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1. INTRODUCTION 

 

1.1 Context 

 

STREAM (Supporting Traineeships and Employment Apprenticeship through 

Microcredentials) is operated by a Transnational Consortium, financed under the Erasmus+ 

Programme.  Specifically, the Consortium is implementing a programme of work to address 

the Call for Proposals: Erasmus+ Partnerships for Innovation - Forward Looking Projects 

(ERASMUS-EDU-2023-PI-FORWARD) Priority 4 – Micro-credentials for employability. 

Stemming from, amongst other developments, the Council Recommendation of 16 June 2022 

on a European approach to micro-credentials for lifelong learning and employability1, Priority 

4 called for proposals that addressed the following priority areas: 

 

• Micro-credentials for a more inclusive labour market: used within skills ecosystems, 

active labour market policies to support employability and inclusion for 

disadvantaged.   

• Micro-credentials for the green transition: designed and delivered to equip people with 

the skills for the green transition based on use of labour market skills intelligence and 

input from employers, industry and social partners.   

• Portability of micro-credentials: best use of digitalisation, open standards and 

authentication services, including European Digital Credentials for Learning (part of 

Europass), to enable the portability of micro-credentials between countries, employers, 

education and training and employment systems.   

 

The STREAM project builds upon Eduwork.net2 - a predecessor project (09096-EPP-1- 

2019-1-IT-EPPKA3-VET-NETPAR) developed and implemented by many of the present 

STREAM consortium, that was financed under a similar centralised actions framework 

(Support for Policy Reform3)  within Erasmus+ between 2019 and 2022.  Eduwork.net built 

and has sustained a 'network of networks', in which national VET (Vocational Education and 

Training) networks in several countries (IT, ES, IE, EL, LT, UK) focused on the exchange of 

knowledge, practices and experiences of VET providers and the world of work, at regional, 

national and European level. It set out to build capacity at grass roots level for the effective 

 
1 https://education.ec.europa.eu/education-levels/higher-education/micro-credentials  
2 http://www.eduwork.net  
3 EACEA 37/2018  

https://education.ec.europa.eu/education-levels/higher-education/micro-credentials
http://www.eduwork.net/
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implementation of national and European policies of work-based learning, apprenticeship and 

supports VET providers to organise VET students’mobilities abroad, focusing on two 

interrelated areas, specifically: (a) Work-based Learning (WBL) (b) Internationalisation in VET, 

including mobility. Its deliverables included:  

 

• a Transnational context study Work-based learning and apprenticeships, focusing on 

the internationalisation aspect, including an insight on the current provisions, the 

quality, areas of improvement.  

• a Survey exploring feedback loops from VET graduates to enhance quality in VET, 

with 1.453 respondents commenting upon strengths, weaknesses and areas of 

improvement of within WBL initiatives, including apprenticeship schemes across 

Europe.  

• a good practice Information Pack for Companies on the organisation of WBL, promoted 

through Local Networking Events and a European conference in Rome and a 

transnational networking event in Athens devoted to build a linkage between VET 

provision and labour market 

• the development of a Virtual Networking Space4,  a free of charge online platform for 

VET providers and companies to connect through transnational learning mobilities and 

international WBL opportunities.  

• a Memorandum of Understanding underpinning the common goals and objectives, on 

the long term, of the network, in the first instance nurturing and growing the network, 

improve the coordination of VET networks transnationally, capacity building to the 

thousands of members across the EU at the grassroots levels, specifically on the topics 

of enhancing the spread and quality of WBL and internationalisation of VET.  

 

The Eduwork.net work programme explored not only good practices and experiences to share 

in European VET in relation to WBL and Internationalisation through Mobilities but also the 

barriers and challenges to the contemporary and post-Covid VET landscape in Europe. It had 

a particular focus in this respect on quality assurance, responsiveness and relevance to the 

labour market, intercultural dimensions, including equality and inclusion and the relationships 

between VET providers and companies to make meaningful WBL and Mobility a reality. 

 

 

4 https://vetmobility.eu  

https://vetmobility.eu/
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1.2 Scope and Purpose 

 

Building upon this context, one of the challenges and common needs identified by the 

Eduwork.net partners was the need to define a set of competences that VET trainers and 

company mentors should have in order to plan and manage quality work-based learning 

(WBL) experiences. The Eduwork.net consortium recognised that there had been a major gap 

in its work programme to date - namely, the need to equip the VET staff and company 

employees involved in WBL with up to date, contemporary and enhanced skills and knowledge 

to meet the very challenges that the project had been exploring in transnational mobility and 

WBL. Moreover, during the Eduwork.net implementation, it became ever more apparent as 

the Covid-19 Pandemic unfolded, particularly through 2020 and 2021 that - despite the 

project's ability to identify some case studies of emerging, innovative practices in adapting to 

the new paradigm in WBL - the overwhelming picture was one of a sector that had been 'shut 

down' and whose staff were struggling to adapt to the need to offer WBL in new forms and 

had little by way of peer support to do so. 

 

Moreover – and specifically - the consortium identified that there was no European standard 

of recognition through which VET professional associations, industry associations and VET 

providers could recognise the credentials or skills of staff involved in the design, 

implementation, evaluation and follow up of WBL experiences, i.e. VET teachers and trainers, 

VET staff and company mentors, - certainly at the transnational level, but often also at the 

national level, beyond very localised partnerships and longer standing relationships. 

 

This factor was crystallised by the Eduwork.net consortium in seeing the opportunities offered 

by the Priority 4 Call on Micro-credentials for employability, the requirement for a new, 

validated leadership and investment strategy, professionally legitimised and certificated 

through a European Micro-credential Framework targeted towards those who ultimately 

determine the effectiveness and relevance of WBL (domestic and transnational) - the staff and 

practitioners in VET provider organisations, in companies, and in wider VET stakeholder 

networks. 

 

Consequently, in responding to the Micro- credentials call for proposals, STREAM builds, 

tests, validates and certificates an innovative Microcredential Framework, operating 

under the working title The European Professional Certificate for practitioners in 

Inclusive, Digital and Green Work-Based Learning, given that STREAM asserts that this 
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profile is presently absent, certainly at the European level.  However, this needed to be ‘put to 

the test’ further, and therefore this dimension was explored in this research. 

 

Specifically, STREAM specifically addresses the Council Recommendation of 16 June 2022 

on a European approach to micro-credentials for lifelong learning and employability, notably 

in two particular respects: 

 

First, Statement 15 of the Recommendation notes: “Education and training systems should 

cater for the diverse individual needs, abilities and capacities of all learners. They should also 

offer learning opportunities to all, including in non-formal and informal settings as underlined 

by the Council conclusions on equity and inclusion in education and training in order to 

promote educational success for all. Well-designed micro-credentials can be used as part of 

targeted measures to support inclusion and accessibility to education and training for a wider 

range of learners. This wider range of learners includes disadvantaged and vulnerable groups 

(such as people with disabilities, the elderly, low-qualified/skilled people, minorities, people 

with a migrant background, refugees and people with fewer opportunities because of their 

geographical location and/or their socio-economically disadvantaged situation).” 

 

Second, Statement 17 of the Recommendation notes “Micro-credentials could play an active 

role in delivering on EU policy initiatives to advance the digital and green transitions. Micro-

credentials could: (i) underpin the goals of the Digital Education Action Plan 2021-202714 to 

help provide flexible, accessible learning opportunities for digital skills; and (ii) deliver on the 

targets of the Commission’s ‘2030 Digital Compass’ plan to develop a digitally skilled 

population and highly skilled digital professionals in Europe by 2030. Micro-credentials could 

also play a role in delivering on the European Green Deal15, which is Europe’s growth strategy 

aiming to transform its economy and society and put them on a more sustainable path.” 

 

These two statements encompass much of present priorities in VET, with reference to the 

overall European goal of a just, green and digital transition. Taking all of this into consideration, 

STREAM set as an objective a focus on the following 3 clusters of competences to be the 

framework to surround the development of the new Micro-credential framework for its target 

group of VET practitioners, including tutors, trainers, and those responsible for the 

organisation of WBL placements (whether in the VET institution, or in industry), namely: 

 

INCLUSIVE COMPETENCIES - Inclusion, intercultural/cross cultural and intersectional 

competencies in international WBL mobilities 
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DIGITAL COMPETENCIES - Digital skills related to the digital transformation of the WBL and 

international mobilities, with reference to DigComp.5 

 

GREEN COMPETENCIES - Ensuring environmental sustainability in WBL and international 

mobilities, with reference to GreenComp.6 

 

Therefore, to initiate the STREAM programme of work, a programme of research was 

undertaken to seek a ‘deep dive’ beyond the consortium’s initial analysis. The purpose of this 

work has been to explore and examine specific and relevant factors that would test the 

project’s original hypothesis, initiate engagement with the VET community in the involved 

countries and generate results from these investigations that will inform the subsequent 

development of the STREAM Micro-credential framework and the accompanying actions that 

are intended to support it. 

 

1.3 Methodology 

 

This report is the first pedagogically related result of the STREAM work programme. It has 

been generated through a specifically designed applied research method, based on primary 

and secondary research sources. During the course of 2024 STREAM project partners, under 

the guidance of Rinova, undertook extensive stakeholder engagement and research with the 

aim to enhance frameworks for validating informal and non-formal competences, utilizing 

micro-credentials, and establishing standards for inclusive work-based learning (WBL) across 

five European countries: Italy, Spain, Ireland, Lithuania, and Greece. This initiative engaged 

the relevant partner organisations working collaboratively to align STREAM micro-credentials 

with national qualification systems and propose strategies for bridging existing gaps.   

 

The methodology deployed an applied research approach, in that it was designed and 

implemented not as a pure research project, but rather one that is focused upon ‘real world’ 

solution building.  Whilst being informed by appropriate academic disciplines, notably in terms 

of its inductive and qualitative approach, it combined its objectives to generate data and 

information with stakeholder engagement that was aimed at revealing relevant elements that 

could be applied to subsequent competency and learning design. Moreover, the research – 

 
5 https://joint-research-centre.ec.europa.eu/scientific-activities-z/education-and-training/digital-
transformation-education/digital-competence-framework-citizens-digcomp_en  
6 https://joint-research-centre.ec.europa.eu/greencomp-european-sustainability-competence-
framework_en  

https://joint-research-centre.ec.europa.eu/scientific-activities-z/education-and-training/digital-transformation-education/digital-competence-framework-citizens-digcomp_en
https://joint-research-centre.ec.europa.eu/scientific-activities-z/education-and-training/digital-transformation-education/digital-competence-framework-citizens-digcomp_en
https://joint-research-centre.ec.europa.eu/greencomp-european-sustainability-competence-framework_en
https://joint-research-centre.ec.europa.eu/greencomp-european-sustainability-competence-framework_en


                     

  11 

comprising both desk and field elements – was not designed to be undertaken within the 

boundaries of pure research, but to be conducted by VET and other relevant practitioners and 

stakeholders, with varying degrees of research training or qualifications.  

 

During the desk research phase, which examined secondary research sources such as 

government and industry publications, websites, books, journal articles, internal records (at 

the national level for those participating countries, complemented by European sources) 

partners focused on identifying national validation frameworks, exploring micro-credential 

practices, and examining competence frameworks and quality standards. They collected and 

analysed national regulations, laws, and public documents, compiling detailed national reports 

to provide a comprehensive overview of the current state in each country.  

 

In addition to and concurrent with this desk research, field research was conducted in each 

participating country. Here, primary data from original sources was gathered via two main 

methods – the conducting of interviews and the use of focus groups with identified 

stakeholders. This process was also complemented by a search for ‘real life’ case studies to 

provide examples that could illustrate one or more relevant aspects of the inquiry. 

 

The applied research method utilised in STREAM was devised and guided by Rinova. It was 

founded on two applied research techniques, comprising guidance and tools, that have been 

developed by Rinova over the years. Firstly, a common framework for the analysis and write 

up of findings, in order to produce results that lend themselves to consistent and comparable 

reporting. Second, the production of a Topic Guide and Implementation Framework, 

specifically designed to support a semi-structured (i.e. respondent centred) approach to the 

engagement and data gathering process, as well as one that provided guidance on method 

and approach to non-qualified researchers undertaking the research activity. This material is 

referenced at Annex 1 and Annex 2. 

 

This Research Report contains the five country reports from Greece, Ireland, Italy, Lithuania, 

and Spain, collected and compiled in Spring/Summer 2024 by the STREAM project partners.  

In total, and aside from the STREAM project staff themselves, the research engaged directly 

with some 97 individuals from across a range of interests engaged with VET and with the 

agenda being addressed by STREAM. This collaborative effort aimed to collect and generate 

comparative and relevant information across all participating countries, which would be 

relevant to define further the practical aspects of competences related to inclusivity, 
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digitalisation, and green transition. Specifically, this was represented by relevant country as 

follows: 

In Spain, 12 people contributed to the field research, including 4 stakeholders from companies, 

4 VET students, and 4 VET. In Italy, 20 individuals were involved through interviews, including 

8 VET professionals, 2 public authorities, 2 HR managers, 4 company stakeholders, 1 expert, 

and 1 CEO. In Ireland, 21 participants were interviewed, comprising 6 students, 4 authorities 

responsible for VET, 6 members of VET organizations, and 5 representatives from employer 

organizations. In Lithuania, 24 people contributed to the field research, including 6 VET 

professionals, 6 VET graduates, 7 stakeholders from companies, 4 authorities responsible for 

VET, and 1 authority responsible for education. Finally, in Greece, 20 people participated, 

including 6 VET professionals and 4 stakeholders from companies. 

The Research Report is presented as follows.  First, the results from each of the five countries 

is presented in turn, in a common format. Here, the detailed findings and outcomes of both 

the desk and field research are combined into a common country-based report that addresses 

the research brief according to the best analysis of the country-based research team drawn 

from the work of the partnership staff working in that country. Then, a subsequent chapter 

(chapter 7) provides the country-based conclusions, presented again by each of the country-

based partners, according to the requirements of the report.  Finally, and before a Bibliography 

and other references are provided, the Report concludes with a set of summary observations. 

It also outlines the next steps that form the cornerstone of the next phase of STREAM – the 

production of a Blueprint document to build upon those observations and to frame the 

STREAM competencies and the Micro-credential framework for further development.  

 
 
 
Rinova, on behalf of the STREAM Consortium 
August 2024   
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2 SPAIN 

2.1 Introduction 

 

The organisation in charge of leading the research in Spain was CECE – Confederación 

Española de Centros de Enseñanza: a non-profit employer´ organization founded in 1977 

located in Madrid, Spain. It represents a wide educational sector from universities, VET 

schools to nurseries. CECE’s institutional roles are the negotiation of the collective 

agreements for the sector; the representation of the sector in the collegiate boards with 

educational participation; institutional presence in the Spanish Employers Organization 

(CEOE) and in some international organizations in which it takes an active role as well as the 

relationship and contacts with Education Public Authorities.  The European Department of 

CECE was founded in 1995. The main target group of the projects is schools. Moreover, CECE 

is member of some European organizations that contribute for the European education such 

as EFVET (European Forum of Technical and Vocational Education and Training, EFEE 

(European Federation of Education Employers) and ECNAIS (European Council on National 

Associations of Independent Schools). Since CECE has been a full partner in the Eduwork.net 

Consortium, the STREAM project already builds on the results of activities carried out by 

CECE, such as the promotion, development and exchange of work-based learning (WBL) in 

the VET sector, at local, regional, national and European level. The promotion of international 

mobilities, through consulting and advising of our members, is one of the main activities of the 

European department of CECE.  

 

The STREAM project provides CECE with the possibility to enhance the qualification and 

professional standards of its VET staff through the Micro-credential Framework. Also, to 

transfer and disseminate innovation tools to our network through the participation of VET 

students, teachers, trainers and tutors involved in WBL/international mobilities.  

In order to go through the present research, committing with the objectives of the STREAM 

blueprint foundations, the research has been organised as follows:    

 

• The development of the different tasks has been divided between CECE and the 

Chamber of Commerce of Zaragoza. CECE has been in charge of the drafting and general 

organization of the research, and the Chamber of Commerce of Zaragoza have provided 

support with the primary (field) research in order to provide precise results to the following 

research, the sources used during the present investigation can be described as follows:   

o Primary research:  



                     

  14 

▪ Interviews (provided by the Cámara de Comercio de Zaragoza):  4 interviews 

to national companies involved in WBL experiences will be held next week  

▪ Focus groups (provided by CECE):  

• A focus group with VET trainers with expertise in WBL experiences who work 

directly and transversely with digital, green and inclusive competences (8-10 

participants)  

• A focus group with VET students that have participated in WBL experiences 

who work directly and transversely with digital, green and inclusive 

competences (8-10 participants)  

o Secondary research:  

▪ Literature review based upon:   

• National legislations on VET education   

• European databases on VET Spanish context  

• Scientific articles on VET education in Spain  

• Support and review of the Desk Research by an expert on the Spanish VET 

Dual new Law   

 

2.2 Summary of the relevant position in Spain’s VET system and work-based 

learning (WBL) 

 

The Spanish National Qualifications Framework (Marco Español de Cualificaciones, MECU) 

is designed to facilitate the transparency, comparability, and portability of qualifications within 

Spain and across Europe. It aligns with the European Qualifications Framework (EQF), 

ensuring that Spanish qualifications are recognized and understood across EU member 

states.  

 

The Ministry of Education and Vocational Training (MEFP) is responsible for drafting and 

coordinating the implementation of MECU. The process involves various stakeholders, 

including educational institutions, vocational training bodies, employers' associations, and 

regional governments. Currently, a Royal Decree is being prepared to establish the 

foundations for MECU's full implementation, involving a committee of social actors, ministries, 

and experts to assign qualifications to MECU levels based on comparability, quality 

assurance, and public consultation (Ministerio de Educación, Formación Profesional y 

Deportes, 2024).   
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The Spanish National Qualifications Framework (MECU) officially came into force with the 

implementation of the Organic Law on Education in 2021. This framework aims to standardize 

and recognize qualifications across different educational sectors, including vocational 

education and training (VET). It ensures that qualifications are transparent and comparable, 

facilitating the validation of non-formal and informal learning, particularly through work-based 

learning experiences (Ministerio de la Presidencia, Relaciones con las Cortes y Memoria 

Democrática, 2022).  

 

MECU encompasses a wide range of qualifications, from primary and secondary education to 

higher education and vocational training. The framework is divided into eight levels, each 

corresponding to specific learning outcomes and competencies that reflect the depth and 

complexity of the knowledge and skills acquired. These levels align with the European 

Qualifications Framework (EQF), ensuring compatibility and recognition across Europe. The 

levels are as follows:  

• Level 1: Basic skills and simple tasks.  

• Level 2: Basic knowledge and routine tasks.  

• Level 3: Intermediate knowledge and complex tasks.  

• Level 4: Advanced knowledge and specialized tasks.  

• Level 5: Specialized knowledge and advanced processes.  

• Level 6: Bachelor's degree or equivalent.  

• Level 7: Master's degree or equivalent.  

• Level 8: Doctoral degree or equivalent (CEDEFOP, 2018).  

 

The Spanish National Qualifications Framework (MECU) is characterized by:  

• Levels and Learning Outcomes: It includes eight levels defined by specific 

learning outcomes, encompassing knowledge, skills, and competences.  

• Alignment with EQF: It aligns with the European Qualifications Framework 

(EQF) to ensure compatibility and recognition across Europe.  

• Comprehensive Coverage: It integrates qualifications from all education 

sectors, including formal, non-formal, and informal learning.  

• Transparency and Mobility: Enhances the transparency of qualifications and 

facilitates the mobility of learners and workers within and beyond Spain.  

• Quality Assurance: Involves quality assurance processes to maintain high 

standards across educational and vocational training programmes (Eurydice, 

2024).  
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No specific registration process is required for the Spanish National Qualifications Framework 

(MECU) itself. Instead, MECU acts as a framework for organizing and standardizing 

qualifications across various levels of education, including vocational education and training 

(VET). It ensures that all qualifications, whether they are from formal education, non-formal 

learning, or informal learning, are clearly described in terms of learning outcomes, making 

them easier to understand and comparable both within Spain and across Europe (Íbidem).  

In the VET context, MECU:  

• Defines Learning Outcomes: Each qualification level in VET specifies the 

learning outcomes that students must achieve. These outcomes include the 

theoretical knowledge and practical skills necessary for specific professions.  

• Modular Structure: VET programmes are often structured in modules, each 

corresponding to different competences. This modular approach allows for 

flexibility in training and assessment, making it easier for students to gain and 

demonstrate specific skills.  

• Work-Based Learning: VET qualifications typically include a significant 

component of work-based learning, such as apprenticeships or internships. MECU 

ensures that these practical experiences are formally recognized as part of the 

qualification.  

• Assessment and Certification: The framework provides guidelines for the 

assessment and certification of vocational skills. Assessments are designed to 

validate both theoretical knowledge and practical competences, ensuring that 

graduates are job ready.  

• Quality Assurance: MECU includes mechanisms for quality assurance to 

maintain high standards in VET education. This includes regular evaluation and 

accreditation processes for VET programmes and institutions (European 

Commission, 2024).  

In the context of work-based learning (WBL) within vocational education and training (VET), 

the Spanish National Qualifications Framework (MECU) provides a structured approach to 

ensure that practical learning experiences are effectively integrated and recognized. Here's 

how MECU operates in this context. In this regard, MECU’s key characteristics related with 

WBL are the following:   

• Learning Outcomes: WBL components are clearly defined in terms of learning 

outcomes that students are expected to achieve.  

• Modular Structure: VET programmes are often modular, allowing flexibility in 

combining work-based and classroom learning.  

• Quality Assurance: Ensures that the practical training meets national standards 

and is regularly evaluated.  
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• Recognition and Certification: Validates and certifies skills acquired during 

WBL, enhancing employability and mobility.  

• Stakeholder Involvement: Includes input from employers to align training with 

labour market needs (CEDEFOP, 2018).  

All the information afore-gathered can be consulted in the Spanish Official Gazette of the state 

(Boletín Oficial del Estado - BOE).   

2.3 Summary of the relevant position to STREAM concerning Spain’s 

qualification framework and WBL 

 

In general, the MECU organizes qualifications according to levels of learning outcomes, 

ranging from basic to advanced. It integrates qualifications from both formal education and the 

validation of non-formal and informal learning (Ministerio de Educación, Formación 

Profesional y Deportes, 2024). The system is designed to be compatible with the European 

Qualifications Framework (EQF), ensuring transparency and comparability of qualifications 

across Europe. VET qualifications in Spain are primarily structured around the National 

Catalogue of Professional Qualifications (CNCP) -  the instrument of the National System of 

Qualifications and Vocational Training (SNCFP) that organizes the professional qualifications 

susceptible of recognition and accreditation, identified in the productive system according to 

the appropriate competences for professional practice (Catálogo Nacional de Competencias 

Profesionales, 2024) - , which includes 680 occupational standards. These standards inform 

the development of VET programmes leading to vocational diplomas and professional 

certificates (CEDEFOP, 2020; Eurydice 2024).  

 

In Spain, the VET system is structured to include significant components of work-based 

learning (WBL). The qualifications within the Spanish National Qualifications Framework 

(MECU) are aligned with the European Qualifications Framework (EQF) to ensure consistency 

and comparability across Europe. VET qualifications are primarily drawn from the National 

Catalogue of Professional Qualifications (CNCP), which outlines the competencies required 

for various occupations. These qualifications are awarded upon the successful completion of 

vocational modules and practical training within workplaces (CEDEFOP, 2023; CEDEFOP & 

Fundae, 2019).  

 

As for the registration requirements: for certain professions and qualifications, registration with 

specific regulatory bodies may be required. For instance, non-EU nationals seeking 

recognition of their qualifications must undergo a process known as "homologación" to ensure 

their qualifications meet Spanish standards (CEDEFOP, 2020).  
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To participate in WBL programmes, students must be enrolled in a VET programme, either at 

the basic, intermediate, or higher level. For specific professions, additional registrations with 

relevant professional bodies may be necessary. The Ministry of Education oversees the 

accreditation and certification processes (CEDEFOP, 2023).  

 

Regarding the application of EQF to NQF in relation to VET, the MECU is aligned with the 

EQF to facilitate the recognition of Spanish qualifications across Europe. This alignment 

ensures that qualifications are described in terms of learning outcomes, making it easier to 

compare and transfer credentials internationally. The framework's implementation includes a 

common quality assurance system for higher education and VET, ensuring consistent 

standards (CEDEFOP, 2020; Eurydice 2024).  

 

When addressing WBL experiences specifically, the MECU's integration with the EQF ensures 

that qualifications earned through WBL are recognized across Europe. This alignment 

facilitates the mobility of students and workers within the EU by standardizing the learning 

outcomes and competencies acquired through Spanish VET programmes (Íbidem).  

Quality assurance in VET involves both internal and external mechanisms. The Ministry of 

Education and VET, along with regional educational authorities, are responsible for 

overseeing these processes. VET providers are subject to regular inspections by external 

authorities to ensure compliance with national standards. The results of these inspections are 

typically published and used to improve the quality of VET programmes. The National Institute 

for Educational Evaluation plays a key role in this process (Íbid).  

 

Quality assurance in VET, including WBL components, involves rigorous standards 

maintained by the Ministry of Education and regional authorities. VET providers undergo 

regular inspections to ensure they meet national quality standards. The results of these 

inspections are often published to maintain transparency and drive continuous improvement. 

Usually, these results are integrated in the Education Policy Outlook Country Profile offered 

by Education GPS, in the framework of the OECD organization (OECD, 2018). Additionally, 

employers participating in WBL must meet certain criteria to provide a conducive learning 

environment (CEDEFOP, 2020). VET providers must adhere to stringent quality assurance 

requirements when designing and offering work-based learning (WBL) programmes. These 

include clear definitions of learning outcomes, assessment criteria, and the involvement of 

employers in the design and evaluation of training programmes. On-the-job training modules 

are a compulsory part of professional certificates, and their learning outcomes are assessed 

directly in the workplace (CEDEFOP, 2023).  
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The Ministry of Education and VET, along with other bodies like CEDEFOP, provides 

extensive guidance and publications on the implementation and operation of the MECU. 

These resources offer detailed information on curriculum development, quality assurance 

processes, and the integration of WBL into VET programmes (CEDEFOP, 2020; Eurydice 

2024).  

 

The MECU is part of a broader effort to enhance lifelong learning and improve the coherence 

of the national education and training system. It aims to increase the accessibility of education, 

promote equity, and ensure that qualifications meet the needs of the labour market. The 

framework is continually updated to reflect changes in occupational standards and emerging 

industry requirements (Íbidem). The Spanish VET system is continually evolving to meet the 

needs of the labour market and enhance the employability of graduates. Innovations in WBL, 

such as the use of digital tools and virtual training environments, are being explored to expand 

opportunities and improve the quality of vocational training (CEDEFOP, 2019).  

2.4 Industrial and occupational sectors and classifications   

 

In Spain, there are two main sectors providing WBL experiences: the service/occupational 

sectors, and the industrial sectors. Between the two fields, there are key general differences 

to be considered, as follows:  

• The focus: service sectors (e.g., Tourism) emphasize customer service, soft 

skills, and interpersonal communication. On the contrary, Industrial Sectors (e.g., 

Construction, Manufacturing) focus on technical skills, safety protocols, and hands-

on mechanical skills.  

• The training environments: service sectors are placed in customer-facing roles 

such as hotels, restaurants, and travel agencies. In addition, for example, industrial 

sectors are placed in on-site training in factories, workshops, and construction 

sites.  

