production, responses to the needs introduced by the green economy, occupational
conditions concerning health and safety situations (the construction sector is among the
most exposed to very serious accidents at work, as well as to occupational diseases due, for
example, to asbestos).
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The innovative solutions identified and implemented (quality of training, positive approach
with both technological and organizational innovative elements, learning on the job,
improvement of study/work alternation, transition to work, redevelopment of work and
professional profiles) are particularly interesting as they can be extended to other sectors.
Ad hoc meetings were held with companies, employers' associations and trade unions,
opening dialogues that developed through the organization of "Multiplier Events", which
gathered project stakeholders in seminar sessions, in all Partner countries.
This methodology which could be defined as a "knowledge methodology" can and must be
transferred. In all sectors, innovation involves issues related to knowledge, with impact on
the work that highlights the need to requalify it.
These problems must be detected, through the active involvement of companies and
workers.
From this point of view, the professional training institution must equip itself to give
concrete answers, seeking synergies and alliances.
The TRANStoWORK proposal, which focuses on Work-Based Learning and job inclusion,
highlights how vocational training cannot be designed and organized in a self-referential
manner, but needs an exchange with companies and with the socio-economic context of the
territory and viceversa.
The transition from study to work, the pillar of the TRANStoWORK Project, is a relevant issue
that is, however, underestimated, both with respect to its effectiveness and its actual
success. Its importance is to be identified in the need to design a vocational training course
that leads to optimizing the one-to-one correspondence between the abilities, skills,
attitudes (taking into account also the expectations) of students and the Companies’ open
and “latent” needs.
The training institution cannot be left alone in performing this task. It needs companies that
must not limit themselves to making requests or expressing disappointment because they
do not find the skills required: the company must effectively contribute to identifying the
evolution of professional profiles and the skills needed. Companies must participate in the
planning of the training path, by planning together with the Vocational Training Center
contents, timing and methodologies and, last but not least, must be available for
participating in the training.
It is from this point of view that Work-Based Learning becomes strategic and offers, defining
it, the possibility of facilitating the trainee path from training to work.
Furthermore, the Training and Enterprise Entities need the support of the Education,
Vocational Training and Labor policies that the institutions can and must provide.
This methodology is, therefore, an effective Job Placement Program that goes beyond the
concept of simple "employability" to project itself towards a realistic employment process,
involving the training institution, the trainee and the Company.
It is in everyone's best interest to enhance the potential of human capital when young
people are included in the work thanks to an internship that should create a new job.
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The TRANStoWORK Partnership has verified that this projectual desire can be obtained.
The experimentation of the WBL model, applied to courses already organized and active,
has raised interest in the methodology, by the institutions of the training system, by
companies and even at a political-institutional level.
The TRANStoWORK experience can be reproduced and transferred. However, it is important
to bear in mind some difficulties that tend to reduce and limit the transition experience.
On one hand, the training system in which the contents, the didactic and evaluation
methods, as well as the planning of the curricular path, very often take place in a selfreferential logic that poses serious difficulties to the matching between the acquired
competences and the job opportunities. The inevitability of predefined and customary
curricula should be questioned.
On the other hand, the company. Very often, almost always, it is thought that the Company
is fully aware of its own needs for skills and knowledge and that the Company is able to
evaluate with precision the professional resources provided by young people. But often it is
not so and not only in small business. There are, for example, known limits in selection and
recruitment techniques, even in technologically advanced ones.
In the auspices of this ERASMUS+ project (Vocational Educational Training) and during two
years of work, in which profitable relationships between Training Institutions, Companies,
Employers' Associations and trade unions were woven, it is important to highlight the
cultural openness of the entrepreneurial world in listening to and enhancing what young
people, professionally trained, have to offer and acquire during the process of transition and
insertion at work. It is obvious that every player consciously assumes risks but, in our current
reality that we are facing, the real risk comes from not doing what needs to be done or
adapting to logics that are not suitable for facing today’s quickly changing world.
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