• The curriculum and content: service sectors train in hospitality management, 

tourism operations, business services. industrial sectors include technical training 

in machinery operation, construction techniques, and engineering principles.  

• Economic Influence: service sectors are highly susceptible to economic 

fluctuations and global events. Industrial sectors are impacted by economic cycles, 

infrastructure projects, and technological advancements.  

• Skill Requirements: service sectors strongly emphasize soft skills, language 

proficiency, and customer interaction. Industrial Sectors emphasizes technical 
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expertise, physical labour, and compliance with industry regulations (CEDEFOP, 

2019).  

 

As aforementioned, the key sectors for WBL experiences in Spain are the services sectors 

and the industrial ones. Since the general divergences between both fields have already been 

provided, below, a table with the most relevant sectors have been compiled in order to provide 

a clear perspective to reader on the most relevant differences among them, being those 

sectors:   

• Related to the services’ sector: the sectors of tourism and the sector of services 

itself.   

• Related to industrial sectors: the sector of construction and the sector of 

manufacturing.   

Here, the present table with the main differences among the previously mentioned sectors is 

observable:   

 

  SERVICES SECTORS  INDUSTRIAL SECTORS  

  TOURISM  SERVICES  CONSTRUCTION  MANUFACTURING  

Skills focus  

Emphasizes 

soft skills such 

as customer 

service, 

language 

proficiency, 

and 

management.  

Emphasizes soft skills 

such as 

communication, 

problem-solving, and 

interpersonal abilities. 

Service-oriented 

industries require 

employees to 

effectively engage with 

customers, resolve 

issues, and deliver 

satisfactory 

experiences.  

Concentrates on 

technical and safety 

skills, including 

construction techniques, 

use of machinery, and 

compliance with building 

regulations  

Concentrates on 

technical skills such as 

machinery operation, 

quality control, and 

production processes. 

Manufacturing sectors 

demand proficiency in 

operating specialized 

equipment, ensuring 

product quality, and 

optimizing production 

efficiency.  

WBL 

placements  

Typically in 

hotels, 

restaurants, 

travel 

agencies, and 

other 

hospitality-

related 

businesses.  

Often in service 

establishments such 

as retail stores, 

healthcare facilities, 

banks, or 

administrative offices. 

Students gain practical 

experience by 

assisting with 

customer interactions, 

administrative tasks, 

On construction sites, 

working directly with 

tools and under 

professional 

supervision.  

Often in manufacturing 

facilities, where students 

engage in production 

tasks, equipment 

operation, quality 

assurance, and 

maintenance activities 

under supervision. They 

learn firsthand about 

manufacturing 
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or patient care under 

supervision.  

processes and safety 

protocols.  

Training 

contents  

Includes 

hospitality 

management, 

tourism 

operations, 

and customer 

interaction 

techniques.  

Covers topics related 

to customer service, 

administrative 

procedures, digital 

literacy, and service-

specific skills (e.g., 

medical coding for 

healthcare). Training 

focuses on 

understanding service 

processes, handling 

customer inquiries, 

and utilizing 

technology to 

streamline operations.  

Covers practical skills in 

masonry, carpentry, 

electrical installations, 

and project 

management.  

Includes topics such as 

machine operation, 

quality management, 

production planning, 

and supply chain 

logistics. Training aims 

to equip students with 

technical expertise in 

manufacturing 

operations, emphasizing 

efficiency, quality 

assurance, and 

adherence to industry 

standards.  

Sector 

characteristics  

Highly 

dynamic, 

influenced by 

seasonal 

demand and 

economic 

fluctuations, 

particularly 

sensitive to 

global events 

like 

pandemics.  

Dynamic and heavily 

influenced by 

consumer demand, 

technological 

advancements, and 

market trends. Service 

industries are 

responsive to changes 

in consumer 

preferences, economic 

conditions, and 

emerging 

technologies, requiring 

adaptability and agility 

to remain competitive.  

Labor-intensive, 

influenced by economic 

cycles, and often 

involves physical labour 

in various 

environments.  

Characterized by 

production processes, 

supply chain 

management, and 

efficiency optimization. 

Manufacturing industries 

are influenced by factors 

such as market 

demand, technological 

advancements, and 

global trade dynamics. 

They require a focus on 

process optimization, 

cost-effectiveness, and 

continuous improvement 

to remain competitive.  

Self-compiled table from data gathered from the Spain - European inventory on NQF 2018 

When addressing the differences between Higher VET and Initial VET, the following 

differences must be considered that:  

  INITIAL VET  HIGHER VET  
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Target group  

Primarily aimed at 

secondary school 

students.  

Post-secondary students or 

professionals seeking 

advanced skills.  

Duration and structure  

Typically involves basic 

and intermediate 

qualifications, with 

programmes lasting around 

2 years (2000 hours), 

combining school-based 

education and WBL.  

  

Advanced qualifications, 

often at the diploma or 

higher education level, also 

integrating WBL 

components.  

  

Focus  

Provides foundational 

vocational skills and 

general education, 

preparing students for 

entry-level jobs or further 

education.  

Offers specialized and 

advanced vocational 

training, preparing students 

for higher-skilled roles or 

managerial positions.  

Examples  

Basic vocational 

qualifications in trades like 

plumbing, electrical work, 

or basic administrative 

roles.  

Higher diplomas in fields 

like advanced engineering, 

business management, or 

specialized healthcare 

roles.  

Self-compiled table from data gathered from the Spain - European inventory on NQF 2018 

With regard with the regional issues in VET and WBL, there are key problematics in the 

Spanish national territory to be considered:  

• Economic and Industrial Disparities: different regions prioritize different sectors 

based on local economic strengths. For instance, coastal regions may emphasize 

tourism, while industrial regions focus on manufacturing and construction. The 

stakeholders’ collaboration is important too. Local authorities, employers, and 

educational institutions work together to tailor VET programmes to regional needs, 

ensuring relevant and practical training.  

• Stakeholder Involvement: employers play a critical role in designing VET 

programmes, ensuring they meet current industry standards and requirements. 

Other problem is VET programmes may be adapted to address specific regional 
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labour market demands, enhancing employability and relevance of the skills 

taught.  

 

2.5 STREAM-specific thematics: organising WBL and WBL mobilities 

In theory, in the Spanish context, the skills required from VET Staff for WBL or Mobilities are 

the following:  

• Pedagogical Skills: Proficiency in teaching methods and the ability to adapt 

curriculum to workplace-based learning (WBL) settings.  

• Coordination Skills: Ability to manage and coordinate mobility projects, 

including organizing placements and liaising with companies.  

• Interpersonal Skills: Strong communication skills to interact effectively with 

students, employers, and other stakeholders.  

• Cultural Competence: Understanding of cultural differences and the ability to 

work in diverse environments.  

• Language Skills: Proficiency in languages, particularly English and the 

language of the host country for international placements.  

• Skills Required by Private Sector Managers  

• Skills for Private Sector Managers:  

• Understanding of Educational Frameworks: Knowledge of VET systems and 

their requirements.  

• Mentoring Skills: Ability to guide and support students during their placements.  

• Collaboration Skills: Ability to work closely with VET providers to align work 

experiences with educational objectives.  

• Evaluation Skills: Competence in assessing students' performance and 

providing constructive feedback.  

• Organizational Skills: Effective planning and organization of WBL placements 

and mobilities.  

 

As for the occupational figures involved in organizing WBL placements, in Spain the following 

profiles arise:  

• Trainers and Educators: Main role in guiding students through the learning 

process.  

• Work Placement Coordinators: Responsible for liaising with companies and 

organizing placements.  

• Career Advisors: Provide guidance and support to students in choosing and 

preparing for placements.  
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• Administrative Staff: Handle logistics and paperwork associated with 

placements and mobilities.  

• Company Mentors: Supervise and mentor students during their placements in 

the workplace.  

As for the certification or qualifications required, always in theory, they should be:  

• Formal Qualifications: Often required, such as teaching degrees or specific 

VET certifications.  

• Professional Experience: Relevant work experience in education or industry.  

• Specialized Training: Certificates in mobility project management or WBL 

supervision.  

 

Regarding the different trainings available in order to arrange good WBL experience, the 

following types can be encountered within the Spanish context:  

• Mandatory Training: Some roles may require mandatory training, particularly 

those directly involved in WBL supervision.  

• Optional Training: Additional professional development opportunities are often 

available.  

 

As for the assessment methods, they will vary, depending on the autonomous region 

educational law and on the school policies. However, most of these assessment methods will 

include practical assessments, written exams, or portfolio submissions (Martínez, 2023 & 

Comunidad de Madrid, 2024).  

 

Some institutions may report on the application of ECVET in mobilities, emphasizing credit 

transfer and recognition. Besides, National agencies and Erasmus offices often provide 

guidelines and training for staff involved in ECVET placements. However, according to the 

interviews and focus groups conducted, when addressing directly the teachers and 

companies’ stakeholders, the name of ECVET has been never mentioned. It did not arise 

within any of the conversations maintained, which could lead to think that the existence of 

ECVET is a missing piece for trainers and companies in the Spanish context, an issue that 

the STREAM partnership must be conscious about in order to build an efficient and tailored 

micro-credentials framework.   

 

The previous information addresses the theoretical knowledge and frameworks for teachers 

when addressing the WBL processes in the Spanish context. However, according to the first-

handed experience of VET trainers and companies’ representatives involved in these 
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mobilities, below, the additional requirements they have considered as necessity from both 

sides have been summarized.   

 

On the side of teachers’ perspective, the following concerns have arisen when talking about 

WBL experiences:  

 

1. Having a common language of communication. Teachers have considered 

extremely important, to an extent, that both the sending institution and the receiving 

company have a common language to understand the procedures and to have a 

fluid communication during the apprenticeship period. Language have been 

considered one of the most common barriers for the good development of WBL 

experiences. Teachers have appointed a fluid communication between the 

teaching institution and the representatives of the different companies’ key for the 

development of a successful apprenticeship period.   

2. Bureaucracy as a barrier. They have considered extremely relevant to point out 

the question of bureaucracy as one of the most common barriers they often 

encounter when arranging WBL experiences. The lack of knowledge on their side 

on how to proceed is often a problem, which turns out into a) a poor development 

of the apprenticeship period; or b) a lack of interest in proceeding.   

3. Knowledge on the companies where the WBL experiences are going to take 

place. For them, it is quite important to have a contact with the company 

beforehand and to create good relationships between the sending institution and 

the companies before sending the students. They consider key for the 

development of WBL experiences what the organizational chart of the companies 

is, what the is the knowledge that is going to be transferred to the student.And, 

more importantly, what are the learning outcomes that the student is going to 

achieve and if they match effectively the centres curricula.   

4. Technical coalification of teachers. In their opinion, teachers should have the 

knowledge on how to arrange every step of the WBL experience for the students 

and, as well, they should have the knowledge on what is the most important 

information to be acquaintance with when developing a WBL experience.   

5. Alignment of the centre curriculum with the experience acquired during the 

WBL experience. As aforementioned, one of the most common fears of teachers 

when speaking about WBL experience is to know how they can guarantee that the 

WBL experience will serve to the student to cover all the learning objectives of the 

school curriculum.  
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6. Recognition of internships and equivalences. Another of the fears the teachers 

have manifested is quite related to the previous paragraph. In this regard, alluding 

to that there are some core differences in the competences recognition across the 

European Union country-members, they have shown certain reluctance to provide 

WBL experiences for their students, since they consider that, in the moment of 

recognizing the learning outcomes achieved by the students, they a) do not have 

any way of certifying that it is true, and b) they understand there can be some sort 

of mismatch between the competences acquired by the students during the WBL 

experience and the competences they need to acquire to cover the entire 

curriculum.   

7. Usefulness of micro-credentials. One of the core barriers that have been arisen 

throughout the duration of the focus group is the lack of interest and knowledge of 

teachers on what a micro-credential is. Since their knowledge on micro-credentials 

is very limited, they have little practical experience to relate and, thinking abstractly, 

they cannot figure the usefulness of the micro-credential framework of 

competences. 

   

As for the companies’ representatives viewpoint, they have highlighted the following needs in 

their sector in order to provide good WBL experiences to the trainees:   

 

1. Need to know the student profile beyond the curriculum, due to operational, 

health and relational issues. The attitude of the students is crucial. Lack of risk 

prevention certificates.   

2. Need for the personnel managing the internships to have specific knowledge 

of the sector.   

3. Bureaucratic problems with the administrations are observed, which apparently 

limits the skills that can be offered to and acquired by the students. Limiting and 

inconsistent administrations.  

4. Need for training of internship management personnel to improve the protocols 

for welcoming new interns.  

5. Language as a barrier in most cases.   

6. Need to provide guidance to students on what professional objectives they can 

pursue within the framework of their training experiences. Help students with their 

expectation management.  

7. Need to establish close relationships between sending schools and host 

companies to ensure that the experience is a positive one for both parties. 
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Strengthen this relationship between schools and companies within the framework 

of the project.   

8. It would be interesting for company staff to have training experience abroad in 

order to gain a better perspective of how vocational training works outside Spain.  

 

In summary, although the Spanish context brings teachers and WBL providers with a set of 

skills and working frameworks in order to arrange WBL mobilities, according to the first-handed 

experience of the groups involved in the organization of these trainings, that tools are not 

enough. As common barriers to be consider, the low level of knowledge of a common 

language between centres and companies, the low level of knowledge on the bureaucratic 

procedures to arrange WBL experiences and the lack of communication between companies 

and VET providers are the most important barriers to be overcome in the Spanish context in 

order to provide good WBL experiences.   

 

2.1 STREAM-specific thematics: inclusivity 

 

Following the theoretical knowledge on the matter, in Spain, the professional training of VET 

staff includes modules that focus on inclusive education. These programmes emphasize the 

development of skills to support students with diverse needs, such as those related to 

disability, cultural diversity, and gender equality. Training often includes components on the 

use of inclusive pedagogies and technological tools to enhance accessibility and participation 

in WBL experiences (Inicio).  

VET institutions receive support from various bodies, including the Instituto Nacional de las 

Cualificaciones (INCUAL) and the Subdirección General de Ordenación e Innovación de la 

Formación Profesional. These organizations are responsible for developing, reviewing, and 

updating qualifications and curricula to ensure they meet current educational and labour 

market needs. Additionally, initiatives like the "Alianza por la Formación Profesional" provide 

frameworks for collaboration between VET centres and the private sector (Inicio).  

 

The curriculum for VET programmes in Spain covers several key areas of inclusion:  

 

• Gender Equality: Ensuring equal opportunities for all genders.  

• Race Equality and Cultural Diversity: Promoting awareness and understanding 

of cultural diversity.  

• Accessibility for People with Disabilities: Adapting educational environments 

and methods to support students with disabilities.  
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• General Equal Opportunities: Implementing practices that ensure all students 

have access to education and training opportunities regardless of their background 

or abilities.  

 

Efforts to include inclusive practices in WBL also involve the development of "soft skills" such 

as teamwork, communication, and problem-solving, which are essential for integrating diverse 

groups of students into the workplace. Furthermore, the use of active learning methodologies 

and ICT tools is increasingly emphasized to foster a more inclusive and engaging learning 

environment.  

 

Overall, Spain's approach to inclusion in WBL experiences involves a comprehensive strategy 

that integrates training, support, and curriculum development to ensure that VET staff are well-

equipped to meet the needs of all students (Educación 3.0, n.d.).  

In regard with the previous information, in terms of inclusion, all the groups participating in the 

primary research coincide in that inclusion, in the Spanish context, is something that has been 

perfectly implemented across mostly all the national territory. All forms of inclusion have been 

considered regarding WBL experiences, and most of the answers have been oriented towards 

the efficiency of the Spanish VET system integrating inclusion competences within the VET 

curricula. Nevertheless, some barriers have still been identified by the groups subject of the 

study:   

 

• There is not a mandatory protocol on integration policies to be followed by VET 

centres and companies regarding WBL experiences.   

• There are certain socio-economic (mostly economic) barriers that can led 

students to abandon trying WBL experiences.   

• There is a concern on that, depending on the job position the students end up, 

some of them can acquire and certify a great number of inclusive/green/digital 

competences and, on the other hand, there would be some other students that 

could certify the same number of competences than their peers.   

• Particularly teachers have arisen the concern on that they would like to know 

the soft skills of the staff of the companies in charge of accompanying the students 

in their WBL experiences, in order to ensure that the integration of the students is 

satisfactory for both parts. This concern has been also raised the other way around 

by the companies: they want to know the profiles of the students in advance, in 

order to provide the students with an experience tailored to the needs of each of 

them.   
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On another note, one of the key aspects to be consider for the purposes of the present 

research is that the information on inclusive competences regarding WBL experiences in the 

Spanish context is very little. The lack of official protocols, as well, makes the inclusion policies 

of each centre something quite flexible, as well. Nevertheless, the experience of all groups 

subject of the present research have been quite good in terms of integration competences.   

 

2.2 STREAM-specific thematics: digital 

 

 

In Spain, the integration of digital competencies into Vocational Education and Training (VET) 

is being addressed through several initiatives and frameworks. The Spanish Ministry of 

Education and Vocational Training has emphasized the need for continuous professional 

development of VET staff, aligning with the European Digital Competence Framework 

(DigComp). Training programmes for VET educators include modules on digital pedagogy, 

use of digital tools, and integration of technology in the curriculum (European Education Area) 

(Formación y Empleo). 

 

• The curriculum for digital competencies in VET focuses on several key areas:  

• Digital Literacy: Basic skills in using digital devices, software, and the internet.  

• Information and Data Literacy: Skills to effectively search, evaluate, and use 

information.  

• Communication and Collaboration: Using digital tools for communication and 

collaboration.  

• Digital Content Creation: Developing digital content, understanding copyright, 

and using digital tools creatively.  

• Safety: Understanding digital safety, including data protection and privacy.  

• Problem-Solving: Using digital tools to solve technical and operational 

problems (EPALE, 2022).  

 

For VET trainers, the technologies being integrated into training include learning management 

systems (LMS), virtual and augmented reality (VR/AR) for immersive learning experiences, 

and digital assessment tools. In the context of Work-Based Learning (WBL), technologies such 

as e-portfolios, digital simulations, and online collaboration platforms are emphasized 

(European Education Area, 2024).  
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The DigComp framework is extensively used to guide the development of digital 

competencies. It provides a comprehensive structure for assessing and developing digital 

skills. This framework ensures that both educators and students are equipped with the 

necessary competencies to thrive in a digitalized world. There are no significant indications of 

alternative frameworks being used extensively in Spain, though local adaptations and specific 

emphasis areas might exist (íbidem).  

 

VET institutions in Spain receive support from various professional bodies and authorities to 

modernize and transition to digital methodologies. The Fundación Estatal para la Formación 

en el Empleo (Fundae) plays a crucial role by providing resources, training modules, and 

online platforms for digital learning. Additionally, European Union funding programmes, such 

as Erasmus+, support digital transitions through grants and collaborative projects aimed at 

enhancing digital skills and integrating innovative technologies into VET (ibid).  

 

Overall, the digital transformation of VET in Spain is structured around robust frameworks like 

DigComp, supported by national and European initiatives, and focused on equipping both 

educators and learners with essential digital skills for the future.  

 

According to the theoretical knowledge presented, it seems that Spain counts with a robust 

set of digital competences in regard with WBL experiences. In this particular section of the 

present research, there is little to add to the theoretical investigation from the primary research. 

All the groups subject of the investigation considered that digitalization in Spain is at is beacon 

and it is at the forefront of the European Union. Yet some disparities between age ranges can 

be still observed, digital literacy of VET teachers, companies’ staff and students is enough and 

well aligned in order to provide a WBL experience suitable for the three parties involved.   

2.3 STREAM-specific thematics: green   

In the frame of the Spanish national context, environmental sustainability is increasingly being 

integrated into VET curricula. This includes teaching students about sustainable practices and 

incorporating green skills into training programmes, which aligns with broader European goals 

for sustainability and environmental awareness in education (Palacio, 2021). 

 

The GreenComp framework, although not yet as widely recognized as DigComp for digital 

skills, is starting to influence the development of green competencies in VET. This framework 

provides a basis for integrating sustainability into education, ensuring that both educators and 

students are prepared to contribute to a green economy. Support for modernization in this 

transition is provided through various national and European initiatives, which offer funding, 
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resources, and training for institutions to adopt these new frameworks effectively (European 

Education Area, 2024).  

 

However, as of the information that arises from the data extracted of the primary research, it 

seems that green competences are not widely implemented in VET centres of companies. 

The three groups have demonstrated little to none understanding of neither what the 

GreenComp is – with DigComp, although some of the participants did not know its name, they 

have knowledge on its key points – nor the great set of green competences applicable in their 

daily-bases in the education/working environments. The applied green competences in the 

contexts analysed, and quoted, are “using less paper” and “recycling”.   

 

The observable issue here is that, once more, the lack of knowledge derives in a “one size fits 

all” mentality, which undermines problematically the great potential of tailor-oriented green 

competences in the educational/working contexts.    

 2.9 Case studies   

 

With reference to the information identified above, and considering the specific case of the 

Spanish context, the following topics and cases studies have been considered as the most 

suitable for the present investigation.   

 

Micro-credentials for Professional Trainers in VET  

 

In response to the growing demand for flexible and targeted training solutions in vocational 

education and training (VET), the Spanish government, in collaboration with industry 

stakeholders, introduced a micro-credential programme for professional trainers. These 

modular certifications provide specialized training for trainers, coaches, and staff involved in 

VET, allowing them to upskill or reskill in specific areas relevant to their roles.  

 

The initiative aims to address the need for continuous professional development in the rapidly 

evolving VET landscape. By offering short, focused courses that can be completed online or 

through blended learning approaches, the programme caters to the diverse needs and 

schedules of VET professionals. Topics covered include pedagogy, instructional design, 

assessment methods, and emerging trends in vocational training (Ministerio de 

Universidades, 2023). Regarding this topic, the following cases of study have been identified 

within the Spanish national context as the most relevant ones:  
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Case Study 1: Universidad Nacional de Educación a Distancia (UNED)  

The Universidad Nacional de Educación a Distancia (UNED) has been a pioneer in offering 

Micro-credentials to professional trainers in VET. Recognizing the need for continuous 

professional development and the importance of adapting to new educational technologies, 

UNED launched a series of micro-credential programmes aimed at enhancing the skills of VET 

trainers.  

 

UNED's micro-credential programmes cover a wide range of topics, including digital 

pedagogy, curriculum design, assessment techniques, and the use of educational technology. 

These programmes are designed to be flexible, allowing trainers to complete them at their 

own pace through an online platform. Each micro-credential requires the completion of specific 

modules, which include both theoretical and practical components.  

 

The introduction of micro credentials has significantly benefited VET trainers by providing them 

with targeted and relevant training. Trainers have reported increased confidence in using 

digital tools and methods in their teaching practices. Additionally, the modular nature of the 

programmes allows trainers to tailor their learning to their specific needs and career goals.  

 

Despite the success, there have been challenges related to ensuring the recognition and 

accreditation of micro-credentials within the broader educational and professional landscape. 

Efforts are ongoing to establish clear pathways for the recognition of these credentials by 

employers and educational institutions (Modularisation of Continuing Education and 

professionalisation by Micro-credentials, 2021).  

 

Case Study 2: Formación y Orientación Profesional de Cataluña (FPCAT)  

The Formación y Orientación Profesional de Cataluña (FPCAT) has developed a 

comprehensive micro-credential framework aimed at enhancing the competencies of VET 

trainers. This initiative is part of a broader effort to modernize vocational education in the 

region and align it with industry needs.  

 

FPCAT's micro-credential programmes are developed in collaboration with industry partners 

and educational experts. The programmes focus on key areas such as advanced 

manufacturing, digital transformation, and sustainable practices. Trainers can choose from a 

variety of courses, each culminating in a micro-credential that attests to their expertise in a 

specific domain.  
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These Micro-credentials have been instrumental in bridging the gap between industry 

requirements and educational offerings. Trainers equipped with these credentials are better 

prepared to deliver relevant and up-to-date training to students. Moreover, the collaboration 

with industry ensures that the content of the programmes is aligned with current market 

demands.  

 

One of the main challenges has been ensuring the scalability of the micro-credential 

programmes. As demand grows, FPCAT needs to expand its offerings and maintain the quality 

of the programmes. Additionally, there is a need for greater awareness and acceptance of 

Micro-credentials among employers (Generalitat de Catalunya & Agència Pública de 

Formació i Qualificació Professionals de Catalunya, 2022).  

 

Environmental Initiatives in VET: Sustainable Skills Development  

 

In Spain, vocational education and training institutions are increasingly integrating 

environmental initiatives into their curricula to equip students with the knowledge and skills 

needed to address sustainability challenges in various industries. One notable case is the 

partnership between vocational schools and environmental organizations to develop 

programmes focused on sustainable practices and green technologies.  

These initiatives encompass a range of activities, including hands-on training in renewable 

energy systems, waste management practices, and eco-friendly building techniques. Students 

participate in real-world projects, such as constructing solar-powered buildings or 

implementing recycling programmes in their communities, gaining practical experience while 

contributing to environmental conservation efforts. Regarding this topic, the following cases of 

study have been identified within the Spanish national context as the most relevant ones:  

 

Case Study 1: Instituto de Educación Secundaria (IES) La Laboral, Málaga  

IES La Laboral in Málaga has implemented a comprehensive environmental education 

programme within its VET curriculum. The school has a strong commitment to sustainability, 

which is reflected in its efforts to equip students with the skills needed to address 

environmental challenges. The programme at IES La Laboral includes courses on renewable 

energy, waste management, and sustainable agriculture. Students participate in hands-on 

projects such as installing solar panels, setting up composting systems, and managing organic 

gardens. The school has also established partnerships with local businesses and 

environmental organizations to provide students with real-world experience through 

internships and collaborative projects.  
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The initiative has resulted in heightened environmental awareness among students and the 

local community. Graduates are well-prepared for careers in the green economy, with many 

finding employment in renewable energy companies and environmental consultancies. The 

programme has also received recognition for its innovative approach to integrating 

sustainability into vocational education. One of the main challenges has been securing funding 

for the necessary equipment and resources to support the programme. The school has 

addressed this by seeking grants and building partnerships with local businesses and 

government agencies (IES La Laboral, 2024).  

 

Case Study 2: Centro Integrado de Formación Profesional (CIFP) Someso, A Coruña  

CIFP Someso in A Coruña has established itself as a leader in environmental education within 

the VET sector. The school offers specialized programmes focused on sustainable practices 

and green technologies, aiming to prepare students for careers in the growing field of 

environmental management. CIFP Someso's curriculum includes modules on energy 

efficiency, environmental impact assessment, and sustainable construction techniques. The 

school has invested in state-of-the-art facilities, including a renewable energy lab and a 

sustainable building workshop. Students engage in practical projects such as designing 

energy-efficient buildings and conducting environmental audits for local businesses.  

 

The programme has successfully equipped students with the skills required to pursue careers 

in the green economy. Many graduates have gone on to work in sectors such as renewable 

energy, environmental consulting, and sustainable construction. The school's focus on 

practical, hands-on learning ensures that students are job-ready upon graduation.  

One challenge has been keeping the curriculum up to date with rapidly evolving technologies 

and industry standards. To address this, CIFP Someso maintains close ties with industry 

partners and continuously updates its programmes based on feedback from employers and 

alumni (Bello, 2023).  

 

New Collaborations between VET and Companies in Work-Based Learning (WBL)  

In Spain, there has been a shift towards closer collaboration between vocational education 

and training institutions and companies to enhance work-based learning opportunities for 

students. This trend is particularly evident in industries experiencing rapid technological 

advancements, such as information technology and manufacturing.  

 

Companies are partnering with VET schools to provide students with hands-on training, 

apprenticeships, and internship programmes that align with industry needs. These 

collaborations not only help bridge the gap between education and employment but also 
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enable companies to identify and nurture talent from an early stage. Moreover, they facilitate 

the transfer of knowledge and skills from industry professionals to the next generation of 

workers, ensuring a skilled workforce capable of meeting evolving market demands. 

Regarding this topic, the following cases of study have been identified within the Spanish 

national context as the most relevant ones:  

 

Case Study 1: Dual Training Model in the Basque Country  

The Basque Country has been a pioneer in implementing the dual training model, which 

closely integrates VET with work-based learning (WBL). This model involves partnerships 

between vocational schools and companies, allowing students to alternate between classroom 

instruction and hands-on work experience. The Basque Government, in collaboration with 

industry associations and VET institutions, established a framework for dual training. Students 

spend part of their week in vocational schools and the remainder in partner companies, where 

they gain practical skills under the supervision of experienced professionals. Companies 

involved in this initiative range from small and medium-sized enterprises (SMEs) to large 

corporations in various sectors, including manufacturing, technology, and services. The 

curriculum is designed collaboratively to ensure it meets both educational standards and 

industry needs.  

 

The dual training model has significantly improved the employability of VET graduates in the 

Basque Country. Students gain relevant work experience, making them more attractive to 

employers. Companies benefit from having a pipeline of skilled workers who are already 

familiar with their operations and culture. One of the main challenges has been ensuring the 

quality and consistency of training across different companies. To address this, the Basque 

Government has implemented rigorous monitoring and evaluation processes (Martínez, 

2017).  

 

Case Study 2: SEAT’s Apprenticeship School in Martorell, Catalonia  

SEAT, the Spanish automobile manufacturer, has established an apprenticeship school at its 

plant in Martorell, Catalonia. This initiative aims to train young people in automotive 

technologies through a combination of classroom instruction and on-the-job training.  

The SEAT Apprenticeship School offers a three-year programme where students split their 

time between theoretical education and practical training at SEAT's facilities. The curriculum 

covers a wide range of topics, including automotive mechanics, electronics, and production 

processes.  
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The programme is designed in collaboration with local vocational schools and educational 

authorities. Students receive a stipend during their training and are often offered employment 

at SEAT upon completion of the programme.  

 

The apprenticeship school has been highly successful in producing a skilled workforce for 

SEAT. Graduates are well-prepared for technical roles within the company, reducing the need 

for extensive onboarding and training. The initiative has also contributed to lower youth 

unemployment rates in the region.  

 

A significant challenge has been keeping the curriculum updated with the latest automotive 

technologies and industry trends. SEAT addresses this by continuously working with 

educational partners to revise and enhance the training programmes (Casa SEAT, 2024; 

Rivas, 2019). 
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3. GREECE 

3.1 Introduction 

IDEC SA, established in 1989 in Piraeus, Greece, is a consulting and training company 

specializing in training, management consulting, quality assurance, and digital solutions for 

both private and public sectors. By blending business best practices with educational 

frameworks, IDEC promotes open, sustainable, and accessible education.  

Accredited as a lifelong learning centre, IDEC organizes in-service training for teachers, 

trainers, and youth workers, study visits, informal learning activities for students, and training 

courses and work placements for vocational trainees and labour market participants. IDEC 

has deep expertise in EU policies on lifelong learning (LLL), including EQF, ECVET, Europass, 

EQAVET, and validation of non-formal and informal learning, contributing to national reforms 

of education and training systems.  

IDEC’s extensive involvement in vocational education and training (VET) spans national and 

European levels through European projects, and EU-wide studies and technical assistance 

projects. IDEC’s expertise covers quality assurance in VET, application of EU instruments 

(EQF, ECVET, EQAVET), skills frameworks, micro-credentials, work-based learning, and VET 

internationalization. IDEC is particularly interested in the STREAM field, focusing on validating 

transversal skills essential for education and workforce integration.  

The Thematic School of Advanced Vocational Training T-SAEK (formerly DIEK) in Egaleo, 

Athens, is Greece's oldest and largest public vocational training institute. From 2021, T-SAEK 

focuses on S.T.E.A.M. disciplines, annually enrolling over 600 students in digital, automation, 

and renewable energy courses. The institute actively participates in ERASMUS+ projects, 

including KA121, KA122, KA3, and capacity-building projects like BIG ART, aiming to enhance 

digital, green, and inclusive micro-credential policies for trainers and company mentors, thus 

improving the quality and credibility of Work-Based Learning (WBL). Research for T-SAEK 

involved governmental, educational, and trade sources, including articles from the Official 

Government Gazette, materials from the National Organization for the Certification of 

Qualifications and Vocational Guidance (ΕΟΠΠΕΠ), CEDEFOP, diaNEOsis research papers, 

and IME GSEVEE, a research body for Greek SMEs. 
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3.2 Summary of the relevant position in Greece’s VET system and work-based 

learning (WBL) 

The Greek VET system  
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Vocational education and training (VET) in Greece are State-regulated, combining school-

based and work-based learning (WBL) at upper-secondary and post-secondary levels. The 

Ministry of Education, in cooperation with the Ministry of Labor, oversees VET, which is divided 

into Initial Vocational Training (IVET) and Continuing Vocational Training (CVET), provided by 

private and public institutions. Influenced by EU policy, IVET and CVET follow legal provisions, 

with IVET holding a dominant position due to the official recognition of certificates 

corresponding to the EQF/NQF. VET curricula include theoretical, practical, and WBL 

modules, varying by school type.  

 

Despite reforms, VET in Greece is often viewed as a "second choice" compared to academic 

education, which is associated with prestigious, high-paying jobs. Although more young 

people and adults are turning to VET to avoid becoming NEET (Not in Education, Employment, 

or Training), the system lags behind other European countries, particularly in the North. There 

is no institutional framework supporting WBL in upper-secondary VET, nor a platform linking 

VET graduates to the labour market. Funding for training programmes is standardized, unlike 

in Northern Europe, where it is specialty specific.  

 

At the upper secondary level, VET is offered by EPAL (Vocational schools) with programmes 

lasting three years, including 25% WBL, leading to a specialization degree (EQF level 4). At 

the post-compulsory level, 30% of learners follow VET programmes in vocational training 

schools (ESK) regulated by the Ministry of Education or EPAS of OAED (Manpower 

Organization) under the Labor Ministry, leading to EQF level 3 qualifications with 80% WBL.  

 

Post-secondary IVET includes the dual system in institutions such as:  

 

• Apprenticeship Class (EQF level 5, 100% WBL), a one-year programme for 

those holding an upper secondary school leaving certificate and an EPAL 

specialization degree.  

• Institutes of Vocational Training (SAEK), offering a two-and-a-half-year VET 

programme (over 60% WBL) provided by public and private institutions, leading to 

EQF level 5 certification through the National Organization for the Certification of 

Qualifications and Vocational Guidance (EOPPEP).  

  

New VET Law (2024)  

 

On January 24, 2024, a new law was issued to reform and restructure VET through 

cooperation with the labour market at local, regional, and sectoral levels. Professional 
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development and career offices (GEAS) will be established at every VET centre to support 

students by organizing, supervising, and monitoring internships. These offices will also 

interface between institutes and local companies to implement co-funded VET projects. 

Additionally, special training programmes for company mentors will be organized by the 

Ministries of Education and Labor.  

  

VET Teachers in Formal and Non-Formal Education  

 

According to Article 103 of the Greek Constitution, VET teachers in public primary and 

secondary education, including EPAL and Apprenticeship classes, are public servants 

appointed by the Supreme Council for Civil Personnel Selection (ASEP) based on academic, 

teaching, social criteria, and pedagogical competence.  

For non-formal VET, the Ministry of Education issues annual legislative guides for staffing 

needs in SAEK, ESK, and EPAS schools. VET trainers in post-secondary institutions must 

register in an independent register, comprising individuals with specialist expertise, academic 

or technical experience, or professionals from the labour market.  

  

Professional Development  

 

Continuous professional development (CPD) is not mandatory for IVET teachers unless 

specified by a Ministerial Decree. The Institute of Educational Policy (IEP) implemented a CPD 

project in 2020 for VET trainers focusing on collaboration with enterprises and apprentices. 

However, VET teachers generally lack training in modern teaching methods and WBL, with 

Erasmus+ being the main source of training. There is no institutional framework for CPD, 

leaving teachers to seek out seminars independently. Some VET institutes offer training 

seminars, but funding issues often hinder participation. VET authorities believe professional 

development is the educators’ responsibility and is linked to their commitment to excellence. 

 

3.3 Summary of the relevant position to STREAM concerning Greece’s national 

qualification framework and WBL 

 

Quality Assurance Framework in Greek VET  

 

Greece has developed a comprehensive National Qualifications Framework (NQF) for lifelong 

learning, known as the Hellenic Qualifications Framework (HQF). The HQF classifies 

qualifications from all educational levels into eight levels based on knowledge, skills, and 
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competence. The Ministry of Education and Religious Affairs coordinates and monitors the 

HQF, while the National Organization for the Certification of Qualifications and Vocational 

Guidance (EOPPEP), established in 2011, implements it. EOPPEP is responsible for 

accrediting vocational training and certifying graduates from vocational training institutes 

(SAEK). Successful SAEK graduates receive a Vocational Training Diploma recognized in 

Greece and EU member states or a Certificate Level I for upper secondary education 

graduates.  

  

Quality Assurance for Work-Based Learning (WBL)  

 

The "Quality Framework for Apprenticeship" (2017) outlines the training and certification of 

workplace trainers. Employers participating in apprenticeship programmes must appoint a 

certified trainer, responsible for mentoring apprentices. Trainers must have relevant formal 

qualifications and professional rights; if not, a qualified supervisor is appointed. However, 

many SMEs face challenges in providing effective WBL due to a lack of trained mentors and 

resources. Often, company owners take on mentoring roles without adequate training in 

mentoring skills, particularly in emerging digital, green, and inclusive skills. In contrast, larger 

companies may have dedicated departments or personnel for training but still require 

improved mentoring skills, such as communication and empathy.  

  

Training for VET Teachers  

 

VET teachers in formal education (EPAL) and non-formal education (IVET and CVET) must 

undergo continuous training. Certification by EOPPEP requires a minimum of 100 hours of 

adult training, with renewal every 10 years based on 150 hours of teaching experience or 50 

hours of additional training. Providers must implement self-assessment as per Law 

3879/2010, which also offers incentives for lifelong learning. VET providers are publicly funded 

based on their effectiveness, with specific quality assurance measures for apprenticeship 

programmes including:  

 

• Quality assurance during curriculum design,  

• Preparation for implementation,  

• Implementation stage,  

• Post-implementation evaluation.  

 

EOPPEP's Quality Assurance Handbook provides guidelines for assessing work-based 

learning. The methodology includes establishing learning outcomes, detailing qualifications, 
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assessing criteria and procedures, testing and refining methodologies, and developing 

certification processes.  

  

New Law 5082/2024  

 

Approved in 2024, Law 5082 introduces significant amendments to the legal framework 

governing education, particularly VET. Key aspects include:  

• Curriculum design and entrepreneurship in vocational high schools,  

• Duration of attendance at Schools of Higher Vocational Training (SAEK),  

• Evaluation of VET Centres,  

• Promotion of professional development,  

• Access to the labour market,  

• Enhancement of vocational education quality,  

• Professional advancement through higher education.  

Article 11 of the law establishes an Electronic Portal for issuing digital certificates and micro-

credentials at SAEK. These credentials adhere to international standards and include details 

such as the holder's identification, micro-credential title, issuance date, learning outcomes, 

assessment method, and awarding body. They are aligned with the National Qualifications 

Framework.  

3.4 Industrial and occupational sectors and classifications   

Work-Based Learning (WBL) in Greek Vocational Education and Training (VET)  

Occupational Divergences in WBL  

In Greece, apprenticeships (EPAL, EPAS) and internships (SAEK) are generally uniform 

across occupations. However, certain companies are excluded from participating, such as 

those offering part-time employment, night clubs, and businesses where training supervision 

is impossible. The dominance of micro, small, and medium-sized enterprises (SMEs) in 

Greece limits WBL opportunities, as SMEs often lack the resources to provide extensive 

training compared to larger companies. This results in insufficient WBL placements to meet 

national needs. Larger companies, which typically have more resources and higher HR needs, 

offer better training opportunities but are less accessible to trainees. For students of the 

Ministry of Tourism, internships in EU-based enterprises are possible, following the host 

country's laws.  
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Sectoral Divergencies in WBL  

Apprenticeship in IVET - ESK (Post-compulsory level, Ministry of Education): This two-year 

programme leads to an NQF level 3 qualification and includes both school-based learning 

(SBL) and WBL. The specific proportion and qualification criteria for educators are defined by 

the training guide for each specialty.  

EPAS (Post-compulsory level, Ministry of Labour, DYPA): Also a two-year programme, this 

dual system combines SBL and WBL (80% paid apprenticeship). The training guide for each 

specialty is tailored to local labour market needs. 

EPAL (Post-secondary level, Ministry of Education and DYPA): This one-year optional 

programme for EPAL or General Senior High School graduates leads to an NQF level 5 

specialization degree and professional license. It includes a 7-hour weekly school-based 

laboratory course and a 28-hour weekly apprenticeship at work, with apprentices earning 75% 

of the legal minimum wage and full insurance coverage.  

Apprenticeships in Greece use a dual learning system alternating between workplace and 

educational institute learning. Employers must provide a learning programme, pay 

remuneration or allowance, and cover insurance. Despite being implemented since 2013, the 

system needs improvement due to its demanding nature and lack of appeal. SMEs struggle 

with funding, information on costs and benefits, and structured plans for company-based 

learning. Larger sectors like shipping and tourism often do not participate, and there is a 

general lack of financial or tax incentives for stakeholders.  

Internship in IVET  

Post-secondary level (EPAL or General Senior High School graduates): These graduates can 

apply for placements in public or private SAEK. The two-year programme includes over 60% 

WBL and a compulsory 6-month internship (960 hours). Interns typically do not receive a 

salary unless funded by national or European resources, in which case they receive 80% of 

the legal minimum wage and health insurance coverage.  

Internships allow trainees to apply their knowledge in real working environments but face 

challenges such as mismatches between trainee and position, irrelevant WBL activities, 

insufficient mentoring, knowledge gaps, lack of incentives, limited access to resources, lack 
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of confidence and self-assessment, and inadequate evaluation of learning outcomes. 

Additionally, misconceptions about internships can lead to poor work ethic and 

underappreciation of the professional experience gained.  

Higher Vocational Institutes (TEI) - Higher Vocational Institutes were abolished in 2018 and 

2019 and integrated into various universities across Greece.  

IVET and CVET  

The main distinction in Greek VET is between Initial Vocational Education and Training (IVET) 

and Continuing Vocational Education and Training (CVET). CVET is provided by Lifelong 

Learning Centres (LLCs) for adults 18+, promoting equal opportunities and non-discrimination. 

Programmes aim to include all adults, regardless of gender, education level, origin, religion, 

residence, or disability, focusing on knowledge acquisition and active participation. Special 

programmes for vulnerable groups (e.g., Gypsies, prisoners, Muslim minorities, immigrants, 

and disabled individuals) aim for their equal inclusion in society. These programmes are 

managed by the Youth and Lifelong Learning Foundation (INEDIVIM), supervised by the 

Ministry of Education. 

3.5 STREAM-specific thematics: organising WBL and WBL mobilities 

VET Trainers' Requirements and Skills for Apprenticeships  

EPAL’s One-Year Apprenticeship Scheme  

VET trainers must be permanent or substitute teachers in EPAL post-secondary schools. They 

earn points based on their experience and training in apprenticeship issues, with additional 

points for participating in seminars provided by the Institute of Educational Policy (IEP). 

Trainers supervise up to 12 students during their WBL period, making regular visits to 

workplaces, managing paperwork, and evaluating students through final exams conducted at 

the workplace with input from in-company trainers.  

EPAS Apprenticeship Programmes  

Run by the Manpower Organization (DYPA), VET trainers are appointed on fixed-term 

contracts, selected based on academic criteria and additional points for certified digital and 

language skills, educational training, teaching and working experience, and social criteria. 
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They oversee WBL in cooperation with in-company trainers, addressing problems and 

ensuring compliance with apprenticeship conditions.  

ESK and SAEK Programmes  

VET trainers in ESK and SAEK programmes are chosen from the Registry of Vocational 

Education Teachers, based on academic qualifications, teaching, and working experience, as 

well as certified skills. In SAEK institutions, teachers do not supervise internships; instead, a 

department manages legal paperwork and informs trainees of available positions. Teachers 

occasionally act as liaisons with companies due to the lack of a Career Advice Office, using 

their professional contacts to facilitate WBL placements.  

Key Skills and Requirements for VET Teachers  

To ensure successful WBL experiences, VET teachers should:  

• Be experts in their field with extensive professional experience.  

• Assess and enhance learners' skills and competencies.  

• Provide individual guidance and establish personal relationships with students.  

• Facilitate regular contact with company representatives to expand students' 

professional networks.  

Challenges and Stakeholder Insights  

Stakeholders identified several challenges to successful WBL, including the absence of 

Career Advice Offices in institutions, unpaid internships, and a lack of proper supervision by 

trained personnel. Additionally, small companies often struggle to provide mentorship due to 

financial constraints, and VET institutions are not always in touch with companies to evaluate 

learning opportunities. The 2016 National Strategic Framework aimed to address these issues 

by requiring in-company trainers to undergo training in pedagogical knowledge and adult 

training techniques.  

Company Mentors  

There is no formal professional outline for in-company mentors in apprenticeship or internship 

programmes. Employers must provide appropriate training facilities and equipment, ensure 
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compliance with occupational health and safety conditions, and supply necessary personal 

safety equipment. Companies emphasize the importance of VET institutions maintaining 

constant communication with them to evaluate the working environment and learning 

opportunities. They also highlight the need for up-to-date specialty guides to match market 

demands and stress the significance of trainees’ skills and eagerness to learn.  

Transnational WBL  

IKY, the Hellenic National Agency for the Erasmus+ Programme, manages Erasmus+ and 

Erasmus Pro programmes for VET education and training. It ensures adherence to quality 

standards and informs stakeholders of their rights and obligations. Institutions often prefer 

short-term mobility programmes for cultural exposure rather than long-term WBL experiences 

due to difficulties in finding available trainees. Organizers of transnational mobilities must be 

experts in their specialty, aware of host country regulations, and proficient in communication 

and organizational skills.  

ECVET and European Recommendations  

E.O.P.E.P.P. collaborates with social partners to implement the European Credit System for 

Vocational Education and Training (ECVET). The 2020 EU Council recommendation 

emphasizes automatic mutual recognition of qualifications and study periods abroad, using 

European transparency tools such as the European Qualifications Framework (EQF) and 

Europass. It also encourages the exploration of micro-credentials as proposed in the 

European Skills Agenda.  

3.4 STREAM-specific thematics: inclusivity 

 

Training and qualification of VET staff on inclusive competencies in Greece  

In Greece, the focus on inclusive competencies, particularly in the context of international 

work-based learning (WBL) mobilities, is closely aligned with broader objectives set by the 

European Union on Vocational Education and Training (VET).  

Greece, as an EU member state, adheres to the European frameworks advocating for 

inclusive education. The European Pillar of Social Rights, for instance, emphasizes the value 

of inclusive education, training, and lifelong learning. The Erasmus+ programme also 

significantly influences WBL mobilities by promoting intercultural competencies and inclusion. 
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It supports projects aimed at developing training modules that include elements of intercultural 

education for VET trainers.  

On a national level, policies, such as the Greek Strategic Framework for Vocational Education 

and Training (2016-2020), prioritize the development of key competencies in VET, which 

encompass multicultural awareness and the needs of learners who come from diverse social 

backgrounds. Initiatives like New Skills for New Jobs aim to align VET education with labour 

market needs, including competencies in managing culturally diverse environments.  

IKY (Hellenic National Agency for the Erasmus+ Programme) recommends that the people 

responsible for organizing Transnational WBL should use inclusive criteria in the formation of 

groups so that trainees of different cultural and social backgrounds have the chance to 

participate.  

  

Inclusiveness in teaching  

In Greece, the initial training for VET teachers does not extensively focus on the development 

of intercultural or inclusive competencies. However, the Institute of Educational Policy (IEP) 

provides guidelines and resources that integrate these competencies into broader educational 

objectives. Continuous Professional Development (CPD) programmes often include modules 

on cultural competencies, inclusion, and diversity management, offered through local 

educational centre or EU-funded projects. Erasmus+ funded projects, for example, have 

developed tools and training programmes to enhance the intercultural and inclusive skills of 

VET trainers, such as Intercultural Mediator Programmes.  

Most study participants (VET staff) rely on their initial pedagogical knowledge and have a basic 

knowledge of inclusive education. For them, empathy is not something you learn from books, 

but it is a personal value. For educators, the problem is that they have difficulty applying 

inclusive teaching methods during the lesson. They all agreed that the curriculum should be 

more flexible and cater to all learners' needs and that institutions should regularly organize 

seminars on inclusiveness to handle cases of discrimination or students with disabilities. 

Another problem they face is that it is difficult to create meaningful personal relationships and 

easily assess their students' learning potential as they may be appointed only for a semester.  

Postgraduate courses and certifications focusing on intercultural education and diversity 

management are also provided by universities and tertiary education institutes, like the 

Hellenic Open University. Professional bodies and NGOs also offer workshops and seminars 

that certify VET staff in skills that are relevant to managing cross-cultural interactions and 

inclusion.  

On the other hand, non-governmental organizations like Arsis and The Smile of the Child 

provide training for educators, including VET staff, on intercultural and inclusive practices. 

Such organizations play a crucial role in integrating young people from diverse backgrounds 
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(e.g.: migrants and refugees) into the labour market, often involving training components for 

VET staff to effectively handle diversity.  

Lastly, Greek academic institutions often engage in international research projects that focus 

on inclusion and intercultural competencies in education. These institutions often work 

together with universities across Europe to study the efficacy of intercultural training 

programmes in VET.  

  

Support from professional bodies and authorities  

VET institutions in Greece receive support through a combination of national strategies, EU 

initiatives, and collaborations with various professional bodies and authorities. This support 

framework is designed to ensure that VET institutions are well-equipped to provide relevant 

and high-quality education that aligns with labour market needs and promotes lifelong 

learning.  

  

Governmental and Policy Support  

The primary authority overseeing VET in Greece is the Ministry of Education and Religious 

Affairs. This body is responsible for formulating educational policies, including the 

development and implementation of VET programmes. The Ministry ensures that VET 

curricula are updated and relevant to current economic and industrial trends.  

The National Organization for the Certification of Qualifications & Vocational Guidance 

(EOPPEP) is also an essential body under the Ministry of Education, responsible for the 

certification of vocational qualifications and the overall quality assurance in VET. EOPPEP 

ensures that VET providers meet certain standards and that their programmes are adequately 

designed to equip students with the necessary skills. It also offers guidance services to help 

align student training with career paths.  

EU Funding and Programmes  

• Erasmus+: As previously mentioned, the Erasmus+ programme provides 

significant funding and support for VET institutions through mobility projects, staff 

training, and partnership building among European VET providers. These projects 

help enhance the educational process by incorporating best practices from across 

Europe and facilitating cross-border learning experiences for students and staff.  

• European Social Fund (ESF): The ESF contributes to improving the quality of 

education and training systems in Greece, including VET. Funds from the ESF are 

used to modernize facilities, develop new curricula, and train educators, thereby 

improving the overall effectiveness and appeal of VET.  

Professional Bodies and Industry Partnerships  
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Collaboration with industry professionals and businesses is crucial for VET institutions in order 

to ensure that the training provided is directly relevant to the needs of the labour market. 

Industry partners often participate in developing curricula, providing work-based learning 

opportunities, and supplying equipment and expertise.  

Research and Development Initiatives  

Various research institutions and think tanks support VET by conducting studies and analyses 

on the efficacy of vocational training, labour market trends and the skills that will be needed in 

the future. These insights help in continuously updating and adapting VET programmes to 

better align with the needs of the students and the industries.  

  

Local Educational Authorities  

Local government units and regional educational authorities also play a pivotal role in 

supporting VET institutions by aligning local educational initiatives with national goals. Local 

educational authorities can provide additional resources, coordinate local industry 

partnerships, and implement region-specific programmes to support local economic needs.  

  

Continuous Professional Development (CPD)  

Authorities and professional bodies often offer or mandate CPD for VET educators and 

administrators. These programmes are designed to keep teaching and administrative staff 

updated on the latest educational methodologies, technological advancements, and industry-

specific skills.  

  

The current state-of-the-art of the Greek VET curriculum on inclusive competencies  

The Greek VET curriculum is designed to be comprehensive, aiming to address various 

aspects of inclusivity and equal opportunities. The curriculum not only focuses on equipping 

students with the specific skills needed for employment but also integrates broader 

educational goals, including those related to social values such as sex/gender equality, race 

equality, cultural diversity, cultural awareness, accessibility for people with disabilities, and 

other inclusive practices.  

Sex/Gender Equality  

Greek VET institutions are influenced by broader European and national policies that advocate 

for gender equality. This includes promoting equal access to all courses for students of any 

gender and ensuring that educational materials do not perpetuate gender stereotypes. Gender 

equality is also often highlighted in courses related to social sciences, ethics, and sometimes 

in specific modules dedicated to workplace equality and rights.  

TSAEK Egaleo along with IDEC participates in SECOVE project under the title Gender gap 

in VET and Sustainable Energy1 with the aim to explore how inclusive sustainable energy is 
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for female students and suggest methods and practices so as to increase the inclusiveness 

and attractiveness of VET through the operation of the CoVEs and the SECOVE tools. An 

interviewee who participates in the project and is an expert in sustainable energy said that, 

since this specialty is considered male-dominated, women avoid following such a career 

fearing that they won't be easily employed. Such attitudes derive from the fact that there is a 

lack of career guidance from the early stages of their education and outdated cultural beliefs. 

He remarked that the few female students he had over the years were quite diligent during 

their studies but thought that they would have a better chance of making a career abroad.  

For company representatives, gender is not an issue as long as they can prove their skills.  

  

Race Equality and Cultural Diversity  

While Greece is not as racially diverse as some other European countries, there is an 

increasing recognition of the need to address racial equality and cultural diversity, especially 

in light of the recent increases in immigration and refugee movements. VET programmes often 

include modules on intercultural communication, which are designed to prepare students for 

a diverse workplace and society. These modules focus on fostering respect for different 

cultures and understanding cultural differences in professional contexts.  

 

VET staff and authorities claimed that the Greek VET system sets no social barriers to 

immigrants and refugees. One interviewee even mentioned that there was a case where an 

Indian student did not have the necessary documents, and the interviewee contacted the 

ministries to get her documents sorted out so that she could participate and not miss her 

scholarship. Nonetheless, there should be more support for such students so as to deal with 

financial problems which often result in dropping out of school as they have to work to make 

ends meet. Language deficiencies can be a problem in some cases so there should be 

language classes before their studies so that there would be no comprehension problems. 

Most teachers claimed that they have no problem dealing with heterogeneous classes and 

usually apply collaboration techniques and peer learning so as to strengthen the relations 

among students.  

 

Employers, on the other hand expressed their concern about offering WBL positions to 

immigrants or refugees unless they are subsidized, or they are given other kinds of incentives. 

They admit that it may be good for the company's profile, but they think that institutions do not 

adequately prepare such students to enter the Labour market and company mentors, if there 

are any, may have to deal with comprehension or integration issues.  
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Cultural Awareness  

Cultural awareness is an integral part of the VET curriculum, particularly in sectors such as 

tourism and hospitality, which are significant to the Greek economy. Training often includes 

learning about different cultural norms and behaviours, as well as languages, which are crucial 

for engaging with international tourists and businesses.  

Some interviewees mentioned that acceptance of diversity still lags a bit behind in Greece and 

some teachers find it difficult to accept cultural differences. Therefore, teachers must develop 

their empathy skills, especially when it comes to managing multicultural classrooms. On the 

other hand, there should also be a discussion before the start of a WBL programme between 

the VET institutes and the host companies in order to better understand the needs of students 

from different cultural backgrounds and know how they can engage them.  

  

Accessibility for People with Disabilities  

Accessibility and inclusion of people with disabilities are critical areas within the Greek 

educational framework. VET programmes are increasingly incorporating accessibility into their 

curricula, ensuring that facilities are accessible and that educational materials are available in 

formats suitable for all students. There is also a focus on training VET staff to be aware of and 

skilled in accommodating the needs of students with various disabilities.  

 

VET students with intellectual disabilities, especially those with language problems like 

dyslexia, are examined orally as long as they have the proper documentation and there are 

provisions for students suffering from different syndromes like Asperger's. VET teachers who 

participated in the research said that would like to enrich their knowledge and make use of 

digital tools so as to cater to students' needs.   Most institutions are accessible to people with 

physical disabilities, but they can only cater for minor disabilities. There are VET schools for 

students with special needs but the lack of proper career advice and information at an early 

stage in their studies may hamper their chances to find a professional pathway.  

 

Company staff claim that offering WBL positions to trainees with intellectual or physical 

disabilities is a risk as there may be safety reasons in some specialties. In ICT positions remote 

work could be applied but they would be alienated from the working environment and wouldn't 

be able to collaborate with the rest of the staff. Mentoring or supervising such trainees will also 

be a problem due to lack of inclusive techniques for such cases.  

  

Other Equal Opportunities and Inclusive Practices  

Greek VET curricula often include topics related to other equal opportunities and inclusive 

practices, such as social inclusion, anti-discrimination practices, and equality in employment. 
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These topics are embedded within various courses, particularly those related to law, social 

sciences, and ethics.  

 

Supportive Legislation and Initiatives  

The implementation of these aspects of the curriculum is supported by various legislative and 

policy frameworks both from the Greek government and the EU. For instance:  

• The European Social Fund plays a significant role in financing projects that 

enhance educational inclusion and support marginalized groups.  

• The National Strategic Reference Framework (NSRF) funds specific 

programmes aimed at improving the inclusion of vulnerable populations in 

education and training.  

  

Challenges and areas for improvement  

Despite the comprehensive framework and initiatives designed to promote inclusivity and 

equal opportunities within Greek VET institutions, there are still several challenges that impact 

the effective integration and consistent application of these principles.  

• Consistent Enforcement of Inclusive Policies: One of the primary 

challenges is the consistent enforcement and implementation of inclusive policies 

across all VET institutions. There can be significant variability in how these policies 

are applied, often depending on regional resources, the specific leadership at 

institutions, and local cultural attitudes towards diversity and inclusion.  

• Adequate Training for Educators: Ensuring that all educators within the VET 

system are adequately trained to handle and promote inclusivity in the classroom 

is another significant challenge. While there are continuous professional 

development programmes available, the reach and depth of these programmes 

may not be sufficient to cover all educators effectively. This results in a disparity in 

the quality of education delivered, particularly in terms of inclusivity and 

understanding of diversity.  

• Resource Allocation: Resource allocation varies greatly across different 

regions in Greece, with rural or economically disadvantaged areas often lacking 

the same level of access to high-quality educational resources as urban centres. 

This disparity affects the ability of VET institutions in these areas to provide 

inclusive education that accommodates diverse needs, such as accessibility for 

people with disabilities or the integration of migrants and refugees.  

• Cultural Resistance: In some areas, there may be cultural resistance to 

changes in traditional educational practices, particularly those relating to gender 

roles, race equality, and acceptance of cultural diversity. Overcoming these cultural 
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barriers requires not only educational reform but also broader community 

engagement and awareness-raising activities.  

• Updating Curriculum Content: Keeping the curriculum content updated to 

reflect the latest in equality and diversity practices is an ongoing challenge. As 

social norms and legal requirements evolve, VET programmes need continuous 

review and updates to ensure that they remain relevant and effective in promoting 

inclusivity.  

• Equity in Digital Access: The shift towards more digitally integrated learning 

environments poses additional challenges for equity in access to education. Not all 

students may have equal access to digital resources, which can exacerbate 

existing inequalities and hinder the effectiveness of inclusive education practices.  

• Monitoring and Evaluation: Effective monitoring and evaluation mechanisms 

are crucial to assess the impact of inclusivity initiatives and identify areas for 

improvement. However, establishing comprehensive and objective monitoring 

frameworks that can provide actionable insights is challenging and often lacks 

consistency.  

  

Addressing these challenges requires a concerted effort from all stakeholders involved, 

including government bodies, educational institutions, non-governmental organizations, and 

the community at large. 

3.6 STREAM-specific thematics: digital 

In Greece, the integration of digital competencies in Vocational Education and Training (VET) 

aligns with the European Digital Competence Framework, DigComp, enhancing professional 

training for educators and students.  

Curricular Integration of Digital Skills  

Greek VET curricula embed digital competencies, revising courses and adding modules on 

digital communication, data management, cybersecurity, content creation, and industry-

specific digital tools. Despite this, Informatics curricula need regular updates to keep pace with 

technology changes, and digital literacy should be fully incorporated across all guides.  

Professional Development of VET Educators  
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Continuous professional development, supported by EU programmes like Erasmus+, is 

essential for VET educators to deliver effective digital content. Workshops, seminars, and 

online courses help educators stay current with digital tools and methodologies. However, 

teachers face challenges attending seminars due to time constraints and family obligations, 

and many struggle with new technologies like interactive whiteboards.  

Certification and Standardization  

Greece is standardizing the assessment and certification of digital competencies according to 

DigComp, ensuring consistency across VET institutions and aligning certifications with the 

National Qualifications Framework (NQF).  

Industry Collaborations  

VET institutions partner with tech companies to integrate cutting-edge technology and insights 

into the curriculum, providing access to the latest software, specialized training, and 

certification programmes, thus enhancing graduates' employability. Employers emphasize the 

importance of digital tools, though inadequate infrastructure and funding are significant 

barriers.  

Focus on Work-Based Learning (WBL)  

Digital tools in WBL simulate real-world environments, using platforms for remote learning, 

digital portfolios, and virtual simulations, preparing students for modern workplaces. Some 

VET institutions use technologies like augmented and virtual reality through Erasmus+ 

programmes, though access to training varies.  

Support for International Mobility  

Digital competencies are crucial for managing international mobility programmes, ensuring 

efficient coordination and communication across languages and cultures.  

System-wide Modernization Efforts  
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The modernization of the Greek VET system, supported by national strategies and EU funding, 

aims to enhance digital infrastructure and competencies, keeping Greek VET institutions 

competitive internationally and equipped to deliver high-quality digital education.  

National Alliance for Digital Skills & Employment  

The National Alliance for Digital Skills & Employment, a coalition of public and private 

organizations and civil society, aims to bridge the digital skills gap and promote digital skills 

across the economy and society, aligning with EU policies. It focuses on enriching education, 

developing digital skills for the workforce, enhancing high-level digital skills for IT 

professionals, and improving digital literacy among citizens.  

Challenges and Areas for Improvement  

Challenges include inadequate digital infrastructure in rural areas, a shortage of educators 

proficient in digital tools, and resistance to change from traditional teaching institutions. 

Financial constraints limit the acquisition of up-to-date technology. Improvements needed 

include enhancing digital infrastructure for equal access, investing in ongoing professional 

development, and updating curricula. Partnerships with tech companies and securing more 

funding from programmes like Erasmus+ can support the expansion of digital technologies in 

VET, improving integration and outcomes.  

3.7 STREAM-specific thematics: green   

In Greece, integrating environmental sustainability into VET reflects a global focus on 

sustainable practices and carbon reduction. The adoption of Green Competencies, supported 

by the European GreenComp framework, is essential in WBL and international mobilities, 

promoting green skills among learners.  

  

Professional Training for VET Staff  

Upskilling VET staff in green competencies involves professional development programmes 

focusing on sustainable practices, environmental impact assessments, and green policy 

implementation. These include workshops, seminars, and courses on SDGs and eco-friendly 

educational methods, preparing educators to teach and embody sustainable practices. 

However, "green competencies" are relatively new, with many educators only receiving 

training on reducing paper use and energy consumption.  
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Curriculum Offerings  

Greek VET institutions are incorporating sustainability-focused modules into their curricula, 

covering renewable energy, sustainable construction, waste management, and green 

logistics. These courses prepare students for sectors governed by environmental regulations 

and sustainability mandates, equipping them with skills needed for the green transition. 

However, GreenComp is only partially included, mainly focusing on energy saving. There is a 

shortage of 'green' technicians in the labour market, partly because students are not well-

informed about the career prospects in this field.  

  

Environmental Aspects in WBL and Trainer Education  

Environmental sustainability is integrated into WBL, with VET trainers emphasizing resource 

efficiency, minimizing environmental footprints, and promoting sustainable materials and 

technologies. International mobility programmes also consider environmental sustainability, 

planning activities that reduce carbon footprints and utilizing digital technologies to decrease 

travel.  

 

Utilization of the GreenComp Framework  

The GreenComp framework is crucial in structuring educational offerings, providing 

competencies such as sustainability awareness, eco-innovation, and systemic thinking about 

environmental issues. Greek VET programmes use this framework to align curricula with 

European and global standards for green education, ensuring that learners are proficient in 

their trades and conscious of their roles in a sustainable future.  

  

Support for Green Modernization in VET Institutions  

National initiatives and European Union funding support the integration of green competencies 

into Greek VET institutions. The EU's focus on green policies translates into financial and 

strategic support for educational programmes promoting environmental sustainability. 

Investments in green technologies and sustainable facility development are essential, along 

with creating digital tools to support remote learning and reduce traditional educational 

methods' ecological impacts. However, online lesson delivery remains rare in public VET 

institutions due to funding and infrastructure barriers.  

  

Challenges and Areas for Improvement  

Challenges include limited awareness and understanding of sustainability practices among 

educators and students, and a lack of comprehensive, standardized green training modules. 

Inadequate funding and resources also hinder the integration of advanced sustainable 

technologies.  
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Improvement areas involve enhancing educator training focused on sustainability, regularly 

updating curricula to reflect the latest sustainable practices and technologies and developing 

partnerships with industries leading in sustainability for practical insights and resources. 

Increasing access to funding through EU programmes like the Green Deal can help VET 

institutions upgrade with sustainable technologies and materials, effectively integrating green 

learning. Policy support for sustainability initiatives can align educational outcomes with 

national and international environmental goals, fostering a cohesive approach to green 

education in vocational settings 

3.9 Case studies   

Educators seek solutions: skills, suggestions and good practices for dealing with 

issues and situations that arise at school  

The educational programme "Educators seek solutions: skills, suggestions and good practices 

for dealing with issues and situations that arise at school" is organized by the Lifelong Learning 

Center of the Democritus University of Thessaly. The programme aims to familiarize the 

trainees with basic skills that constitute the professional profile of a teacher so that they can 

perform their duties in a targeted and effective manner. The programme seeks to introduce 

and train in the new interactive systems that have been or will be installed in the school units 

of the Greek territory and in modern pedagogical approaches, as well as promote the active 

participation of students and cultivate in their critical thinking and digital skills.  

Upon the completion of the programme, teachers will be able, among others, to:  

• Use digital educational materials in the learning process  

• Create interactive exercises and integrate them into the ITS platforms  

• Consider alternative strategies and adjust their behaviour accordingly in order to 

manage school life effectively - both inside and outside the classroom  

• Adapt their teaching to the individual needs of students and following the current legal 

framework (interactive systems, digital educational content, use of new institutions)  

Collaboration for WBL between GSEE (Labour Institute), EOPPEP and SAEK institutes  

A project under the title 'Special programmes of (paid) internship and acquisition of 

professional experience' is currently under way for 2.000 beneficiaries from public and 
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private institutions of Vocational Training. The project entails an innovative method of 

implementation as it focuses on qualitative features concerning:  

• the synergy of beneficiaries and companies  

• the exploration of needs, expectations and potentials of beneficiaries and the 

assessment of their experience  

• the evaluation of the conditions of internships to eliminate cases of malpractice on the 

part of the companies and to ensure the educational character of WBL.  

The project includes several innovative actions such as:  

• Remote asynchronous theoretical training on horizontal professional and personal 

skills to all trainees.  

• Finding and training of mentors who will support the trainees throughout internship  

• Development of a digital platform that will match demand and supply of internship 

positions  

• Matching of trainees to companies by career advisors with the use of specially 

designed tools  

• Monitoring of the whole procedure by the mentors  

The project will thus develop a registry of WBL mentors so as to cultivate the idea of 

professional development in the companies. It also aspires to organize effectively the synergy 

between VET institutions and companies, based on a robust methodology, so as to develop 

communication channels between education and Labour. Finally, the participant organizations 

feel that this project will increase the chances of the trainees joining the company upon 

completion of the internship. 
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4. ITALY 

4.1 Introduction 

CIOFS-FP is a Foundation. It pays great attention to the Labour World and the Vocational 

Education and Training. CIOFS-FP operates in 12 Italian Regions through its Local Boards 

with about 60 Vocational Training Centres. Many of them supply training on Green economy 

and environmental issues. It covers a high number of activities such as: vocational training, 

orienting, services to local enterprises and particular needs. It provides training, workshops, 

transnational exchanges, research and work-oriented services. The main beneficiaries are 

youth, dropout, women, unemployed, NEETs, migrants, and other minorities. It trains about 

16.000 trainees (both boys and girls) each year, including youth having a migrant background 

and at risk of early school leaving. 

As work-based learning experiences are a consistent part of VET learning paths and play a 

key role in trainees/students training, orientation and job placement, it is a great opportunity 

for VET organisations and companies to refer to a common framework of competence that 

company mentors and tutor involved in work-based learning experience management need to 

have. The chance to recognize, validate and certify their skills, together with the opportunity 

to undergo specific learning modules, will allow either to capitalise knowledge, experiences 

and abilities whatever acquired, or to increase quality standards of company’s professionals 

and VET staff working in WBL experiences.  

For STREAM WP2, CIOFS-FP ETS engaged VET staff for traineeships and apprenticeships, 

company managers, company mentors in VET WBL experiences, head and experts in training 

systems public policies, general manager and coordinator for Erasmus+ mobilities for Italian 

students. A total of 12 people was interviewed through online interviews and focus groups. 

Assolombarda is an association of companies operating in the provinces of Milan, Lodi, 

Monza e Brianza and Pavia (Lombardy Region). Approximately 7.000 firms are associated. 

Its mission is to protect and represent the enterprises' interests in dealing with the political 

world, with social and political organisations and with local authorities as well as with trade 

unions. The Education and Human Capital department supports companies to invest in their 

human capital and improve the recruiting policies, helping them throughout the entire process 

and the interconnections with the training system. Moreover, the department collects 

information about funding strategies, and it supports companies to obtain funding for training 

their workers.  
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Assolombarda's interest in Micro-credentials concerns the opportunity to standardise and 

certify the skills of company tutors who deal with WBL experiences. 

Skills certification represents one of the conditions for professional mobility - understood as 

the possibility/need for passage for individuals to different occupations - as it allows workers 

to face employment transitions that present themselves in a market of increasingly dynamic 

work. These certifications allow to capitalise with acquired learning by recognizing skills, 

knowledge and competences gained in non-formal and informal contexts, including learning 

that take place in work contexts. 

For the STREAM project the stakeholders Assolombarda will engage companies, local 

authorities and VET centres (especially Higher VET and C-VET) through live meetings, focus 

groups, interviews and direct communications. Assolombarda is a founding member and part 

of the management bodies of 8 Higher VET institutes in Lombardy region.  

 

4.2 Summary of the relevant position in Italy’s VET system and work-based 

learning (WBL) 

The Italian context is characterised by the presence of multiple institutional players at national 

and regional levels. The State lays down the general rules and determines the fundamental 

principles of education; the regions have legislative power over Vet. In light of the interweaving 

of the different intervention areas, ministries of education and labour and the regions define 

formal agreements within the State-regions conference. The aim is to define matters of 

common interest, although at different levels of responsibility. 

In Italy VET pathways are an alternative route for youngsters’ duty to stay in compulsory 

education (until 16) and a right for further education until 18 years or until a vocational 

qualification is obtained. Compulsory education covers the whole first cycle of education 

(primary and lower secondary and two years of the second cycle- upper secondary education), 

while the last two years of compulsory education can be attended either in an upper secondary 

school or within the regional VET system. 

To access initial VET at upper secondary level learners must hold a lower secondary school 

leaving diploma and to have passed the relevant final State examination of the first cycle of 

education. The following initial VET programmes are offered: 
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● five-year programmes (EQF level 4) at technical schools leading to technical education 

diplomas; at vocational schools leading to professional education diplomas. Programmes 

combine general education and VET and can also be delivered in the form of alternance 

training. Graduates have access to higher education. 

● three-year VET programmes leading to a vocational qualification (EQF level 3); learners 

may enrol onto the fourth year for a VET diploma. 

● four-year VET programmes leading to a technician professional diploma (EQF level 4); 

learners may enrol onto the fifth year of the technical or vocational schools programmes 

(EQF 4) and obtain a general, technical or professional diploma. 

At post-secondary level, VET is offered as higher technical education for graduates of five-

year upper secondary programmes or four-year vocational education and training pathway 

programmes who passed entrance exams: 

● higher technical education and training courses (IFTS): one-year post-secondary non-

academic programmes leading to a high technical specialisation certificate (EQF level 4). 

● higher technical institute programmes (ITS): two- to three-year post-secondary non-

academic programmes which lead to a high-level technical diploma (EQF level 5). 

VET system is learning outcome-based, either ordinary or dual learning forms, including work 

practice. The learning paths refer to the minimum level of basic competencies as well as to 

the general and specific technical - professional competences in terms of learning outcomes. 

Competence profiles within National repertory are constructed from technical tasks 

perspective with no reference to cultural and soft skills; diverse generic competences, 

competences of cultural axis, are specified by designating knowledge and skills elements in 

the Agreement in the State-Regions conference of 1st August 2019. Italian VET has a mixed 

curriculum model where transversal key and technical competences are agreed on the 

national / regional level and decisions about input parameters (such as, allocation of hours 

within subjects, planning of training schedule, content, assessment) are left for VET 

institutions, in line with requirements of regions. Laboratories are considered to be the central 

learning space, mirroring working contexts and creating situations to gradually develop, and 

try-out competences acquired.  

Work practice approach marks VET programmes either as practical training at school or as 

in-company training/apprenticeships. VET trainees are all required to do work-based learning 

experiences of different duration according to the course year and the outgoing qualification, 

from 20 per cent to a maximum of 50 per cent of the whole programme.  
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In general terms, in Italy there are three important measures in WBL: apprenticeship, VET 

path in dual system/schoolwork alternance and internship/work experiences. The 

apprenticeship is considered the main kind of contractual typology to encourage entry to the 

world of work for young people between 15 and 29 years of age. There are different levels of 

apprenticeship according to different objectives; level I apprenticeship can lead to a 

professional operator certificate, a professional technician diploma, an upper-secondary 

school diploma, a higher technical specialisation certification (IFTS). 

In the Italian context, the success of the first level of apprenticeship is due to its implementation 

in the educational and training courses of dual system experimentation that was promoted in 

2015 (Legislative Decree 81/2015) by the Italian social work ministry policy, fundamentally 

revised related regulations aiming at improving the link between trainees and workplaces. This 

system represents one of the most effective realisations of the Italian WBL reality, since its 

giving to the young citizens the possibility to get a professional qualification, directly increasing 

their chance of employability. 

According to the VET path in dual system/schoolwork alternance (ALS) as teaching 

methodology for the implementation of the second cycle paths (IVET), VET organisations carry 

out the training course designed, implemented and evaluated by the educational and training 

institution in collaboration with businesses and representative associations. 

As for the Work Experience path, in Italy these programmes are known as “internship”, a 

kind of WBL, different from apprenticeship or dual system. In the Italian legislation about 

internship, in the Ministerial Decree (n.142/1998), there are three kinds of internship: 

curricular internship, extra-curricular internship and internship for non-EU citizens. 

In the Italian VET system teachers and trainers are considered to be separate professional 

figures from state teachers and their roles and responsibility have clear limits. As for trainers 

mainly working in vocational training centres directly managed by the regional and provincial 

authorities, as well as in private vocational training centres accredited by the regions, there 

is no nationally recognised register of trainers or formal recruitment procedures. Teachers 

are regarded to be ‘content experts’ whereas trainers – ‘process experts’, playing multiple 

roles to support learners' learning, wellbeing and smooth integration into the workplace.  

There are no national occupational standards or qualification requirements for trainers 

working in training centres of regional VET subsystems, contrary to those teachers working 

in VET schools of the national VET subsystem. The national collective work contract only 

sets minimum access requirements to the training profession: a degree or an upper 
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secondary school diploma plus professional experience in the relevant sector, but regions 

may set their requirements for vocational trainers’ qualification, experience and training.  

The requirements for continuing professional development are set with mandatory 

participation in in-service training and the criteria regarding human resources for VET 

providers accreditation. Regional accreditation systems have given more specifications 

about duration; some regions have set the obligation to draft a training plan for the whole 

staff. 

4.3 Summary of the relevant position to STREAM concerning Italy’s national 

qualification framework and WBL 

In Italy, the quality assurance (QA) of vocational education and training (VET) is managed 

through a comprehensive framework that integrates diverse methods, actors, and tools to 

ensure effective and efficient training paths. This holistic approach is designed to meet both 

learner needs and labour market demands, continuously enhancing the quality of VET. 

Education is the responsibility of the state, whereas professional training falls under the 

jurisdiction of the Regions, leading to a system where each Region has its own repertoire of 

qualifications obtained through training courses, with the exception of "regulated professions," 

which are governed by state laws or agreements between the State and the Regions. 

Key Quality Assurance Methods in VET 

1. Accreditation of VET Providers 

 Regional Responsibility: Regions accredit VET providers based on specific quality 

standards. The accreditation process involves several steps including application 

submission, evaluation of administrative and structural compliance, issuance of 

accreditation, and maintenance through periodic monitoring. 

 Requirements: Providers must comply with administrative documentation, structural 

and logistical standards, organisational requirements, financial stability, and technical 

criteria, including the implementation of quality management systems (e.g., ISO 

certifications). 

2. Monitoring and Evaluation of Accredited VET Providers 

 Inspection Bodies: Multiple entities conduct inspections and evaluations, including 

Regions and Autonomous Provinces, the Ministry of Labour and Social Policies 
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(MLPS), the National Institute for Public Policy Analysis (INAPP), external quality 

inspection bodies, and regulatory authorities such as the Court of Auditors. 

 Inspection Methods: Inspections involve on-site visits, document reviews, interviews, 

and evaluations of educational and employment outcomes. Consequences of 

inspections include maintaining or revoking accreditation, imposing sanctions, 

requiring improvement plans, and somehow publishing non-compliance lists. 

3. National Competence Certification System 

 Uniform Recognition: This system ensures that skills acquired by learners are 

uniformly recognized and certified throughout the national territory. It includes 

educational and professional standards and procedures for assessing and certifying 

competencies as per Legislative Decree No. 13 of January 16, 2013. 

4. European and National Qualification Frameworks (EQF/NQF) 

● Alignment and Implementation: Italy aligns its qualifications with the European 

Qualifications Framework (EQF) through the National Qualification Framework (NQF). 

This alignment facilitates the transparency, comparability, and transferability of 

qualifications at both national and European levels, aiding in the mobility of workers 

and students within the EU. 

● Qualification Levels: The NQF divides qualifications into eight levels, corresponding to 

the EQF levels, ranging from basic qualifications (level 1) to advanced qualifications 

(level 8). This structure helps in recognizing and validating skills acquired through 

formal, non-formal, and informal learning paths. 

5. Involvement of Social Partners 

 Collaboration: Social partners, including unions and employer associations, are 

involved in defining training standards and evaluating the quality of vocational training, 

ensuring that training pathways align with labour market needs. 

6. Continuous Training Programmes for Trainers 

 Professional Development: Continuous training programmes are offered to trainers to 

update their knowledge and skills, promoting innovative teaching methodologies and 

ensuring high competence levels among educators. 

7. European Projects and Funds 
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  Utilisation and Evaluation: Italy leverages European funds, such as the European 

Social Fund (ESF), to finance VET projects. These projects are subject to rigorous 

control and evaluation procedures to ensure the effective and efficient use of funds. 

8. Transparency and Communication 

  Public Information: Efforts to inform citizens, learners, and businesses about available 

training paths and their quality include publishing guides, reports, and creating 

informational portals. 

Work-Based Learning (WBL) Quality Assurance 

WBL in Italy integrates theoretical and practical training, adhering to specific national and 

regional quality standards. The key requirements for WBL include: 

 Integrated Educational Design: WBL experiences must align with professional profiles, 

clearly define educational objectives, and include individual training plans. 

 Collaboration with Companies: Training providers must formalise agreements with 

host companies, select suitable companies, and designate qualified tutors to oversee 

students. 

 Monitoring and Evaluation: Systems must be implemented to monitor WBL progress, 

evaluate competencies, and use transparent evaluation tools. 

 Tutor Qualification and Training: Adequate training and professional development 

paths must be provided for both VTC and company tutors. 

 Quality Standards and Certifications: Recognized quality standards must be adopted, 

and regular audits conducted to ensure compliance. 

 Integration into the Curriculum: WBL experiences must be coherently integrated into 

the curriculum, ensuring a connection between theory and practice. 

 Student Support and Guidance: Continuous support must be provided to students 

before and during the WBL period. 

 Outcome Evaluation and Continuous Improvement: Educational outcomes must be 

evaluated, and improvement plans implemented based on the results. 

National Qualifications Framework (NQF) and the National Qualifications Atlas 

The National Qualifications Framework (NQF) structures and organises qualifications and 

skills acquired in different educational and training fields, functioning as a reference tool for 

classifying and understanding qualifications. The NQF facilitates the recognition and validation 

of skills acquired through non-formal and informal learning paths. The referencing process 
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involves multiple steps managed by INAPP, ensuring that qualifications meet national and 

European standards. 

The National Qualifications Atlas, a centralised database, provides detailed information about 

qualifications and certifications in Italy. It connects EU, national, and regional levels, aiding in 

the mobility of Italian workers and students and the recognition of Italian qualifications by other 

countries. 

Challenges with Micro-credentials 

In Italy, micro-credentials are not referenced within the qualification frameworks (neither 

national nor regional) because national certification is linked to complete competencies. 

Although micro-credentials are flexible and cumulative, they are not yet formally recognized 

through the existing certification systems, posing a challenge for their integration into the 

qualification framework. 

Overall, the Italian VET system, supported by robust QA methods and frameworks, strives to 

provide high-quality vocational training aligned with labour market needs, ensuring that 

learners acquire relevant skills and facilitating their integration into the workforce. 

4.4 Industrial and occupational sectors and classifications  

The Working Based Learning programmes in Italy are classified in apprenticeship (under 25 

years old), VET path (dual system) and internship/work experiences. The apprenticeship is 

considered the main kind of contractual typology to encourage entry to the world of work for 

young people between 15 and 29 years of age. There are different levels of apprenticeship, 

such as a professional diploma, certification for a higher technical specialisation or advanced 

training. 

The apprenticeship employment relationships from a sectoral point of view are the following: 

Commerce prevails, followed by manufacturing activities and accommodation and restaurant 

services; most of the contracts are concentrated in these three sectors. With reference to 

artisan companies only, manufacturing activities, services and construction emerge. 

The application of work-based learning experiences can vary significantly across different 

industrial sectors, with certain sectors benefiting more from this approach.  

Work-based learning experiences are most effective in sectors that require practical skills, 

hands-on training, and direct exposure to industry practices. Industries such as manufacturing, 

engineering, IT, hospitality, healthcare, and construction benefit greatly from integrating work-
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based learning into VET programmes, as it helps bridge the gap between classroom 

knowledge and real-world application, ultimately preparing students for successful careers in 

their chosen fields. 

In terms of sheer volume, large companies often create the most WBL opportunities in Italy. 

Their scale, resources, established training infrastructure, and diverse business operations 

allow them to accommodate a significant number of WBL placements across various 

departments and roles. These companies often have formalised partnerships with educational 

institutions and industry associations to facilitate WBL programmes effectively. 

However, it's important to note that small and medium-sized companies play crucial roles in 

providing specialised, hands-on, and personalised WBL experiences that align closely with 

specific industry niches, skill sets, and entrepreneurial environments. Collaborative efforts 

involving companies of all sizes, educational institutions, and government initiatives can help 

optimise WBL opportunities across the spectrum of company sizes, ensuring comprehensive 

skill development and workforce readiness. 

INDUSTRIAL AND OCCUPATIONAL SECTORS 

Here they are some examples where work-based learning experiences work best. 

Manufacturing and Engineering Sectors 

Work-based learning experiences are highly effective in manufacturing and engineering 

sectors. Apprenticeships and on-the-job training programmes allow students to gain hands-

on experience in operating machinery, understanding production processes, and problem-

solving in real-time scenarios. This practical training is invaluable for preparing skilled workers 

who can directly contribute to production activities upon completion of their training. 

 

Information Technology and Digital Industries 

The IT and digital industries thrive on practical skills and real-world project experiences. Work-

based learning in these sectors often takes the form of internships, where students work 

alongside professionals on software development, IT support, cybersecurity, and digital 

marketing projects. This exposure to industry practices, tools, and technologies is crucial for 

students pursuing careers in IT-related fields. 

Hospitality and Tourism 
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Work-based learning plays a significant role in the hospitality and tourism sectors, especially 

in areas such as culinary arts, hotel management, and event planning. Students benefit from 

internships in hotels, restaurants, tourism agencies, and event management companies, 

gaining first-hand experience in customer service, food preparation, accommodation 

management, and tourism operations. 

Healthcare and Biotechnology 

In the healthcare and biotechnology sectors, work-based learning experiences are essential 

for students pursuing careers as nurses, medical technicians, pharmacists, and laboratory 

assistants. Internships and clinical placements in hospitals, clinics, pharmacies, and research 

labs provide students with practical skills in patient care, medical procedures, lab techniques, 

and healthcare protocols. 

Construction and Building Trades 

Work-based learning is highly effective in construction and building trades, including 

carpentry, plumbing, electrical work, and HVAC (heating, ventilation, and air conditioning). 

Apprenticeships and hands-on training programmes allow students to learn construction 

techniques, safety protocols, blueprint reading, and project management skills directly at 

construction sites, under the supervision of experienced professionals. 

INITIAL AND HIGHER VET 

There are differences in the use of work-based learning activities between Initial Vocational 

Education and Training (IVET) and Higher Vocational Education and Training (HVET) in Italy, 

reflecting the varying levels of skills, competencies, and career pathways associated with each 

level of education. 

Initial Vocational Education and Training (IVET): 

● Focus on Basic Skills: IVET programmes in Italy typically cater to students who have 

completed lower secondary education (scuola secondaria di primo grado) and are 

entering vocational training for the first time. 

● Practical Training: Work-based learning activities in IVET programmes often emphasise 

foundational skills and practical training relevant to entry-level positions in various 

industries. This may include internships, apprenticeships, and on-the-job training 

experiences where students learn fundamental technical skills, workplace etiquette, and 

industry-specific knowledge. 
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● Duration and Depth: IVET programmes usually focus on equipping students with core 

vocational skills and certifications needed to enter the workforce or pursue further 

education at the HVET level. 

Higher Vocational Education and Training (HVET): 

● Advanced Skills Development: HVET programmes target individuals who have completed 

upper secondary education (scuola secondaria di secondo grado) or IVET programmes 

and seek to develop advanced technical and managerial skills relevant to specific 

industries or professions. 

● Work-Integrated Learning: Work-based learning activities in HVET programmes are often 

more extensive and integrated into the curriculum to provide students with in-depth, 

hands-on experiences in professional settings. This can include longer internships, 

industry projects, and collaborations with employers and industry partners. 

● Career Progression: HVET programmes are designed to prepare students for higher-level 

technical positions and specialised roles within their chosen fields. The focus may extend 

beyond technical skills to include managerial, entrepreneurial, and problem-solving skills 

crucial for career advancement. 

While both IVET and HVET programmes incorporate work-based learning activities, the depth, 

duration, and focus areas of these activities vary based on the educational level and career 

goals of the students. IVET programmes prioritise foundational vocational skills and immediate 

workforce entry, while HVET programmes emphasise advanced skills development, career 

progression, and integration with industry practices.  

4.5 STREAM-specific thematics: organising WBL and WBL mobilities 

For the successful implementation of WBL projects, a strong interactive relationship must be 

developed between the internal tutor and the external tutor aiming to:  

a) define the organisational and educational conditions that are favourable to learning, both in 

terms of guidance and skills; 

b) guarantee the supervision of the state of development of the pathway, during and in the last 

phase, in order to promptly intervene on any critical features;  

c) verify the certification process for the activity and the skills acquired by the student;  

d) gather elements that allow for the experience to be repeated and to be capitalised on.  
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VET STAFF 

From interviews and focus groups a common aspect has been underlined: as a representative 

of VET organisation in WBL experiences, VET staff members need to share the VET 

organisation values, be coherent with professional style and approach promoted by those 

values. Acting for and on behalf of the organisation in promoting and managing WBL 

experiences he/she has to vehicle the educational vision of VET scheme and to pursue the 

learning and training goals and objectives. 

Concerning the “Alternanza Scuola-Lavoro”, it should be noted that after a proposal by the 

Ministry of Labour, the Regions and Provinces agreed (2015) on the pilot project ‘Support, 

development and reinforcement of the dual system within vocational education and training’, 

which begins in the 2015/16 training year.  

In particular, the three key actors are established in this pathway: internal teacher tutor and 

external trainer tutor, supported in many schools by a teacher with an instrumental function 

for alternance and/or by a project coordinator, as an interface between internal and external 

workers to coordinate the activities required by individual projects. 

Here's a breakdown of what makes a good VET staff member in this context and the desired 

training to enhance their effectiveness: 

Knowledge required 

In order to be able to conduct and supervise WBL or mobilities in VET in the best way, the 

interviewees more or less expressed the same opinion based on observations in their daily 

lives and activities.  

Understanding of VET Framework: Familiarity with the Italian VET system, including 

qualifications frameworks, certification processes, and regulatory requirements related to WBL 

placements. 

Industry Insights: Knowledge of industry sectors, trends, skill demands, and job roles helps 

in matching trainees with suitable WBL opportunities and addressing industry-specific needs. 

Knowledge of the product sectors of the industry must be broad but can be general, with 

possible specificity with respect to the VET institute in which one works, or for which one is 

responsible for activating WBL activities. 
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Having already worked in a corporate environment and above all having already had 

experience in personnel selection, is a characteristic that can make the VET staff an excellent 

intermediary for WBL placement: the staff who have this knowledge are able to understand 

the needs of the partner company and the type of student who would fit with the required WBL 

activity. The Tutor will be able to choose the profile of the most suitable student for that specific 

company; he will be able to propose CVs that are different from the one specifically sought by 

the company, but which can be perfectly suited to the company request. 

Employer Engagement Strategies: Strategies for engaging employers effectively, 

showcasing the benefits of WBL programmes, and building partnerships that support both 

trainee development and industry goals. 

The most mature tutors in terms of work, who have more work experience even outside the 

school and VET system, are able to make the best matches between student and company; 

on the contrary, younger tutors often focus on the 'formal' characteristics of the candidate 

(physical proximity to the WBL location, qualification, training modules...) and are unable to 

evaluate how effective the matching will be. 

Knowledge of Legal and Ethical Frameworks: Understanding relevant regulations, laws, 

and ethical considerations regarding internships, apprenticeships, and employment practices 

is crucial for compliance and ensuring a positive experience for all parties involved. 

Skills required 

Communication Skills: Effective communication is crucial for understanding the needs of 

both trainees and employers, conveying expectations clearly, and fostering positive 

relationships. A positive impact on the whole process is given by active listening, clear 

communication, fair interaction but also by assuring, supplying and transferring information 

and data during WBL, even in digitised workplaces. 

Networking abilities: after mapping and analysing the local economic dynamics, building and 

participating in network and partnerships, maintaining connections with employers, industry 

associations, and educational institutions and organisations is vital for securing quality WBL 

placements and fostering ongoing collaborations. Adherence to partnership also has 

relevance regarding the co-construction and co-design of the course or work-based learning 

experience together with company tutors and trainees. 

Planning and organising WBL experiences: analysis of trainees’ needs and expectations, 

designing a customised WBL experience and adapting the educational process to the 
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individual profile of each trainee, learning time and style, or to specific training objectives. It 

also means to match the trainees’ profile with the company requirements. 

Working with socially disadvantaged learners and apprentices: able to cope with 

vulnerable groups, engaging and motivating them in the experience, promoting personal 

development, strengthening their potential and supporting them in crucial moments and 

passages. 

Problem-Solving Skills, Flexibility and Adaptability: The ability to address challenges that 

may arise during WBL placements, such as mismatched expectations or logistical issues, is 

essential for successful outcomes. 

WBL placements can vary widely across industries and companies, so being adaptable and 

flexible in approach helps in navigating diverse scenarios. 

Monitoring and Evaluation: Skills in assessing and evaluating WBL placements, collecting 

feedback from trainees and employers, and making improvements to enhance overall 

programme effectiveness. 

Training and certification 

There is no mandatory and specific training or certification for VET Tutors: interest in 

training and participation in courses is always a personal desire of the individual Tutor or the 

school management. 

Organisations and institutions offering VET programmes may organise workshops or seminars 

focusing on WBL best practices, employer engagement strategies, legal considerations, and 

programme evaluation. 

Some training modules aimed (usually) at HR functions could also be useful, especially for the 

part that explains staff recruitment and selection techniques. 

A course on the certification of skills in the formal and informal context is also 

recommended, to learn specific concepts relating to the evaluation issues of this type of 

learning, to know the procedures and tools relating to evaluation practices and the certification 

of skills and be able to plan and implement actions for the recognition and evaluation of formal 

and non-formal learning. 

Collaborations with industry partners can provide insights into current industry needs, trends, 

and effective WBL strategies, enhancing the knowledge and skills of VET staff members. 
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Participation in events on topics relating to the industrial and managerial sector is 

recommended: summits on new technologies, new trends in Human Resources, trends in new 

markets that may interest new professionals, etc. Also in this case, in most cases, it is an 

informal training chosen independently by the VET tutor. It would be desirable for the 

management of VET institutions to want to stimulate their staff members towards updating 

their knowledge. 

Personal growth courses: For tutors/coaches (VET or corporate), courses on personal 

knowledge and analysis could be useful. Personal growth and awareness courses can be very 

useful for an internship or apprenticeship tutor because: 

● They help develop effective communication and active listening skills, which are key to 

building positive relationships with trainees and providing constructive feedback. 

● They provide tools to manage stress and emotions, improving the ability to respond calmly 

and professionally to difficult situations. 

● They promote self-reflection and self-awareness, helping mentors to better understand 

their strengths and areas for improvement, and develop a more effective approach to 

teaching and guidance. 

 

PRIVATE SECTOR MANAGER 

Before the Consolidated Act on Apprenticeships, a specific Ministerial Decree from 

28/02/2000 governed the role of the company tutor in regard to the apprenticeship, which 

included compulsory training for tutors. Coming into force the Consolidated Act on 

Apprenticeships, the training for this role appears to have significantly decreased.  

Becoming and working as a “WBL coach/tutor” for a student is not an easy job, it requires a 

specific preparation that cannot be limited to highly specialised technical knowledge, but it 

also includes a wide range of soft skills and personal attitudes.  

Knowledge required 

Technical knowledge: it represents the core of each job that is supposed to be taught through 

WBL, and it's strictly related to the peculiarities of the industry, the company, the operational 

processes involved, and the technologies used. It is made not only of the formal knowledge 

owned by the coach but also of his/her experience on the field (i.e., tacit knowledge). Finally, 

it represents a key asset for the coach to offer to the young learner a ‘model’ of doing that 

specific job. 



                     

  74 

A deep understanding of the subject matter is the cornerstone of a tutor's skill set. This 

expertise enables tutors to explain concepts clearly, answer questions effectively, and provide 

insightful feedback. It's not just about knowing the content, but also about understanding the 

curriculum and educational standards. Staying updated with the latest advancements in their 

field of study ensures that tutors can deliver relevant and current information to their students. 

Learning processes: very often the role of WBL coach is given to one of the best employees 

from a technical point of view. Nonetheless, teaching someone else to do the same is a 

completely different issue and other competences are at play. Mastering some basic 

knowledge on the psychological and relational dynamics implied by a learning process, how 

to engage a young learner in the process of professional growth and how to design effective 

training activities on the field seems to be what makes the difference between a great 

technician/manager and an effective WBL coach. 

Effective tutoring requires mastery of various instructional strategies that cater to individual 

learning styles. This includes the ability to design and implement lesson plans that engage 

and challenge students. Tutors must be versed in pedagogical theories and practices that 

promote critical thinking, problem-solving, and active learning. Adapting teaching methods to 

suit online or in-person environments is also crucial. 

Social media: an organic profile of the coach is completed also by some notions on social 

media, especially those most popular among the new generations. It might help understanding 

and speaking their language, a way to be perceived closer to them, their life and their social 

and cultural world, overcoming somehow the generational gap. 

 

 

Skills required 

Communication and active listening: it is a crucial skill to develop a sound relation with the 

young learner, through clear assignment, continuous information, and precise indication of the 

reasons behind each choice. 

Strong interpersonal skills are vital for tutors to build rapport with students and create a 

supportive learning atmosphere. This involves active listening, patience, and the capacity to 

convey complex information in an accessible manner. Empathy is key to understanding each 

student's unique challenges and motivations, which allows tutors to tailor their approach to 

individual needs and foster a positive and encouraging learning experience. 
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Organisation and time management: the WBL experience is like a ‘small project’ and in this 

perspective it requires the coach to master some basic project management skills. First, it’s a 

matter of clearly identifying and planning with a schedule the tasks to be accomplished by the 

learner. Second, it is important to define specific moments for coordinating with him/her, 

controlling, and supervising the activities realised (meeting, online call, etc.). 

Tutors often juggle multiple students and schedules, making time management and 

organisation essential skills. Efficiently planning sessions, managing resources, and keeping 

track of student progress are all part of maintaining a structured and effective tutoring practice. 

These skills help ensure that each tutoring session is productive and that long-term 

educational goals are met. 

Assessment and feedback: Tutors must be skilled in assessing student progress and 

providing constructive feedback. This includes the ability to design and administer 

assessments that accurately measure learning outcomes. Effective feedback not only 

highlights areas for improvement but also motivates and guides students towards academic 

growth. Tutors should be adept at using both formative and summative assessment 

techniques to support continuous learning. 

Personalised Learning and Teaching Strategies: The ability to design and implement 

personalised learning strategies is a critical skill for tutors. With the recognition that learners 

have unique learning paths, tutors must tailor their instruction to meet individual needs, 

abilities, and goals. This skill requires a deep understanding of learner profiles, the flexibility 

to adjust teaching methods, and the creativity to provide differentiated support. Tutors who 

excel in personalised instruction will play a pivotal role in maximising student potential and 

fostering a love for lifelong learning. 

Empathy and emotional intelligence: it represents a key asset to be able to establish a 

trustworthy and reliable relationship with the learner, a sort of relational channel through which 

the coach can transfer all his/her knowledge and job experiences. It is crucial for the coach to 

approach ‘mistakes’ as learning opportunities focussing the discussion with the students on 

the reasons behind the error and on what can be improved or done differently for the future. 

Training and certification 

No Formal Certification Requirement: As of now, there is no specific mandatory certification 

or qualification required by law for individuals serving as company coaches or tutors in work-

based learning programmes in Italy. 
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Typically, individuals appointed as company coaches or tutors are experienced professionals 

within the relevant industry or sector. They should possess a deep understanding of the job 

roles, tasks, and skills relevant to the training programme. 

While there may not be specific certifications, coaches or tutors must comply with relevant 

legal and ethical standards regarding workplace safety, fairness, non-discrimination, and 

respect for student learners. 

Organisations and institutions should establish clear guidelines, expectations, and 

communication channels between coaches, tutors, students, and educational institutions to 

ensure a productive and positive learning experience. 

Informal training: While there may not be a formal certification requirement, organisations and 

institutions offering work-based learning programmes sometimes provide informal training or 

orientation sessions for company coaches or tutors. This training may cover aspects such as 

programme objectives, roles and responsibilities, mentoring techniques, evaluation criteria, 

and legal aspects related to internships or apprenticeships. Companies are not obliged to 

activate these courses for their employees, it is a free initiative of the most sensitive 

companies. 

As regards Higher VET courses in Italy, employment agencies provide lessons to students on 

the correct use of LinkedIn as a promotion and networking tool, lessons on how to write CVs, 

shared or one-to-one moments to simulate a job interview. Work. 

Employment Agencies are obligatorily included in the Board of Administration of Higher VET 

schools and therefore collaborate in finding companies available to host students for WBL 

activities. 

Sometimes it happens in Italy that Apprenticeships are managed by employment agencies, 

which hire the student with an apprenticeship contract and also sign a contract with the host 

company for an outsourcing contract. 

 

ECVET situation 

The Italian Erasmus+ office, in collaboration with the national agency and qualification points 

for ECVET, has established a robust framework for preparing staff to effectively conduct and 

assess ECVET-relevant placements. Through a combination of targeted training programmes, 

comprehensive guidelines, support structures, and continuous evaluation, staff are equipped 
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with the necessary knowledge and skills to implement ECVET successfully. This approach 

ensures the quality and recognition of vocational education and training across Italy and 

supports the broader goals of the European Credit System for Vocational Education and 

Training. 

4.6 STREAM-specific thematics: inclusivity 

Extending the opportunities for young people to develop, within training courses, skills that are 

immediately useful in the labour market, the Italian regulatory framework concerning WBL in 

recent years has been developed. 

Having increased the on-the-job training of students, attention focused on guaranteeing the 

integration of any external training with the internal training of the company, supporting 

educational and social inclusion of young early leavers and those at risk of early 

leaving through mechanisms of orientation and tutorial action. 

The aforementioned skills in chapter N. 5 anticipate a rich and complex set of functions that 

the tutor must carry out, which also depends on the organisation of the tutoring department in 

the various company settings, and in relation to the characteristics of the young apprentice, 

who arrives to the company with a wealth of experience, both personal and professional, made 

up of expectations and fears, which influence their motivation and the outcomes of the training 

and work pathway that they are about to embark on.  

The agreement between the Government, the Regions and Local Bodies concerning the 

definition of the national system on lifelong guidance in 2012 also provides a national 

reference framework that aids and consolidates common language and culture between 

guidance workers. In the framework of this agreement, an Inter-institutional and National 

Working Group for Lifelong Guidance defined the minimum standards with reference to the 

guidance services and functions that exist within different Regional VET and working systems. 

In fact, schools can also implement different guidance measures within their training plans: 

individual and/or group support tasks to retrieve dropouts or to prevent early school leaving; 

recovery workshops and learning development workshops, additional activities for disabled 

people placed in three-year courses and/or qualification courses, support services for young 

foreigners and services for qualifying adolescents leaving the school system for the purposes 

of their employability. The development of these widespread and recurring services requires 

teachers to move from a didactic approach (for example, based on the priority usage of 

classrooms) in favour of a stable and ‘advisory’ guidance approach that, however, depends 

on improving the skills of teachers via targeted training measures. 
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The Legislative Decree 13/2013, Definition of the general regulations and the essential 

performance levels for the identification and validation of informal and non-formal learning and 

the minimum service standards of the national system of skills certification, outlines a set of 

rules, which are the same for all competent Italian institutions, in order to ensure that citizens 

can exercise their right to the social and institutional acknowledgement of their skills, however 

and wherever they were acquired. The objective was to put the lifelong learning strategy into 

practice by adding special attention to the skills validation processes at a compulsory 

institutional level for the first time. This framework states that teachers and trainers must 

gradually acquire the ability to recognise and manage methodologies and tools with 

transparency and the acknowledgement of the skills acquired in informal and non-formal 

learning settings, with particular attention paid to actions aimed at the employability of the 

most vulnerable people in the labour market (namely those that lack qualifications or have low 

qualifications, drop-outs, immigrants and people that have been outside of the labour market 

for long periods). 

In addition, the Work Atlas by INAPP, a continuously updating and maintaining support tool 

for employability and lifelong learning services, can give a contribution to identify the 

requirements to train and prepare VET tutors. With regards to economic-professional sector 

18 (SEP) “Education, training and employment services”, and the process “Services for work, 

learning and professional training” is possible to examine the ADA “Support and 

accompaniment for transitions and job placement” with its related activities and learning 

outcomes expected: 

- Monitoring the progress of training courses and school-work alternation 

- Implementation of actions to prevent the risks of failure in moments of transition (e.g. 

group workshops, meetings with school-parents-territorial services, etc.) 

- Planning and promotion of specialist interventions for the recovery of situations of 

scholastic-educational hardship 

- Planning of interventions to accompany job placement and transitions 

- Accompaniment and monitoring of individualized job placement and transition paths 

- Activation and monitoring of individualized inclusion plans for disadvantaged 

individuals (e.g. NEET, CIG, foreigners, prisoners, etc.) 

 

Some of the skills highlighted during the interviews as relevant in relation to the inclusion are 

found in section No. 3. 

https://atlantelavoro.inapp.org/dettaglio_processo.php?id_processo=63
https://atlantelavoro.inapp.org/dettaglio_processo.php?id_processo=63
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Notes and advice from the interviews 

To study Generation Z and Alpha’ values and characteristics: in order to better welcome 

the student into the company, it would be useful presenting to the Manager/Coach the main 

characteristics of the new generations and the values that are priorities for them. Also a 

representation of this new generation's approach to work and the communication system, 

which is usually totally different from that of Manager generation. 

An idea might be to develop a part of this module with collaboration of students (the part on 

communication, for example). 

Tool/Checklist for inclusion: for the manager, a check-list for the phases of welcome into 

the company (induction) and management of the student's daily/weekly activities in WBL 

would be of support, for example: presentation to staff members, explanation of the company 

structure, visit of the company spaces and offices, company templates necessary for tracking 

WBL activities, company work templates to be sent to the student, presenting the company 

Intranet to him. 

On Disability: For the VET Tutor, an Information Module on the classification of pathologies 

and the actual potential of different disabilities could be interesting. This would help the VET 

Tutor to connect the particularities written in the student's diagnosis with the possible tasks 

within the company, so as to better identify the activities that can be carried out by that specific 

student. 

If there are Support Teachers within the school, these people should be appointed to be WBL 

Tutors for children with disabilities, because to become Support Teachers they must have 

already obtained a qualification; this qualification could be integrated with a WBL Activity 

Design course. A person with a high-functioning disability can be an asset for the company, 

but there are still strong prejudices on the part of company managers (and little commitment 

on the part of school tutors). 

At the moment we find it difficult for companies to include students with disabilities because 

the company functions (HR and Coach) are not able to include them in the appropriate way 

and fear that these young people are not performing well. Sensitivity towards the inclusion of 

disabled people in the company must be promoted to the company's top management/HR, 

rather than to specific tutors; useful in this sense is the exchange between companies of 
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positive experiences and employment solutions found within the company. In this case, HR 

becomes the facilitator for the inclusion of young people with disabilities in the company. 

An idea for teachers, with a student target: to organise afternoon meetings on philosophical 

and civic education topics with university professors or popular people to the new generations. 

This kind of meetings are useful to stimulate students with different points of view, open-

mindedness towards other people's ideas, empathy between peers and towards diversity. 

Inclusivity as a value for the company: inclusivity does not depend by the individual tutor, 

but rather it is transmitted by the tutor if it is present in the culture of the company; the tutor 

acts as a spokesperson for the company’s values. 

4.7 STREAM-specific thematics: digital 

The digital transformation of WBL and international mobilities in the context of VET is a topic 

of increasing importance, and there are efforts at various levels to equip VET staff with the 

necessary digital competencies.  

The European Commission has outlined digital competencies through frameworks such as 

DigComp (Digital Competence Framework for Citizens) and DigCompEdu (Digital 

Competence Framework for Educators): these frameworks provide a reference for assessing 

and developing digital competencies across various sectors, including education and training.  

DigCompEdu describes the professional and teaching skills of teachers, presents new 

innovative teaching and learning practices, valorisation of students' potential, ways of 

developing students' digital skills...) but unfortunately does not analyse the skills of the VET 

staff who organize and manages the WBL. 

Among the skill areas described in DigComp 2.2, with reference to the skills required of VET 

staff for WBL, skill cluster no. 2 is considered important, “Communication and 

collaboration”, which contains: 

● Interacting through digital technologies  

● Sharing through digital technologies  

● Engaging citizenship through digital technologies  

● Collaborating through digital technologies  

● Netiquette  

● Managing digital identity  
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Area of expertise no. 1 is also certainly important “Information and data literacy” because 

these skills are useful and implemented when looking for a corporate partner for the WBL, for 

training partners abroad, for the search for information in view of international mobility: 

● Browsing, searching and filtering data, information and digital content 

● Evaluating data, information and digital content  

● Managing data, information and digital content 

We also highlight Area no. 4 “Safety”: 

● Protecting personal data and privacy  

● Protecting health and well-being 

Training could include areas such as digital communication, online collaboration, digital 

content creation, data management, and digital pedagogy. A course on tools to remotely 

monitor the student's WBL experience (Google Forms, Questionnaires via WhatsApp etc.) 

could be very useful, in order to be able to know and periodically evaluate the activities carried 

out in the company by the student or the degree of autonomy in carrying out of tasks etc. 

Even before that, however, schools would need to equip themselves with Service Tools for 

communication between Tutors and Students, in order to standardise the communication 

method and to allow Tutors to be protected from a privacy point of view (because this way 

they shouldn't say their personal mobile number). 

Workshops and seminars help VET staff stay updated with emerging digital trends, 

pedagogical strategies, and technological advancements relevant to WBL and international 

mobilities, but very often participation in these initiatives is a free choice and decision of the 

VET tutor. 

Social network: a short module explaining the characteristics of the new communication 

channels would be useful, to understand the way young people communicate and relate. 

Furthermore, the course on social network skills could help the company to write an attractive 

job post for students and, thinking about the Italian context of small-medium enterprises, 

recognize the importance of presenting itself charming and engaging online. It might be a good 

idea to develop a part of this module directly from the students. 

Governments and EU programmes provide funding opportunities and grants to support VET 

institutions in modernising their digital infrastructure, acquiring digital tools, and implementing 

innovative teaching practices. 
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Collaboration among stakeholders and using modern technologies play crucial roles in 

updating VET institutions and enhancing the quality of vocational education and training in the 

digital age. 

4.8 STREAM-specific thematics: green   

According to the Agreement in the State-Regions conference of 1st August 2019, referred to 

competences of cultural axis in learners’ VET pathways, scientific competencies include the 

focus on the environmental sustainability in specific subjects. Among the most relevant 

learning outcomes in the area of green competencies, are the following skills: a) identify and 

analyse the ecological questions related to environment, with a particular focus on 

professional sectors; b) be aware of possible impact on natural environment connected to 

production strategies and to forms of energy used; c) recognize the main pollutants and related 

environmental risks. 

On VET staff training side, there are not requirements or prescriptions for their training and 

qualification as for green competencies in order to develop curricula and programmes that 

include and mainstream green skills. 

From interviews with company managers and VET staff it emerged that, in order to create a 

training module useful for developing Green competence, some key considerations must be 

taken into account: 

Specificity of Green Competence 

Green environmental competence in companies is very specific to each sector and 

environment. The practices and knowledge required for material recycling, chemical 

management and other environmental activities vary greatly between different industrial 

sectors. Therefore, it would not be useful to train Tutors/Coaches on such specific topics, since 

Green environmental skills are strictly linked to the job that the student will carry out in the 

company. 

Corporate Sensitivity to Sustainability 

When the student arrives at the company for a Work-Based Learning (WBL) activity, the Green 

competence of the individual Tutor is not as important as the sensitivity of the company as a 

whole on this issue. The company's values regarding sustainability play a crucial role. The 

company Tutor, already trained by his company as an employee and not specifically as a WBL 

Tutor/Coach (on ecological principles, environmental challenges, and sustainability concepts), 
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can act as a spokesperson for the company's Green values, transmitting the company's 

culture of sustainability. This approach ensures that students are immersed in an environment 

that values and practises sustainability, encouraging more integrated learning consistent with 

company principles. 

Focus on Sustainability Values 

Instead of focusing on specific technical skills, it would be more useful to develop a training 

module on the values of Sustainability and the Environment from the point of view of 

Generation Z and Alpha. In recent years, a large global environmental movement has 

developed among younger generations. It is important that Tutors understand and share the 

values of the students they interact with on a daily basis. Knowing these values can facilitate 

better communication and greater empathy between tutors and students, making the transfer 

of the culture of sustainability more effective. 

When talking about green skills, it is appropriate to make a distinction based on company size. 

For large companies, having a sustainability report is important in terms of image and also 

economic benefit. Smaller companies need resources (money and time) to organise training 

on Green issues for company tutors. Furthermore, this argument is more or less strong based 

on the sector in which the company works. 

4.9 Case studies   

Envirasmus is an EU-funded project to promote sustainable living during an Erasmus+ 

mobility. 

The project is about raising awareness on sustainable living and support Erasmus+ 

participants to make environmentally friendly choices while abroad and of course also, at 

home. 

The project gives access to the following tools: 

● a pre- and post-mobility questionnaire to assess your sustainable behaviour 

● the Envirasmus pre-mobility workshop 

● the Envirasmus website 

● the Envirasmus App (Google Play, Apple Store) 

The pre-mobility workshop is a direct result of the project "Raising awareness about the 

importance of sustainability before the student’s mobility experience." This workshop can be 

https://www.envirasmus.eu/
https://www.envirasmus.eu/
https://play.google.com/store/apps/details?id=io.ionic.envirasmus&hl=it&pli=1
https://apps.apple.com/it/app/envirasmus/id6502396014
https://apps.apple.com/it/app/envirasmus/id6502396014
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carried out independently by VET learners but could also be done in groups with the referent 

but with individual response. 

This e-learning should lead learners to reflect on their habits in terms of wastes, recycle, use 

of water, food purchases, etc. This exercise is to be understood as an awareness of 

sustainable development and help them to think about it during their mobility and for the future. 

During the two-year lifespan of the project, more than 700 boys and girls from five different 

countries (Sweden, Slovenia, France, Spain, Italy) participated in the workshop, and the 

evaluation of the experimentation confirmed the usefulness and validity of the tools provided. 

In particular, the usefulness of the workshop and the guidelines for its management were 

confirmed, serving as both an informational and educational tool, depending on the level of 

depth with which the proposed topics are addressed, on the theme of environmental 

sustainability. 

CIOFS-FP ETS has adopted the use of the Enviramus tools by incorporating the workshop 

into its regular activities, not just for mobility purposes. To this end, group work was conducted 

with trainers from various CIOFS-FP ETS training centres across different regions. The 

student mobility coordinator, who handles their preparation before departure and has tested 

the workshop, trained colleagues in its use. 
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5 IRELAND 

5.1 Introduction 

The City of Dublin ETB (Education and Training Board) is the organisation leading the 

STREAM project in Ireland. Within this organisation, the International Desk is responsible for 

managing partnerships and networks at local, national, and international levels. This education 

support service operates from the Curriculum Development Unit of the City of Dublin ETB. 

This report was completed using both primary and secondary research. Primary research 

conducted was qualitative in nature consisting of one-to-one interviews and a focus group.  

Consent forms were issued to all participants prior to interview, which were not all returned. 

Verbal consent was given at the beginning of the interviews also.  A total of 21 participants 

were interviewed and included: 

• Three one-to-one interviews were conducted with organisations responsible for 

Vocational Education and Training (VET). 

• Three one-to-one interviews were conducted with VET organisations. 

• Five one-to-one interviews were conducted with employer representative organisations. 

• Six one-to-one interviews were conducted with previous participants of Erasmus+ 

programmes. 

• A focus group was facilitated and comprised of three VET organisations and one 

organisation responsible for VET. 

The Dublin Chamber of Commerce (DCC) interviewed a number of people in connection with 

how business owners manage Internships and work-based learning (WBL) in particular in the 

area of Green, Inclusive and Digital skills. In an era of skill shortages this is a vital source of 

skills for business and bridging this skills gap is a very important part of meeting member’s 

needs. Each of the interviews followed a similar structure using the interview framework 

document as a guide. The interviews provided an opportunity to gain insights, knowledge and 

expertise in the three themes of Inclusion, Green Skills and Digital skills and also acted as a 

support to the desk research that was conducted.   

Desk research was conducted prior and during the primary research phase. The main sources 

of desk research included: 

• Reports and publications from organisations responsible for VET e.g. SOLAS, QQI, 

ETBI. 

• Reports and publications from CEDEFOP. 
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• Literature from Higher Education Institutions within Ireland. 

• Reports published from Erasmus+. 

 

5.2 Summary of the relevant position in your Ireland’s VET system and work-

based learning (WBL)  

Vocational Education and Training (VET) is known as the Further Education and Training 

(FET) sector in Ireland. It is comprised of post-secondary, non-tertiary education as well as 

second chance education and training. The further education and training sector in Ireland 

covers European Qualifications Framework (EQF) levels 1-5, National Framework of 

Qualifications (NFQ levels 1-6). Further education and training are offered and delivered within 

Ireland through 16 Education and Training Boards (ETBs). An tSeirbhís Oideachais 

Leanúnaigh agus Scileanna (SOLAS) was set up in 2013 under the Further Education and 

Training Act and in 2020 a new government Department of Further and Higher Education, 

Research, Innovation and Science was established. SOLAS in conjunction with the 16 ETBs 

are responsible for policy, funding and managing a range of further education and training 

programmes to include post-leaving certificate (PLC) provision, Vocational Training 

Opportunity Scheme (VTOS), apprenticeships, traineeships, workplace training options (to 

include skills to advance) and community education. Work-based learning takes place among 

the majority of courses offered through the FET provision.   

Target groups include individuals who have recently completed secondary education, adult 

learners, early school leavers, the employed, the unemployed, asylum seekers and learners 

with additional needs. Within the ETBs there is a strong involvement of active inclusion and 

community development with local communities offering courses and opportunities for 

learners who have left the second level system or those unemployed. This is at the core and 

is reinforced in the FET Strategy (SOLAS, 2020) as it describes FET as available in every 

community and offers you a pathway to take you as far as you want to go, regardless of any 

previous level of education (p. 5). 

FET programmes of study in Ireland are comprised of modules/components of learning.  A full 

award at NFQ level 5 or 6 usually comprises of eight modules (120 credits) and represents a 

significant number of learning outcomes achieved. For learners who do not complete a full 

award, a minor award/component certificate is awarded. Minor awards/components predate 

the formal concept of micro-credentials in that they are small units of learning, can be 

transferred between providers and can be built towards a major award.  The modules achieved 
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within the minor award can be used in conjunction with another FET course at a later date, 

therefore allowing the learner to achieve a full award over time.  This will be discussed in 

greater detail in section 3. 

The FET Strategy 2020-2024 set out a five-year roadmap for the sector which was built around 

three key pillars; (i) building skills, (ii) fostering inclusion and (iii) creating pathways (SOLAS, 

2020). Within the strategy the importance of work placements in programmes is highlighted 

and sets a strategic objective of 30% of a course of study to be work-based or practice-based 

(Manusell, 2023). For some programmes such as apprenticeships and traineeships this is 

easily achieved, however for PLC programmes at NFQ Level 5 and 6 the current requirement 

is that a minimum of 60 hours work placement be completed. The work experience module is 

a mandatory component of a major award and is allotted 15 of the 120 FET credits (Manusell, 

2023). A new development in the Early Learning and Care programme which was redeveloped 

includes a professional practice placement of 150 hours and requires more formal 

documentation and placement agreement between the learner and the employer. This too is 

evident in the traineeships which include 30% of learning on-the-job and apprenticeships that 

involves more than 50% of learning on-the-job (ETBI, n.d.).  The FET Strategy (SOLAS, 2020) 

also recognises the importance of transnational work placements referencing the Erasmus+ 

option stating that Erasmus should be used to facilitate an international dimension to the 

placement approach (SOLAS, 2020, p.42)  

Ireland provides a diverse nature of further education and training, and FET programmes 

offered to learners.  There are several categories of teaching and training professionals 

working across the 16 ETBs in Ireland.  Some require compliance with legislation (Dunlop, 

2022). Teachers who work within the FET sector in Ireland delivering PLC courses and/or 

vocational training programmes must be registered with the Teaching Council. A teacher who 

wishes to be entered on the register on the basis of qualifications as a teacher in the further 

education sector shall satisfy the Council that they have obtained one of the following: 

1. An undergraduate degree in teacher education at NFQ Level 8 and has a ECTS 

weighting of at least 240 credits OR 

2. A post-graduate qualification in teacher education at NFQ Level 8 or above and has a 

ECTS weighting of 60 credits and is commenced following the award of an 

undergraduate degree of NFQ Level 8 or above and has a ECTS weighting of at least 

180 credits OR 

3. A post-graduate qualification in teacher education at NFQ Level 8 or above and has a 

ECTS weighting of 60 credits and is commenced following the award of an 

undergraduate degree of NFQ Level 7 or above and has a ECTS weighting of at least 
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180 credits and has either an appropriate additional qualification or certified accreditation 

or prior learning based on a minimum of three years’ experience in a workplace or 

institutional setting. OR 

4. A qualification which meets the criteria for registration under Route 2: Post- Primary. 

  (Council, Teaching, 2016)  

For individuals who hold a primary degree and wish to move into the field of education they 

can obtain conditional registration for a period of three years before completing a further 

education teaching qualification. (Dunlop, 2022) further outlines that in FET training centres 

and the area of apprenticeship there is requirements for specific qualifications usually subject 

related as well as at least five years of industry experience.   

In relation to the competency clusters of Inclusion, Green Skills and Digital Skills in the 

STREAM project there are many supports and resources available from all 16 ETBs.   

• Each ETB provides supports and services to ensure access and inclusion to all learners.  

The Education and Training Boards Ireland (ETBI) has set up an Active Inclusion Group 

to ensure an inclusive perspective is embedded in ETBI’s practice.   

• The ETBI supports the Information, Communication and Technology (ICT) Group, which 

consists of ICT managers and practitioners from across the sector, who implement 

strategic ICT objectives throughout the ETB sector.  

• The ETBs are collaborating with the Sustainable Energy Authority of Ireland (SEAI) to offer 

a comprehensive and coordinated energy management initiative. This initiative includes 

training courses, site visits, and support for all ETB stakeholders. 

5.3 Summary of the relevant position to STREAM concerning Ireland’s national 

qualification framework and WBL 

The National Framework of Qualification (NFQ) was first introduced in Ireland in 2003. It was 

described by Dr Grant Klinkum (CEO of the New Zealand Qualifications Authority (NZQA)) 

during his keynote speech at the 20th anniversary of the NFQ as the most ambitious 

qualification framework in terms of accessibility and inclusivity. The NFQ is a comprehensive 

framework that outlines different qualifications, providing a unified and transparent structure 

for learners, employers and educational institutions (QQI, 20 Years of the Irish National 

Framework of Qualifications - A Story of Collaboration and Co-Operation, 2024).   

The NFQ is recognised through its fan diagram that has become an importance reference 

point and a common language for learners, employers and educational institutions.   
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Figure 1: The National Framework of Qualifications 

Figure 1 above shows an illustration of the NFQ framework. The NFQ has 10 level indicators 

and qualifications are organised within the NFQ based on their level of knowledge, skill and 

competence.  These indicators are expressed through learning outcomes. Within each level 

there are a number of classes of awards. These include: 

• Major Award, Levels 1-9. A major award represents a significant number of learning 

outcomes. 

• Minor Award, levels 1-9. A minor award is linked to major awards and are classified as 

components. Learners can build towards a major award by achieving minor awards over 

time.  Minor awards/components predate the formal concept of micro-credentials in that 

they are small units of learning, can be transferred between providers and can be built 

towards a major award.   

• A Special Purpose Award, levels 1-10. Are for a specific area of learning that have a 

narrow scope.   

• A Supplemental Award, levels 4-10. Award for learning that is additional to a major award. 

• A Professional Award, levels 5-10. Awards for occupation-oriented qualifications and are 

used in awarding apprenticeships.  
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Further Education and Training Awards range from level 1 to level 6 on the NFQ. For example, 

PLC courses and apprenticeships range from NFQ Level 5 - 6. Traineeships and Skills to 

advance range from NFQ Level 4-6. In 2009 a significant development took place with 

referencing of the NFQ to the EQF (which has been launched a year previous in 2008).   

The EQF is the same system as the NFQ with 8 levels which have been benchmarked to the 

Irish NFQ’s 10 level framework. EQF is an overarching European common reference for all 

national frameworks which facilitates understanding across member states. In an interview 

with Quality and Qualifications Ireland (QQI) the strong correlation between the NFQ and the 

EQF was discussed. It is highlighted within the report to reflect 20 years of NFQ (QQI, 20 

Years of the Irish National Framework of Qualifications - A Story of Collaboration and Co-

Operation, 2024) that during stakeholder engagements commentary stated that without the 

NFQ there would be no EQF. 

Quality Assurance arrangements within FET 

QQI was established by the Irish Government in 2012. Today, QQI is responsible for four key 

areas: 

• QQI Awards. QQI set standards for qualifications, assess the fitness of providers and 

validate programmes of education and training learning to QQI awards. 

• Quality Assurance of Education and Training. QQI issue quality assurance (QA) 

guidelines to its providers, approve QA processes provided by providers and monitor and 

review providers. 

• The Qualification System. QQI maintain and update the NFQ system and monitor 

providers to ensure they offer learners access, transfer and progression.   

• Engagement, insights and knowledge-sharing. QQI collaborate with national and 

international stakeholders to learn and share best practice, conduct research and consult 

with learners.  

Qualifications included in the NFQ are subject to both internal and external QA for qualification 

development, design, review, delivery, assessment and certification Cedefop (2021). As 

discussed above, QQI is responsible for external Quality Assurance (QA) in FET.  In April 

2016, QQI established guidelines for all FET providers outlining the QA responsibilities of 

ETB’s in relation to delivering FET programmes. Each ETB is responsible for their own QA. 

Examples of internal QA arrangements for individual programmes and awards to include QQI 

awards and others within the NFQ are: Internal Verification (IV), External Authentication (EA), 

Result Approval Processes (RAP) and feedback to learners.   QQI has an obligation to 
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organise external reviews of ETBs quality assurance systems.  Reviews are undertaken by 

an independent team of evaluators who are selected and appointed by QQI. QQI reviews fit 

within overall QA policy and practice to ensure effectiveness of the ETB and take place every 

three years.  

Providers must have appropriate policies and procedures in place for work-based learning 

programmes including any learning methods such as blended learning and facilitate validation 

of prior learning for all learners for both access and exemption. Work based learning occurs 

throughout all full-time programmes of study that lead to a major award, apprenticeship and 

traineeship and is a mandatory component module on each programme of study. These 

modules/components range from NFQ Level 3 – NFQ Level 6. In some cases, mainly at NFQ 

Level 5 and NFQ Level 6, an ETB can choose from a range of work-based learning modules 

that fit within a particular programme of study for learners to complete. 

5.4 Industrial and occupational sectors and classifications   

The DCC interviewed two micro-SMEs, a government body and a large multinational-based 

service company. During these interviews, participants shared their experience of WBL 

programmes. They had more similarities than differences.   

• All participants spoke about the challenges of a skills shortage.   

• The main difference was the multinational and government intern positions were more 

financially rewarding with high prestige, so they attracted the highest calibre Interns from 

the best institutes. They had a choice of who to hire.   

• Micro SMEs have more unpredictable patterns of success with interns with positive and 

negative outcomes.  

o They have adapted to this by putting in place more rigorous interviews, with 

tasks to complete.  

 

5.5 STREAM-specific thematics: organising WBL and WBL mobilities 

This section of the report will investigate the training and development of staff in relation to the 

organisation of WBL and mobilities in VET. Over the last five years, the FET sector has 

undergone a significant digital transformation. This shift has created positive developments 

within the FET sector. One notable area of benefit is the continuous professional development 

of staff, encompassing advancements in technology-enhanced learning (TEL) tools, Universal 

Design for Learning (UDL) and inclusion, innovative teaching strategies, and IT skills. This 
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digital transition has also fostered the formation of several communities of practice, where 

colleagues from diverse educational settings collaborate to share knowledge and best 

practices. Research conducted for the STREAM project revealed that most ETBs have 

established an Erasmus+ Community of Practice. These communities bring together Erasmus 

coordinators from various colleges to support each other in managing and delivering 

Erasmus+ programmes. Additionally, at a national level, the ETBI has established an Erasmus 

group that includes representatives from each ETB. This group meets regularly to discuss 

existing and potential projects, explore funding opportunities, and provide mutual guidance 

and support. 

All interviewees were asked what makes a successful WBL experience. A number of themes 

were identified during interviews and emerged throughout various stages of an Erasmus+ 

project. The main findings were: 

• In the preparation and planning stage of a WBL experience finding a good partner who will 

build and develop a strong working relationship is fundamental to the success of such an 

experience.   

• One interviewee noted the importance of finding jobs relevant to the learner, 

accommodating different types of learners and being inclusive to all.   

• Other factors such as good project management and whole school involvement where 

structures are in place to support the planning and implementation of WBL experience 

contributed to successful experiences.   

• During a WBL experience, the role of the mentor and their involvement in the WBL 

experience will contribute to its overall success.   

• One interviewee noted, if learning outcomes are clearly outlined and expectations are well 

managed this gives the student the opportunity to take responsibility for what they can get 

out of the experience.    

• The role of the accompanying person (AP) was mentioned by all interviewees and the 

support they give to learners throughout their transformative learning journey.   

• Some coordinators of transnational mobilities highlighted that differences in legislation in 

other European countries gave learners a greater opportunity to get more practical/hands 

on experience than in Ireland e.g. industries such as health and beauty, veterinary science 

and hospitality were mentioned.  

Those interviewed were asked to discuss the skills required from FET staff to conduct and 

supervise WBL or mobilities in VET. There were many similarities in how this question was 

answered. A summary of the skills outlined is as follows: 
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Organisational and coordination skills to include: 

• Organisation skills 

• Coordination 

• Project management skills 

• Financial management skills 

• Supervising 

• Ability to sequence tasks 

These skills can be defined as those that are required to plan, structure and oversee WBL and 

mobilities in VET. Effective organisation and coordination ensure that tasks are completed 

efficiently, resources are management wisely and projects are delivered within the correct 

timeframe. Supervisory skills are crucial for guiding and supporting learners through their 

learning experiences. 

Administrative and Technical Skills to include: 

• Paperwork 

• Report writing skills 

• Digital skills to include use of mobility tool 

These skills are necessary to fulfil the administrative and technical competencies to manage 

an Erasmus+ project from start to end. 

Transversal skills to include: 

• Communication 

• Developing and maintaining relationships 

• Leadership 

• Emotional intelligence 

• Flexibility /Multitasking 

• Problem solving 

Transversal skills as defined by UNESCO 2019 refer to “an individual’s ability to communicate, 

problem-solve, build and maintain relationships and adapt in times of uncertainty” (Cleary, 

2024, p. 5). These skills reflect a deep understanding of the learner’s needs and the ability to 

adapt to various situations. Leadership and multitasking abilities enable FET staff to manage 

multiple responsibilities effectively, while partnership development focuses on building strong, 

collaborative relationships with external partners.   One interviewee discussed the importance 
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of coordinators being able to identify suitable learners for suitable locations and being able to 

choose the right group, moving on from that point the interviewee also spoke about the 

importance of whole school involvement and inclusive practices when selecting participants.   

 

In relation to skills required by companies to participate, conduct and supervise WBL, the 

interviews conducted found that the skills required by companies employing interns vary. The 

two micro-SMEs who were interviewed reported building and developing strong relationships 

with colleges where they are recruiting interns. One interviewee has been a guest lecturer on 

digital to a number of the colleges where they recruit interns, and another reported to provide 

training on soft skills in their local enterprise office. Through these relationships opportunities 

for training and development from the colleges have become available to these small 

organisations. For example, Manzor Marketing was able to access a leadership qualification 

with Skillnet Ireland. This qualification has enabled the organisation to further develop and 

shape their intern programme making it task based with key metrics to be delivered on.   

All interviewees that were involved in coordinating WBL and mobilities in FET were qualified 

teachers. Some complete the work outside of their teaching hours, some have a post of 

responsibility in the area of Erasmus and a number were in senior management within their 

ETB. They were all involved in developing close relationships with partner organisations who 

are responsible for structuring the WBL for participants. Some reported using agencies to 

source the work placements while others had close relationships built with VET providers in 

other European countries.  

All those interviewed had no qualification in the area of organising and supervising 

WBL/mobilities in VET. There was no knowledge of any formal qualification in this area 

available in Ireland. All interviewees reported the support, advice and guidance from Léargas, 

which is the National Agency in Ireland, as being instrumental in training, guiding and 

supporting Erasmus coordinators across the country. Léargas hold workshops, seminars and 

briefing sessions throughout the year and at various key times when final reports are due or 

when new funding opportunities arise. All interviewees praised the support from the National 

Agency and stressed how important they are in the promotion and delivery of Erasmus+ in 

Ireland.   

Regarding the European Credit System for Vocational Education and Training (ECVET), most 

interviewees were familiar with the concept, though the depth of understanding varied. One 

interviewee had been involved in a working group a few years ago that aimed to establish 
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ECVET collaboration with a college in France; however, these discussions did not lead to any 

concrete outcomes. Another interviewee noted that implementing ECVET in their college 

would be challenging because their institution does not operate on a semesterised module 

system. 

5.6 STREAM-specific thematics: inclusivity 

The first of the three competency clusters to be discussed in this report is inclusivity and how 

the FET sector in Ireland applies inclusive practices when delivering WBL and VET mobilities. 

The FET Strategy ‘Future FET: Transforming Learning 2020-2024’ identifies Fostering 

Inclusion as a Strategic Priority; understanding inclusiveness within FET as unconditional 

positive regard for all people. The FET learner is a diverse one and learner diversity covers a 

range of dimensions including previous education, personal disposition, current circumstance 

and cultural heritage (ETBI, 2021, p. 12). 

For VET staff there are Professional Learning and Development (PLD) opportunities to upskill 

in the area of inclusion and diversity. An example is the Digital Badge for Universal Design in 

Teaching & Learning (UDL). The course runs over the duration of 10 weeks and is free for all 

staff working in Higher Education (HE) and FET. The Digital Badge gives learners a strong 

introduction to the UDL framework and the opportunity to implement UDL approaches within 

their teaching. Following the success of the UDL Badge a new course, UD Beyond the 

Classroom was piloted in 2023. This course targets professionals working beyond the 

classroom and provides participants with a strong practical knowhow of Universal Design and 

how to apply it in their roles. There are also a number of shorter two- hour digital badges 

available to FET Staff in the areas of digital accessibility and course design. 

A detailed research study published by the Association for Higher Education Access & 

Disability (AHEAD); “Students with Disabilities on Placement” conducted part of their research 

within the FET sector. The report highlights that practitioners are embracing UDL and 

embedding the UDL framework to their teaching and learning. Communities of Practice are 

also developing and were reported to be very helpful as teachers have an opportunity to share 

practice and offer support to each other as they introduce and develop new techniques for a 

diversity of learners throughout Ireland (Waters & Rath, 2022). 

Another, more formal qualification is, The Inclusion and Diversity Diploma which is aligned to 

the NFQ at level 9. The course was created in response to national priorities in relation to 

addressing professional development needs of staff in the FET sector. The course was 
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developed in 2021 and is a collaboration between the City of Dublin Education and Training 

Board and The School of Education, Trinity College Dublin.  Further details of the course are: 

• The course is designed to help participants develop innovative professional ideas and 

practices to support learners with diverse educational needs in a range of settings 

• The course has three modules: 

o Equality, Diversity and Inclusion. 

o Inclusive Classroom Practices through a UDL lens 

o Speaking to Diversity 

• The course is one year in duration and is part-time.  

This course has been extended to offer a postgraduate Diploma (year two) and a master’s 

programme (year three). 

The National University of Ireland Maynooth have developed a micro-credential in inclusion 

for educators called, Introduction to UDL: Learning and Teaching with Variability in Mind. It is 

a blended programme, 6 weeks part-time (24 hours lectures and 226 independent hours).  The 

programme is aligned to the NFQ at Level 9 and is worth 10 ECT credits. 

It is suggested in a Toolkit for Universal Design in Higher Education recently published by 

Access & Lifelong Learning, University College Dublin (UCD) that external workplace 

employers should be offered UDL training to facilitate them in accommodating the needs of 

those on placements (Kelly, Padden, & Fleming, 2024).  

Inclusion was central to the employer organisations who were interviewed. The micro–Small 

Medium Enterprises (SMEs) interviewed had inherent inclusive skills and spoke about 

inclusivity being the heart of their business. Inclusivity in practice is evident in the following 

examples: 

• One of the SME interviewed offered remote internships thus allowing accessibility to most. 

They have worked with a number of inclusive programmes in Kildare such as Project 

Search and The Oireachtas Work Learning (OWL) Programme (an applied learning, 

development and socialisation programme specifically tailored towards young adults with 

an intellectual disability). They are involved with the Kildare Leader Programme and have 

worked on social enterprise programmes that keep inclusivity as a forethought.  

• Another interviewee has a family member who is neurodiverse and has been attuned to 

this being very positive in terms of their business which demands a lot of creativity. The 

interviewee stated that younger people they have experienced in the organisation’s 

internships understand the language around inclusivity and psychology and can connect 
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the strengths that people bring from various backgrounds and sources. In terms of 

recruitment, they are open to all cultures/genders. The interviewee reported being an 

open-minded creative is just part of the organisation’s culture and they see the benefits it 

brings to the business. 

• The Chamber of Commerce, Industry and Services of Madrid has a programme to develop 

skills for interns as Foreign Trade Technicians. Each year a class of 22 students are 

selected to continue their training in the network of economic and commercial offices of 

Spain and the Spanish chambers of commerce abroad. This programme involves training 

for three months prior to going to their intern location. Inclusive skills are covered in this 

course. 

• Within Ernst and Young (EY), inclusion is embedded in the culture of their business and 

the intern programme they offer. Their website has a dedicated section on inclusion and 

promotes diversity and inclusion as central to making the working world better, 

www.ey.com/differencesmatter. The skills gap was reported to be an issue when recruiting 

in EY. They found by recruiting early through the intern programme they secure a pipeline 

of talent. Furthermore, by recruiting diversely and inclusively these diverse perspectives 

combined with an inclusive culture drive better decision-making, stimulate innovation, 

increase organisational agility and strengthen resilience to disruption. The Diversity, Equity 

and Inclusiveness (DEI) team in Ireland is led by Melissa Bosh who spends time with 

interns imparting this culture. In Ireland, they have invested in a refugee programme in 

conjunction with the Irish Refugee Council. They teach interviews, CV, excel and system 

skills. It has created a strong pipeline of talent for them. Three interns have now full-time 

positions in the company. In onboarding they provide support in many ways to their interns, 

these include: 

o Opportunity to discuss any inclusive factors in private that they may face 

o Phone lines for support for interns 

o DEI module that interns must complete during their internship 

Each ETB is responsible for creating an inclusive environment. Learners have access to a 

wide range of services and supports throughout their educational journey. Some examples 

include: disability support and services, learning supports, academic supports, assistive 

technology, examination supports, individual tailored supports and psychological supports.   

The Erasmus+ Programme Guide 2024 identifies Inclusion and Diversity as a priority. The 

report outlines potential barriers to participation in VET mobilities to include: disabilities, health 

problems, barriers linked to educational and training systems, cultural differences, social 

barriers, economic barriers, barriers linked to discrimination and geographical barriers.  During 

http://www.ey.com/differencesmatter
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the research interviewees were asked to identify any barriers trainee are facing to access WBL 

learning opportunities and VET mobilities. All those interviewed provided similar responses 

and can be aligned to the Erasmus+ barriers identified above. These include: 

Barriers to WBL and VET Mobilities 

Erasmus+ Barrier Interviewees response 

Health Problems A rise in mental health and anxiety of some learners engaged in VET 

mobility was reported by almost all interviewees.   

Disability • Disability can be a potential barrier as supports available can 

vary in different countries. There can be issues around 

accommodation and employers. 

• Application for funding for reasonable accommodations from the 

National Agency is completed prior to the VET institution 

knowing the profile of the students for the upcoming academic 

year.   

o This can be difficult to plan for as the VET college 

may not have sufficient information on a potential 

participant/s who may have additional needs and 

require reasonable accommodations to take part in a 

VET mobility. 

Social barriers • Family commitments - a large proportion of FET learners are 

parents/guardians themselves and are unable to leave the family 

home for the required duration of the VET mobility. 

• “Fear of the unknown”. Some participants have never travelled 

further afield than Ireland. 

• The feeling of “not fitting in”. 
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Economic barriers Work commitments – some learners find it difficult to get time away 

from their current employment commitments and/or cannot afford to 

take the necessary time of work for a VET mobility. 

Cultural differences • VISA requirements to travel to host country. 

• Language barriers. 

Interviewees were asked how do VET providers breakdown the barriers and enable WBL and 

VET mobilities experience to be inclusive to all. Similar responses were identified throughout 

the interviews and are supported by CEDEFOP’s guidelines for inclusive work-based learning 

environments.   

• Ensure clear communication of inclusivity and diversity in the promotion of the programme. 

• Outline the financial supports available. 

• Have supports available throughout the duration of the project. 

• Manage expectations for both learners and employers. Ensure a common understanding 

of the roles and responsibilities for all parties. 

• Build strong relationships with project partners and employers who engage in WBL 

o The role of the mentor and supervisor can determine the quality of the 

knowledge, skills and competencies the learner will develop. Try to apply QA 

mechanisms to the role of the tutor or supervisor.   

• Provide regular feedback and support to the learner. 

o Accompany the learner to the workplace and/or visit the learner at the 

workplace. 

o Engage in discussions with the learner about their development during the 

experience. 

o Adapt the training, skills and knowledge to suit the needs of the learner.   

o Identify distress signals for learners promptly and provide support as 

necessary. 

• The role of the accompanying person is central to the successful implementation of the 

VET mobility. 

An interviewee who was a participant on an Erasmus+ programme last year stated, “the 

mentor was really engaging and enthusiastic and encouraged us to get motivated. He altered 

the training to everyone’s needs” 
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VET institutions are supported by wide range of funding mechanisms and supports in the area 

of inclusion.  

Some examples of this are: 

• Disability supports and services – funded by SOLAS 

• The Reach Fund: the Reach Fund delivers funding to improve access and supports for 

educationally disadvantaged learners who participate in community education 

programmes across Ireland. 

• The PATH programme: a dedicated fund, broken into five strands, committed to increasing 

participation by under-represented groups in higher education. 

Services who guide and support Colleges of FE examples are: 

• AHEAD – to create inclusive environments in education and employment for people with 

disabilities. They focus on further education and training, higher education and graduate 

employment. 

• Inclusion Support Network (ISN) 

• National Learning Network (NLN) 

The ETBI has set up an Active Inclusion Group to ensure an inclusive perspective is 

embedded in ETBI’s practice. The Active Inclusion Group are currently developing A Mental 

Health and Well-being Framework for the FET sector (Waters & Rath, 2022). 

A recent development in the tertiary educational sector is ALTITUDE, The National Charter 

for Universal Design in Tertiary Education. Funded by the Higher Education Authority (HEA) 

under PATH 4 the ALTITUDE charter is an extensive cross collaboration involving national 

collaborators, the FET sector and the HE sectors. The vision of ALTITUDE is where All 

Learners are Transformatively Included Through Universal Design in Education deriving the 

name ALTITUDE.  ALTITUDE will support HEIs and ETBs embed a universal design approach 

which places human diversity at the heart of education. It will work towards goals that focus 

on four pillars:  

• Learning Teaching and Assessment 

• Supports, services and social engagement 

• Physical environment 

• Digital environment 
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Its intent is to create a culture of shared responsibility for UD access and inclusion and create 

a mindset that promotes inclusion as “everyone’s business” (PROJECT, 2024). 

5.7 STREAM-specific thematics: digital 

The second competency cluster to be investigated in the STREAM project is Digital 

Competencies and the digital transformation of WBL and international mobilities. The digital 

transformation of FET is set out in the FET Strategy (SOLAS, 2020) and outlines one of the 

three rationales for digitising education as identifying developing relevant digital competences 

and skills for a digital society (SOLAS, 2020, p.58).  

As stated in section 4 of the report, the FET sector has undergone a significant digital 

transformation. As a result, support, time and resources has been allocated to the continuous 

professional development (CPD) of staff in relation to training and upskilling digital skills and 

competences. The training and development of staff occur both internally through internal 

Professional Learning and Development groups/Communities of Practice and externally 

through formal programmes of study at NFQ Level 6 and upwards. Internal training through 

PLDs with focus on digital competences have providing training to staff in the areas of 

communication and collaboration, digital resources, assessment and feedback and inclusion 

and accessibility.  

There are also many external courses of study to providing training and development of digital 

competences and are mapped to the NFQ at Level 6 and upwards. Some examples of courses 

that staff have completed are: 

• Certificate in Learning and Technology, NFQ Level 6 

• Certificate in Technology Enhanced Learning, NFQ Level 7 

• Professional Diploma in Digital Learning Design, NFQ Level 6 

An interview with SOLAS identified a micro-qualification under the Skills to Advance initiative 

in the area of Digital Skills. Building Digital Business Skills consists of two micro-qualifications 

which can be taken together or as independent awards. They consist of: 

• Digital Business Solutions, NFQ Level 5 

• Social Media for Digital Marketing, NFQ Level 5 

Although, under the Skills to Advance Initiative, FET staff may not be eligible (for funding and 

recording purposes) to complete these short courses, there is a strong argument for offering 

some of these micro-qualifications to FET staff. 



                     

  102 

Curriculum that is covered in the training and development above can be mapped from the 

DigCompEdu framework which covers 22 competences in six areas to include:  

1. Professional Engagement 

2. Digital Resources 

3. Teaching and Learning 

4. Assessment 

5. Empowering learners 

6. Facilitating digital learners’ competence 

At all times when teachers are applying these digital competences to their teaching and 

learning they are facilitating digital learners’ competence through developing appropriate 

research methods, content creation, communication and collaboration and problem-solving.   

During the research, interviewees were asked what technologies were used when planning 

and implementing WBL and mobilities in VET. The technologies and digital competences can 

be mapped to the DigComp Framework and are outlined below: 

Digital Competence Area Application to WBL/VET mobilities  

Information and Data 

Literacy 

• To organise, store and retrieve data relating to the WBL 

experience or VET mobility. 

• To research effectively new project partners, employers, 

cultural information for WBL experience or VET 

mobilities.  

Communication and 

Collaboration  

• To interact and communicate with employers, project 

partners, learners though the use of digital tools e.g., 

email, Zoom, Miro, eTwinning. 

• To share data on participants and/or projects through 

either email or shared collaborative platforms. 

• To promote and share WBL experiences and VET 

mobilities on social media or other platforms such as 

EPALE. 



                     

  103 

Digital Content Creation • To create content for dissemination to inform 

stakeholders and wider community of WBL or VET 

mobilities. 

• To promote and share WBL experiences and VET 

mobilities on social media. 

Safety • To protect, store and delete when appropriate the data 

each organisation has in relation to WBL and VET 

mobilities.   

• To protect devices that participants may have when 

undertaking WBL and VET mobilities. 

 

Additionally, in the research employer representatives all reported to develop interns’ digital 

skills while on WBL within the organisation.   

• Digital skills are developed formally in the EY Intern programme, they invite external 

trainers from sure skills to provide upskilling opportunities in excel and PowerPoint skills.  

These are certified programmes and the Intern leaves with a micro credential.  

• The Chamber of Commerce, Industry and Services of Madrid has a programme to develop 

skills for interns as Foreign Trade Technicians, the three-month training prior to their 

overseas placement includes a digital skills module with this being part of their final 

diploma. 

• For the micro-SMEs, digital skills are something that are both imparted to and learned from 

the Interns. As digital natives the expectation is that these interns have the skills.  However, 

how they use them needs to be closely aligned to the business overall vision and mission. 

The Intern programme includes the use of Canva and Google garage for which they can 

get micro-credentials. They have the opportunity to access 

https://eitca.org/certification/eitcacg-computer-graphics-academy/ and gain a micro 

credential as they leave. These are heavily subsidised programmes that benefit the 

business and the intern.  

FET institutions in Ireland have been well supported through funding and support with 

modernisation in the digital transition. Examples of where modernisation has taken place are: 

• Hybrid classrooms are available in all FET centres.  

• Student loan laptop scheme.  

https://eitca.org/certification/eitcacg-computer-graphics-academy/
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• Upgrade of administrative systems. 

• Training and upskilling of staff. 

5.8 STREAM-specific thematics: green   

SOLAS collaborate with all 16 ETBs throughout Ireland to progress the green transition in the 

FET sector. In 2021, FET published a paper titled, Green Skills for FET. The paper highlights 

key areas for the sector in line with national and EU directives to provide the skills that are 

necessary to meet the challenges of the green economy and tackle climate change.  The 

objectives outlined in the document sets a strategic direction for green skills initiatives 

throughout the Irish FET sector. The pertinent objectives, description and actions are outlined 

in the table below and are relevant to staff working in the FET sector, learners who take part 

in FET programmes and employers who hire students on WBL, or full-time/part-time in 

employment. 

 

Objective Description  Actions 

Green Skills for Life To create awareness of 

climate justice, 

sustainability and bio 

economic issues across 

FET learners and staff. 

• Include green skills and 

sustainability awareness modules 

available for all FET learners. 

• PLD of FET staff.   

• Promote Green FET – promote the 

FET sector as a leader in providing 

skills for the green economy. 

Green Skills for 

Careers 

To create career 

opportunities in the green 

economy. 

• Include green, sustainable practice 

and technologies awareness to all 

learners. 

• Skills to Compete/Skills to Advance 

– provide flexible upskilling and 

reskilling opportunities in the green 

economy. 
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• Just Transition – supporting 

employers and employees through 

the principle of Just Transition.  

From the research within VET provision, no interviewees had received any training or 

qualifications in this area however they felt that the Green Skills agenda is becoming more 

prominent due to national discussions and government plans to tackle climate change and 

promote sustainable living in Ireland. A number of the ETBs were involved in Erasmus+ KA220 

projects in the area of Green Skills and used GreenComp as a framework to guide the project. 

Some examples of projects are: 

• GreenVETnet - Network of Green Skills in Vocational Education and Training (Cork ETB) 

• SIVE Project - Sustainability in Vocational Education (Cork ETB) 

• Developing Green Skills and Digital Skills in the Island economy (Mayo ETB) 

An interview with SOLAS identified a suite of FET micro-qualifications (FET MQs) under the 

Skills to Advance initiative in the area of Green Skills.  Green skills micro-qualifications include: 

• Environmental Sustainability in the Workplace, NFQ Level 5 

• Lean Practice for Sustainable Business, NFQ Level 5 

• Resource Efficiency for Sustainability, NFQ Level 5 

• The Circular Economy in the Workplace, NFQ Level 6 

• Sustainable Supply Chain Procurement, NFQ Level 5 

Although, under the Skills to Advance Initiative, FET staff may not be eligible (for funding and 

recording purposes) to complete these short courses, there is an opportunity for offering some 

of these micro-qualifications to FET staff.   

In the 2024 Erasmus+ programme guide, it is stated that Erasmus+ programme is a key 

instrument for building the knowledge, skills and attitudes on climate change and supporting 

sustainable development with the European Union and beyond (Commission, 2024, p. 9).  

Responding to this priority, several interviewees have introduced short training programmes 

to prepare learners before their VET mobility. At several College of Further Education’s, 

participants in a VET mobility programme are required to complete a short online course 

developed by the SEAI.   

• The course, titled “Energy & You: Reduce Your Use” aims to teach learners how to reduce 

energy consumption both at home and at work and help protect the environment.   
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• The course lasts 90 minutes, and learners receive a certificate of completion from the 

SEAI.   

Another interviewee discussed apprentice chefs who complete a VET mobility in France.  They 

are required to engage in reflective practice, part of which involves highlighting sustainable 

practices observed in the workplace.   

All interviewees identified VET mobility as a means for building knowledge, skills and attitudes 

on climate change. They provided several examples of how this is achieved: 

• Participants are immersed in sustainable practices within the workplace. 

• Participants use sustainable means of transport, such as cycling or public transport, in the 

cities where they work. 

• Participants are encouraged to bring reusable water bottles. 

Interviews conducted with the employer representatives exposed interns in various ways to 

sustainability practices within their organisations.   

• The micro-SMEs have very basic sustainability for their business. They do not have a 

sustainability strategy; they recycle and have moved to become more paperless and offer 

remote working so the interns save on travel emissions. Both completed the Green for 

Business programme which is offered by the local enterprise office. They also spoke about 

offering interns the SOLAS FET MQs programmes in Green Skills.   

• Melissa Curry as a designer educates her interns to design with purpose to solve problems 

which is very much connected with the GreenComp framework. An example of this in 

practice is removing plastic from her own supply chain.   

• As part of the intern programme within EY they have a sustainability challenge. The 

Corporate Social Responsibility (CSR) team in EY set a challenge for the programme.  At 

the end of the programme, interns are required to pitch their ideas to the CSR team.  

Success in this challenge can see them secure a post grad employment offer. This is such 

a successful part of their programme that the ideas generated by the interns have been 

successfully implemented in a number of the EY offices. It also gives the interns an 

opportunity to be creative and work in a space that they might not usually work in or have 

had any formal training in. It is a real opportunity for WBL. 

A critical priority in The National FET Strategy 2020-2024 is to modernise FET by creating the 

FET Colleges of the Future (CotF). Investment received from the Irish Government was €430 

million with 45% directed to FET. The funding is being used to support projects that help drive 

reform of the FET sector to include supporting centres of vocational excellence and to support 
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smaller-scale investments in existing FET infrastructure to modernise infrastructure for 

vocational training (Cedefop and Refernet, 2023). 

5.9 Case studies   

Case Study 1:  FET Micro-Qualifications delivered through the Skills to Advance 

Initiative.  

The Skills to Advance initiative is a national initiative that provides upskilling and reskilling 

opportunities to employees in jobs undergoing change and to those currently employed in 

vulnerable sectors. It aims to equip employees with the skills they need to progress in their 

current role or to adapt to the changing job market. FET MQs are a new FET offering which 

are funded under the Skills to Advance initiative. FET MQs are programmes comprising of 

short, stackable, accredited qualifications which have been created in partnership with 

industry and enterprise partners. This ensures they are relevant, have value in the modern 

workplace and can immediately benefit employees and employers. The key features of FET 

MQs programmes are: 

• They are made available in bite sized chunks to facilitate accessibility and flexibility. 

• They are accredited by the NFQ ensuring recognition of skills. 

• They are heavily subsidised under the Skills to Advance Initiative.  

• They usually consist of approximately 50 hours of learning (25 hours delivered by a trainer 

and 25 hours self-directed learning).  This is equivalent to 5 FET credits. 

• FET MQs can be stacked to create a special purpose award. 

FET MQs have been developed in wide range of areas.  Areas of particular importance to the 

STREAM project are the FET MQs in Green skills and Digital skills. The table below outlines 

distinctive features of the relevant FET MQ. 

 

FET MQ Programme Aim Content Covered NFQ 

Level 

Environmental 

Sustainability 

in the 

Workplace 

Learners will develop an 

awareness of the impacts 

of environmental change 

and the key sustainable 

practices that can be 

• Climate change 

• Energy and water 

conservation 

• Sustainable food and food 

waste prevention 

NFQ 

Level 5 
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implemented by an 

individual and a business 

• Circular economy 

• Environmental 

management 

• Greening 

communities/lifestyle 

Building Digital 

Business Skills 

Learners will develop the 

digital skills they need to 

successfully use 

technologies for sales, 

marketing and business 

administration. 

• Understanding and 

meeting different 

customers’ needs in a 

digital environment 

• Improving the application 

of digital business tools in 

the workplace 

• Developing a digital 

customer experience 

strategy. 

NFQ 

Level 5 

Social Media 

for Digital 

Marketing 

Learners will create and 

enhance the digital 

presence of a business 

through the use of social 

media. 

• The social media 

environment 

• Social media tools to 

communicate with 

customers 

• Enhancing digital sales 

and marketing strategies. 

NFQ 

Level 5 

 

There is an opportunity for VET staff to complete FET MQs to upskill in both green skills and 

digital skills. The knowledge, skills and competencies gained from the programmes can be 

transferred to participants when preparing them for WBL and VET mobilities. SOLAS reported 

during the interview that some VET institutions have begun to offer these programmes to their 

staff and feedback has been extremely positive. 

Case Study 2: The TELMS Project  

TELMS stands for Technology Enhance Learning Mentoring Support, the TELMS project was 

a European project that was funded through the Erasmus+ programme in 2017.  The project 

aims to address the need for Technology Enhanced Learning (TEL) as part of VET provision.  

The programme recognises that teaching staff need to be supported in their efforts to embed 
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digital technology into their classroom practice and offers to support and develop teachers to 

share their practice in a safe environment.   

TELMS is implemented through a ten-step teacher mentoring programme that looked at ways 

to enhance the delivery of teaching and learning within the teacher’s classroom and is specific 

to the needs of each mentee and the cohort they work with. The learners are central and lead 

the process. After each session the learners complete a reflection, giving feedback which 

guides and leads the learning from the session.  

An aim of the project was that the mentoring programme would grow into a permanent and 

evolving tool that can be used for the ongoing professional development of VET teachers.  

This has been achieved as in 2024, the City of Dublin ETB reported that the TELMS project 

had grown considerably to include: 

• Three lead mentors 

• 18 active mentors 

• 29 apprentice mentors 

• 48 mentees across eight FET colleges. 

It was also reported that many of the FET teaching staff involved in TELMS had progressed 

on to complete national courses in technology and learning at NFQ level 6 and above.   

There are many benefits of the programme however some benefits have relevance to the 

STREAM project and include: 

• Upskilling both teachers and learners in the use of digital technology. 

• Brings teaching and learning practice up to date reflecting the digital age we are in. 

• Learners benefit by experiencing a greater range of digital tools. 

The City of Dublin ETB ran a number of workshops with Further Education Support Service 

(FESS) to share the TELMS model with other ETBs. A number of ETBs have adopted a similar 

mentoring and coaching programme adapting the model to their own needs and requirements. 

Case Study 3: Intern Programme in Ernst and Young 

EY use Virtual Reality (VR) in their Intern programmes. The interns get an opportunity to deal 

with real clients during their eight-week placement. To help them gain confidence they have 

their first interactions through VR. This could be an innovation they use to help them increase 

their talent pipeline where they hold virtual and remote internships. Additionally, it is found that 

this also helps interns cope with the rental issue in Dublin caused by the housing crisis. 
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In EY they have the sustainability Challenge. The CSR team in EY set a challenge for the 

eight-week intern programme. At the end of the eight weeks the interns get to pitch their ideas 

to the CSR management team. Success in this challenge can see them secure a post grad 

employment offer. This is such a successful part of their programme that the ideas generated 

by the interns have been successfully implemented in a number of the EY offices.  It also gives 

the interns an opportunity to be creative and work in a space that they might not usually work 

in or have had any formal training in. It is a real opportunity for WBL. 
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6 LITHUANIA 

6.1 Introduction 

The outcomes of STREAM project, i.e., the developed methodological framework, system of 

Micro-credentials, development digital badges, directly serves Vilnius Car Mechanics and 

Business School (further in the text VAVM) targets, seeking at teaching quality improvement, 

the institution will become the ambassador of micro-credentialS and digital badges in VET 

sector and will be using them in VAVM in future in order to suggest wider scope of services 

and improve the teaching quality.  

VAVM is very active in WBL in VET, the institution has set procedures and responsible people 

to assure the smooth and qualitative process in place. The amount of WBL cases in VAVM is 

increasing every year, if compared, in 2021- 2022 in post Covid 41 learners in WBL, in 2022 

- 2023 51 learners in WBL. In 2023 - 2024 82 learners in WBL.  

As for transnational mobilities for learners and staff, VAVM is active in cooperation with 40 

partners in different countries, in 2022 – 2023 30 learners mobilities and 30 staff mobilities 

were implemented, in 2023 – 2024 40 learners mobilities and 37 staff mobilities were 

implemented.  

VAVM is an Erasmus + accredited organization since 2020. The institution is actively 

organising mobilities for foreign partners from Estonia, Spain, France, Slovakia every year, 6 

VET learners and 2 VET teachers per group.  

Apprenticeships were introduced to the public in 2013 in Lithuania while chairing the Council 

of the European Union (EU). Apprenticeship has become the priority of the National Education 

Strategy (2013-2022 the tool of the National Employment Programme (2014-2020) and the 

National Reform Agenda (2014). In 2019 A Description of the Procedure for Organizing 

Vocational Training in the Form of Apprenticeship of the Republic of Lithuania was prepared 

and approved.  

In 2019, only 3 percent of VET pupils were learning in the form of apprenticeship (the set 

target was 20% by 2020). It is obvious that apprenticeship in Lithuania has not yet established 

itself as a popular form of training and as clearly defined form of training. Apprenticeship is 

most successfully implemented among individuals who already have work experience, and 

apprenticeship is the way for them to gain formal qualification, improve existing qualification 

or retrain for another field of activity. This form is more understandable for employers, 
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corresponds to the level of business maturity and involvement in the formation of the labour 

market.  

The most successful proven apprenticeship programmes have been in areas where the labour 

market in the region has experienced the greatest shortage of skilled workers. The experience 

of VET shows that employers is not the proactive link in this process when organizing 

apprenticeships (the reasons are various - lack of information and trust, fear of responsibility, 

etc.). In such a situation, the VET provider usually takes a pro-active search for apprenticeship 

partnerships with employers based on the experience already gained and the insights of the 

employers. 

The Local Research Report for WP2, STREAM project, was developed using variety of 

research methods: interviews, observations, and official documents. 

For desk research the local official and recommended by Lithuanian Ministry of Education, 

Science and Sport resources were analysed, including Country reports from CEDEFOP, 

OECD, Eurydice, also the material, advised by Qualifications and Vocational Education and 

Training Development Centre, was taken into consideration.  

For field research various stakeholders were approached: business representatives (7 

companies - social partners), official decision makers from Lithuanian Ministry of Education, 

Science and Sport and Qualifications and Vocational Education and Training Development 

Centre (5 persons), VET representatives – from 7 different institutions), VET learners (6 

postgraduates).  

Because of different locations of our interviewees, individual interviews, using a mix between 

structured and unstructured questions, contact and online interviews, took place. A set of 

predetermined questions, prepared by STREAM partner Rinova was used. Flexibility in 

questions in order to collect potentially valuable information was applied. 

6.2 Summary of the relevant position in Lithuania’s VET system and work-based 

learning (WBL) 

Lithuania has a Vocational Education and Training (VET) system, which is governed by the 

Law on Vocational Education and Training, passed in 1997, actual version of 2024.04.30 it 

can be found here. This law establishes the framework for VET in Lithuania, outlining the rights 

and responsibilities of VET providers, learners, and other stakeholders. It also sets standards 

for the quality of vocational education and training programmes, as well as the certification 

and recognition of qualifications. VET curricula were updated in 2015 and included a move to 

https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/TAIS.45299/asr
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modular VET programmes. VET curricula are updated on an ongoing basis, as professional 

standards are updated (Eurydice, 2019). 

VET in Lithuania is offered from lower- to post-secondary education (ISCED levels 2 to 4). To 

acquire a VET qualification, learners take a specified exam, after which a VET diploma is 

awarded. Programmes are modularised; the minimum duration is 30 credits acquired in a half 

year. 

Lower secondary level VET programmes (up to 3 years, ISCED 252 and 254) lead to 

qualifications at EQF level 2. They are open to learners over 14 and training is mandatory until 

age 16. Those without completed lower secondary education can study VET along with 

general education. 

At upper secondary level: 

• programmes with duration of up to 2 years lead to a VET qualification at EQF 

level 3 (ISCED 352) and prepare learners for entering working life; 

• 3-year programmes lead to a VET qualification at EQF level 4 (ISCED 354) and 

a matura diploma giving access to higher education and post-secondary 

programmes (ISCED 454). To receive a matura diploma a learner must take at 

least two matura exams. Graduates who apply to higher education ISCED 645 

and ISCED 655 programmes in the same field of studies are awarded 

additional entrance points. 

Post-secondary level VET programmes (up to 2 years, ISCED 454) lead to a VET 

qualification at EQF level 4. Six EQF level 5 VET programmes delivered jointly by VET 

institutions and colleges are being piloted in 2020 and 2021. 

• Apprenticeships are part of formal VET; the regulation stipulates employers' 

responsibility to ensure that apprentices acquire the learning outcomes defined in the 

VET programme. The above mentioned Description of the Procedure for Organizing 

Vocational Training in the Form of Apprenticeship of the Republic of Lithuania on 

Vocational Education and Training specifies also the main conditions for 

apprenticeship delivery: work and learning time should not exceed 48 hours per week 

in total; apprentices' salaries should not be less than the minimum wage; and learning 

time spent in VET institutions would not be paid by the employer and should not exceed 

one third of the contract duration. 
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• As currently VET programmes are being reviewed including digital, green and 

inclusion skills, this being the initiative of Ministry of Education, Science and Sport, 

stakeholders in WBL are aware of the changes coming up and act accordingly to 

correspond the current programme content. 

• Following the update of 2018 Law on VET, individuals can acquire two VET 

qualifications free of charge; for others, CVET programmes are offered for a fee, 

except for the unemployed and those at risk of unemployment whose training is 

supported by European social fund (ESF) projects. A voucher system allows the 

unemployed to choose the training provider. The provision of training is based on 

contracts between the local public employment service, the unemployed and, if 

applicable, the enterprise (which undertakes to employ the person after the training for 

at least 6 months). 

• Due to the demographic decline in the young population, the number of young IVET 

learners has decreased by 32.27 % over 6 years. The share of adults in formal (C)VET 

programmes is steadily increasing, especially for ISCED level 4 programmes; in 2021, 

36.69 % of all IVET and 69% of CVET learners were adults aged 25 to 64. 

The Lithuanian VET system is primarily learning-outcome based, with a focus on developing 

specific competencies and skills relevant to various industries and occupations.  

Lithuania does not have a traditional dual education system like some other European 

countries, it does incorporate elements of work-based learning into vocational education and 

training programmes. This includes internships, apprenticeships, or practical training periods 

in collaboration with businesses and industry partners. 

Overall, the Lithuanian VET system combines theoretical knowledge with practical skills 

development, aiming to equip learners with the competencies needed for success in the labour 

market. 

From 2002, VET curricula in Lithuania have been competence-based, with clearly defined 

learning outcomes. Since 2018, sectoral qualification standards have been in development for 

all economic sectors; by the end of 2021, 24 new or updated qualification standards were in 

place. Based on these standards, VET programmes have been redesigned into modular 

programmes consisting of mandatory and optional modules. Modularisation allows learners to 

acquire a VET qualification by taking individual modules and choosing the most acceptable 

way and pace of learning. 
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The VET provider institution takes responsibility for the quality of the apprenticeship process. 

The process is ended with evaluation exam, where VET provider and business company 

representatives take part. The student after WBL and students having finished the VET 

standard programme, are passing the same tasks and the same exam. In Lithuania after 

finishing the programme, the apprentice gets the qualification of 4 level according to EQF and 

national qualification framework. For the first and second qualification, the studies are free of 

charge for Lithuanian citizens, it is Life-long learning process, the age limit is not defined.  

The competencies acquired by an apprentice are assessed and recognized in accordance 

with the procedure for the assessment of acquired competencies of a person established by 

the Minister of Education, Science and Sports. Having chosen the WLB path, the trainee can 

choose not the whole programme, but separate modules of the programme as well. In that 

case, having finished those, he/she is evaluated by VET provider and gets certificate of 

acquired competencies. Business enterprise is not involved in evaluation of module learning 

outcomes. The student can finish the desired programme learning separate modules. 

Work-based learning (WBL) is not mandatory for all VET trainees across all levels and types 

of VET programmes in Lithuania. However, it is commonly integrated into vocational education 

and training in various forms, depending on the specific programme and educational 

institution. 

 

 

1. Initial VET: 

   - WBL is often incorporated into initial vocational education and training programmes 

as common component in the form of internships, or practical training periods. 

   - These experiences provide learners with hands-on experience in real workplace 

settings, allowing them to apply theoretical knowledge to practical tasks and gain 

valuable skills. 

2. Apprenticeships: 

   - Apprenticeship programmes in Lithuania typically involve a combination of 

classroom-based learning (30% of time) and on-the-job training with an employer (70% 

of time). 
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   - Apprentices work under the supervision of experienced professionals to develop 

practical skills and competencies relevant to their chosen trade or occupation. 

   - Apprenticeships may vary in duration and structure depending on the specific 

industry and employer requirements. 

3. Higher VET and Technical VET: 

   - Work-based learning opportunities may also be available in higher vocational 

education and technical VET programmes, although they may be less common 

compared to initial VET. 

   - Some higher VET programmes may include internships, industry placements, or 

collaborative projects with businesses as part of the curriculum. 

In order to foster, summarize info about apprenticeship and encourage discussions from 

employers’ side, the website with Apprenticeship updates was developed by the supervision 

of Qualifications and Vocational Education and Training Development Centre in Lithuania 

Individuals, who work in VET, typically need to meet pedagogical qualifications and 

certification requirements to ensure they have the necessary knowledge, skills, and 

competencies to effectively teach and train VET students. The specific requirements may vary 

depending on the level of education, the type of VET institution, and the role of the individual 

within the VET system. The main documents required in all institutions for VET Teachers and 

Trainers are a bachelor's degree in a relevant field and practical experience and expertise in 

their respective fields or industries.  

The Description of procedure for organizing vocational training in the form of apprenticeship, 

does not give the description of qualifications and certification required from those who work 

in VET. 

Re transnationality in VET in Lithuania – two layers have to be mentioned. 

In Lithuania, speaking about institutional involvement,  we have Educational Exchange 

Support Fund since 2007 successfully operating national agency, which is entrusted with the 

administration of the "Erasmus+" programme and other initiatives financed by the European 

Commission (EC) and the Government of the Republic of Lithuania in the field of education 

and training. 

https://smpf.lrv.lt/lt/struktura-ir-kontaktine-informacija/apie-svietimo-mainu-paramos-fonda/
https://smpf.lrv.lt/lt/struktura-ir-kontaktine-informacija/apie-svietimo-mainu-paramos-fonda/
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The foundation administers more than 50 different activities, which are relevant for students, 

seniors, kindergartens or schools, and higher education or other education-related institutions. 

Various educational entities, associations, business or non-governmental organizations, other 

structures seeking to improve their field of activity or raise the qualifications of employees can 

also take advantage of the opportunities provided by the fund. 

The second layer is educational entities. In case of transnational projects’ initiatives 

development, it is usually performed by separate VET providers under Erasmus + programme 

projects, usually international internships, both sides, not WBL cases, for foreigners in 

Lithuania and Lithuanians in foreign countries. Up till now, transnationality is not the process, 

initialized by the Ministry of Education, Science and Sport in Lithuania. 

6.3 Summary of the relevant position to STREAM concerning Lithuania’s 

national qualification framework and WBL 

The qualifications provided in all education chains in Lithuania are divided into 8 levels, the 

learning outcomes are described by the complexity, independence and variability of the 

activities that the qualified person is ready to perform. Descriptions of the levels of the 

Lithuanian Qualifications Framework in Lithuanian are presented here. 

• The approval of the Description of the structure of qualifications in Lithuania was passed 

in 2010 and is constantly reviewed. The latest version of 2019 is here xix. Institution, 

responsible for enforcement of the Description is Qualifications and Vocational Education 

and Training Development Centre. 

• Regarding registration in order to be part of NQF, in Lithuania an open system of 

information, counselling and orientation, the main purpose of which is to provide 

information about educational opportunities, AIKOS, is established xx. 

•  AIKOS creates opportunities to search for information about professions, qualifications, 

study and training programmes, educational and scientific institutions, admission rules, 

teaching licenses, "Europass" certificate supplements, education and employment 

statistics, etc. 

• Areas of application of LTQF:  

- approval of professional standards and descriptions of study areas; 

-  creation and implementation of professional training and study programmes, 

formulation of the results of education according to general education programmes; 

- assessment and recognition of competences acquired through formal, informal or 

self-education, granting and recognition of qualifications; 

https://www.kpmpc.lt/kpmpc/wp-content/uploads/2015/11/LTKS-EKS-lygiai.pdf
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- assessment and recognition of qualifications acquired in accordance with 

educational programmes of foreign countries and international organizations; 

- Issuance of documents certifying the acquired qualification to individuals, 

indicating the level of the qualification granted; 

- Management of the Register of Studies, Training Programmes and Qualifications. 

 

• All new NQF qualifications certificates, diplomas and Europass documents issued by 

competent authorities make a clear reference to the relevant EQF level. 

• The purpose of the linking of the NQF and the EQF is to demonstrate to the people of 

Lithuania and other European countries how the Lithuanian Qualifications Framework 

(NQF) relates to the European Qualifications Framework, and to help them prepare for the 

explicit reference to the appropriate level of the European Qualifications Framework in the 

evidence of qualifications issued in Lithuania. The methodology for linking the LQF to the 

EQF was based on the principle of best fit. 

• The linking of the NQF and the EQF gives benefits to different interest groups (pupils, 

students, employers, employees, education providers, etc.), i.e.  

- Facilitates pathways and opportunities for acquiring and upgrading qualifications; 

- Facilitates learning and labour mobility at home and internationally; 

- Promotes lifelong learning through the flexible application of all forms and modes 

of formal, non-formal and informal learning; 

- Facilitates the recognition of all or part of qualifications, individual and non-formal 

learning and informal learning, 

- Increases the transparency of qualifications acquired in other countries, 

- Improves the match between labour market needs and the supply of education and 

training and help to plan how many and which skills are needed. 

To ensure compatibility and alignment with European standards in VET, in Lithuania we 

have: 

1. Level Alignment: The Lithuanian NQF has been structured to align with the 

EQF levels, ensuring consistency and comparability with other European 

countries. 

2. Learning Outcomes: both the EQF and the Lithuanian NQF emphasize learning 

outcomes-based approaches to qualifications. This means that qualifications are 

described in terms of the knowledge, skills, and competencies learners are expected to 

possess upon completion. 

3. Quality Assurance: the EQF promotes quality assurance mechanisms to ensure the 

reliability and validity of qualifications. Similarly, the Lithuanian NQF includes quality 
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assurance processes to maintain the integrity and credibility of VET qualifications. This 

may involve external evaluation, accreditation of VET providers, and ongoing monitoring 

of educational standards. 

4. Recognition and Mobility: the EQF aims to facilitate the recognition of qualifications 

across Europe and enhance the mobility of learners and workers. By aligning with the 

EQF, the Lithuanian NQF supports the recognition of Lithuanian VET qualifications in other 

European countries and vice versa. 

 

Quality assurance arrangements involve both internal and external mechanisms to 

monitor and evaluate the quality of VET provision:  

 

1. External Quality Assurance: 

 

   - VET in Lithuania is subject to external evaluation and inspection by the National 

Education agency (NEA) and the State Labour Inspektorate (SLI). NEA is responsible for 

evaluating the quality of VET institutions and programmes, while SLI oversees compliance 

with occupational health and safety regulations in workplaces where VET is conducted. 

   - External evaluations involve site visits, document reviews, interviews with stakeholders 

to assess the quality of teaching and learning, facilities, curriculum, student support 

services, and compliance with legal requirements. 

   - The results of external evaluations and inspections are used to identify areas for 

improvement, provide feedback to VET providers, and inform policy decisions. These 

results are published in a standardized format and are not available for public usage. 

2. Internal Quality Assurance: 

   - VET providers in Lithuania are also responsible for implementing internal quality 

assurance mechanisms to monitor and improve the quality of their programmes and 

services. 

   - Internal quality assurance processes include self-assessment, feedback from 

stakeholders, regular reviews of teaching and learning practices, and continuous 

improvement initiatives. 

3. Publication of Inspection Results: 

   - Some information about the outcomes of external evaluations and inspections may be 

accessible through official reports or announcements from the responsible authorities, but 

https://www.nsa.smm.lt/
https://www.nsa.smm.lt/
https://www.vdi.lt/Forms/EN.aspx
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this can vary depending on the specific evaluation process and the discretion of the 

authorities involved. 

• Vocational Education and Training (VET) providers are required to adhere to specific 

quality assurance requirements when designing and offering Work-Based Learning (WBL) 

components within VET programmes. In Lithuania there are professional standards 

developed for the separate programmes. These standards are aimed at ensuring 

relevance, conformity to the regulations of the professional programme content developed. 

 

1. Compliance with Legal Regulations: 

- VET providers have to ensure that WBL components within VET programmes comply with 

relevant national laws and regulations governing vocational education, labour practices, 

occupational health and safety, and other related areas, such as student rights, working 

conditions, supervision, insurance coverage, and liability issues. 

 

2. Partnership Agreements: 

 - VET providers are encouraged to establish formal partnership agreements with employers, 

industry organizations, and other stakeholders involved in providing work-based learning 

opportunities. 

- These agreements should outline the roles, responsibilities, expectations, and commitments 

of each party involved in the WBL arrangements, including the duration of placements, 

learning objectives, assessment criteria, and support mechanisms for students. 

 

3. Learning Outcomes and Assessment: 

  - VET providers must clearly define the learning outcomes and competencies that students 

are expected to achieve through WBL experiences. 

  - Assessment methods and criteria should be developed to evaluate students' performance 

and achievement of learning outcomes during WBL placements. 

 - VET providers should ensure that assessment processes are fair, valid, reliable, and 

consistent with national and industry standards. 

 

4. Monitoring and Support: 

 - VET providers are responsible for monitoring the quality and effectiveness of WBL 

arrangements and providing appropriate support to students and employers.  This may involve 

regular supervision visits, feedback sessions, mentoring or coaching support for students, and 

assistance with resolving any issues or challenges that arise during WBL placements. 
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5. Evaluation and Improvement: 

 - VET providers should conduct evaluations of WBL components within VET programmes to 

assess their impact, identify strengths and areas for improvement, and inform future planning 

and decision-making. 

  - Feedback from students, employers, and other stakeholders should be collected and used 

to improve the design and delivery of WBL experiences. 

6.4 Industrial and occupational sectors and classifications   

What is meant speaking about industrial sector WBL – manufacturing, automotive, electronics, 

renewable energy companies, whereas occupational sector WBL are in construction, 

healthcare, hospitality companies. 

In Lithuania, and especially in the regions of the country, small and medium-sized businesses 

predominate. SMEs in Lithuania are not inclined to get involved in WBL programmes due to 

the existing costs and the specifics of the business.  

In case of big industrial companies, they see communication with VET providers and WBL as 

the possibility of attracting future employees. 

In 2018 the company "Spinter research" performed the survey of 1.013 representatives of 

Lithuanian business companies, where representatives were asked about the company's 

cooperation with VET institutions and involvement in WBL. It became clear that, at that time, 

in general, 77 percent of respondents did not cooperate with any VET provider. It was also 

found that the bigger the company, the more it cooperates with VET institutions. If the 

company does not cooperate with VET institutions, it is difficult to persuade such a company 

to participate in WBL. The study also showed that the companies operating in the 

manufacturing sector, if compared to other sectors of the country, maintain cooperative 

relations more often with vocational training institutions and are involved into WBL. 

So consequently, main difference between industrial and occupational sectors is that industrial 

sector was the first to understand the advantages of cooperation with VET institutions and 

WBL.  

Based on the findings of field research, having interviewed VET representatives from different 

Lithuanian regions, at present more and more companies in industrial and occupational 

sectors are getting involved in WBL. The main reasons being increasing social perspective 

and possibility to attract future employees.  
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Taking into account the experience of VAVM, business companies in transport sector 

understand the cooperation between the education and business sectors to be very important. 

VAVM has long term partnership agreements with more than 90 employers, and usually 

employers apply for responsible for WBL to continue cooperation and carry out 

apprenticeships. 

 

6.5 STREAM-specific thematics: organising WBL and WBL mobilities 

In order to enhance the participants' WBL experience and strengthen the ties between VET 

providers and business companies, fostering a skilled and adaptable workforce, based on the 

findings of STREAM field research, VET staff, dealing with WBL or transnational mobilities, 

should have 

• Pedagogical skills in order to evaluate the developed curricula combining theoretical 

knowledge and practical skills,  

• Administrative skills in order to accurately document the WBL process 

• Mentoring skills in order to support the learner during WBL 

• Empathy in order to respond to emotional and psychological needs of WBL learners. 

• Communication skills in order to interact with WBL learner and business company master 

and solve the possible conflicts between the involved parties. 

Giving diversity of field research opinions, findings from interview with specialist, directly 

responsible for WBL implementation in VAVM about the competencies of staff, professionally 

working with WBL, additional competencies mentioned: 

• Knowledge of the functioning of the education system and vocational training, content of 

modular programmes, competences, qualification requirements. 

• Knowledge of the legal aspects in order to understand the responsibilities and duties of 

educational institutions and employers. 

• Organizational skills are important, the ability to plan and organize the implementation of 

apprenticeships according to training programmes, including drawing up individual 

learning plans for apprentices, managing documentation. 

• Problem solving, being able to quickly and efficiently find solutions to problems that arise 

during the implementation of the apprenticeship.  
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In order for WBL and mobilities to be beneficial for both students and the organization, 

according to different opinions of STREAM field research participants from Lithuania, Sector 

managers should have: 

• technical specific skills, in order to share knowledge and experience relevant to the 

individual training plan of the WBL participant 

• management skills in order to support effective WBL participant work planning and 

managing necessary resources 

• pedagogical skills, in order to plan individual learning experiences that integrate theoretical 

and practical training, providing guidance, support, and assess learners’ progress 

feedback, adapt the specific knowledge to the apprentice’s individual training programme 

• Communication skills in order to manage possible conflicts, arising during training, show 

respect to learners from fragile environment, guarantee effective interaction between 

learners and other employees 

• be in good contact with VET provider WBL tutor to effectively monitor the process both 

sides and should be involved in the process from the beginning in order to properly support 

the learner  

Managers in the private sector developed necessary skills play very important role in the 

success of WBL in order to provide valuable learning experiences for WBL learners and 

mobility participants. 

In order for the WBL process and mobilities to be successful, different providers have their 

own processes, procedures and personnel involved.  

 In VAVM, learners find out about WBL possibility at very first contact with school. Career 

counsellor is visiting gymnasiums, inviting pupils to open doors in VAVM and while giving 

presentation about the school, informs about possibility of transnational mobilities and WBL. 

New coming learners have Introduction into Profession course where they get the overview of 

possibilities at school and again get info about possibility to take WBL path. In VAVM a 

separate person is in charge of WBL and is available for learners for every inquiry about WBL. 

Learners are also aware about the international mobility possibility at school as they get 

information from different channels: social media, staff, Erasmus+ sharing of good practice 

events. Everything is organised by project manager, dedicated to Erasmus+ programme 

activities. Those specialists work in cooperation with class teachers, profession teachers in 

order to identify pupils, who can participate in international mobilities or take WBL path.  
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So, in VAVM, specialists at different levels are involved into organisation of WBL and 

mobilities. 

• The Description of procedure for organizing vocational training in the form of 

apprenticeship, does not give the description of qualifications and certification required 

from those who work in VET. 

• Currently, various professional development and vocational training programmes can be 

found on the Internet, which are specifically designed for the organization and supervision 

of apprenticeships in other countries. Cases of successfully implemented apprenticeships 

in Lithuania are publicized on social networks, and good experiences are shared with 

students by inviting cooperating companies implementing apprenticeships to share 

information about apprenticeship opportunities. 

• No trainings, initialised by the Ministry of Education, Science and Sport are available for 

staff, involved in WBL either from VET or from business companies. There were separate 

initiatives, for example Erasmus + KA3 project Testing New Approaches to Training VET 

and Workplace Tutors for Work-based Learning (TTT4WBL) to develop set of issues to be 

presented in training and training materials developed for VET institutions’ and business 

companies’ WBL tutors. The piloting tandem trainings for VET WBL and business 

company tutors organised throughout Lithuania. Ministry of Education, Science and Sport 

was interested in the developed programme, but did not validate it as official training. 

VAVM and Kaunas Chamber of Commerce, Industry and Crafts were partners in 

TTT4WBL project. 

The implementation of ECVET in Lithuania is an ongoing process that aims to enhance the 

quality and attractiveness of vocational education and training. Lithuania's commitment to 

implement (ECVET) adopted in 2014, after starting the project "National ECVET experts", one 

of the main aims of which was to promote and develop the applicability and use of ECVET. 

Ausra Misone, partner in STREAM, and Head of Educational Department at Kaunas Chamber 

of Commerce, Industry and Crafts was one of ECVET experts in the project, sharing the ways 

of applicability and use of ECVET. 

 Modular training was introduced in professional training programmes, VET mobility charters 

were granted to VET institutions. When returning from mobility, students usually receive formal 

assessments, the Europass mobility document is used, however, ECVET is not typically used 

for crediting learning outcomes in Lithuania. 
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Furthermore, in Lithuania Qualifications and Vocational Education and Training Development 

Center was implementing European Qualifications Framework National Coordination Points 

2018-2020 project, where: 

Study "Implementation of the recommendations of the European Parliament and the Council 

on the approval of the results of non-formal education and self-education in Lithuania, changes 

and proposals for the system of assessment and approval of acquired competences of a 

person" developed; 

Brochure "Your mobility advisors". The project is financed by the funds of the Erasmus + 

programme and the state budget of the Republic of Lithuania. 

Methodological recommendations for assigning qualifications to Lithuanian qualification levels  

VET programmes in Lithuania are increasingly designed based on learning outcomes, which 

is a core principle of ECVET but still there needs to be focused awareness and understanding 

of ECVET among VET providers and employers. 

6.6 STREAM-specific thematics: inclusivity 

Inclusive competencies development is top priority in Lithuania, taking into account the 

increasing number of learners with learning difficulties, from fragile background and 

immigrants from geopolitically unstable areas.   

In Lithuania, in 2023, 8576 teachers participated and got certificates for the course “Mission – 

inclusive education”. The topics covered:  

- basic principles of inclusive education,  

- methods of support and compensatory measures for learners with learning disabilities,  

- curriculum adaptation - real examples of working with learners with various needs,  

- structuring and optimizing the environment and education for learners with special 

needs,  

- education of highly sensitive students,  

- strong, aggressive and angry emotions - where do they come from and how to work 

with them? 

Teachers are allowed to change up to 30% of teaching programme content, diversifying tasks. 

This is done in order to support the needs of learners with individual needs. 
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The Ministry of Education, Science and Sport states that the same changes re inclusivity will 

apply to VET institutions as to the entire education system, no concentrated information from 

the Ministry, only a couple of press releases on the topic: priority attention is paid to helping 

learners with special educational needs, encouraging educational institutions to employ 

teaching assistance. This academic year, there are already 5,271 teaching assistants working 

in educational institutions in the country - this is almost a thousand more than last academic 

year, when 4,280 teaching assistants worked in schools. In the last four years, the number of 

these employees in schools has increased 2.5 times. 

In consultation with non-governmental organizations, taking into account the 

recommendations of experts from the Organization for Economic Cooperation and 

Development (OECD), the Ministry prepared the main directions for the development of 

inclusive education and planned the main works and financing until 2029. 

The main goal for inclusivity is educational assistance as close as possible to the student and 

the teacher. 

As previously mentioned, in Lithuania VET institutions concentrate on equal opportunities and 

inclusive practices. Sex/gender equality, race equality and cultural awareness are less 

concentrated on.  

Re accessibility for people with disabilities – absolutely all educational institutions are 

equipped for supporting learners/people with disabilities and because of specific programme 

requirements, learners with disabilities cannot learn in all VET programmes.  

Sharing of good practices of STREAM field research participants, when implementing 

apprenticeships, it is necessary to take into account aspects of inclusion and diversity to meet 

the needs and opportunities of different groups: demographic (age, gender, nationality), social 

and economic factors (family status, financial situation), educational level and achievements, 

cultural, regional and linguistic differences, physical and psychological aspects. 

Example from interview with CEO of business company: apprentices can choose their initial 

job position at the beginning of WBL (according to the modular vocational training programme 

for car body repair). The workflow in the company takes place on a circular basis, the 

apprentice chooses which starting position is more acceptable for him, in which team he is 

more confident. When the apprentice feels advanced, he can move on to the next more 

complex jobs requiring specific skills. If it is difficult to get along and fit in the team, the 

apprentice can move to another team. 
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Summarising the above mentioned, inclusivity in VET is on the priority agenda of decision 

makers in Lithuania and is stipulated in all levels in VET and WBL. 

 

6.7 STREAM-specific thematics: digital 

In Lithuania DigComp was involved in the Digital Agenda 2014-2020 as a recommendation for 

educational institution digital skills. The Ministry of Education, Science and Sport encourages 

VET providers to follow the DigComp framework in teaching programme upgrading and 

everyday operations. 

Digital skills development is a mandatory component of WBL scheme in Lithuania. In the WBL 

project applications for the Ministry of Education, Science and Sport, it must be foreseen that 

the apprentices will at least some extent improve their digital skills in addition to professional 

competencies. 

As in the field research business companies from transport engineering sector prevailed, the 

findings are that this sector is working according DigComp requirements, usually representing 

known car brands and for WBL learners in the companies there is strong engagement with 

digital technologies for learning at work. As part time VET learners spend at school, from the 

finding of the field research of VET professionals, participating from different regions of 

Lithuania, in VET provider institutions learners get digital technologies for professional life and 

for participation in society. This way they get a perfect combination of knowledge, skills and 

attitudes, recommended by DigComp framework.  

VAVM for several years conducted a survey from DigCompEdu Self-reflection Tools. SELFIE– 

a EU commission recommended tool to support learning in the digital age, was used. School 

profession teachers, school gymnasium teachers, VET learners and management was invited 

to participate in the survey.  

Based on this input, the tool generates a report – a snapshot of an institution‘s strengths and 

weaknesses in their use of technology and the management can act accordingly, having 

insights from process stakeholders. The platform also provides the tool – questionnaire with 

the report for VET providers implementing WBL. 

https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/b29fd8a0fa0811e4877aa4fe9d0c24b0/QgBwgSkDpP
https://cepis.org/digcomp-report-2021/
https://www.esf.lt/veiklos-sritys/profesinio-mokymo-programu-atnaujinimas/1300
https://www.esf.lt/veiklos-sritys/pameistrystes-programa/1156
https://education.ec.europa.eu/selfie
https://education.ec.europa.eu/selfie/about-selfie
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Re professional training and qualifications for VET staff – the Ministry of Education, Science 

and Sport is implementing the RRF project, financed with the funds of the New Generation 

Lithuania Plan for Economic Revitalization and Resilience. The aim of the project - to increase 

the attractiveness of vocational training and its compliance with the needs of the labour market 

and to achieve a better quality of vocational training by improving the competencies of 

vocational teachers and masters. 

During the project, it will be possible for Lithuanian vocational teachers from 44 Lithuanian 

vocational training institutions (the plan is to involve 1000 participants) to improve their 

technological and digital competences in the most advanced companies and institutions, in 

sectoral practical training centres equipped with modern technological equipment according 

to the fields of education (engineering, health care, business and administration, construction, 

IT, tourism etc.) and thus get acquainted with the work/production process of the relevant 

sector, test certain technical innovations in practice, acquire knowledge and practical skills in 

at least one of the areas described in the European Digital Competence Programme.  

Masters of companies and institutions will be given the opportunity to acquire pedagogical and 

andragogic knowledge in order to more professionally convey theoretical and practical 

knowledge during student internships, apprenticeships, and mobility. 

Another insight from STREAM field research VET professionals re digital competencies that 

are developed by VET learners in WBL and mobility visits: 

1. Information and data literacy: students learn to use digital databases, catalogues and 

specialized online platforms to find the necessary technical information, learn to determine 

what information is needed in order to effectively perform the tasks assigned by VET teachers 

and company masters. 

2. Digital content: pupils learn to integrate different data (photos, video material) into the 

reports required by the company, stored in the school's data systems.  

4. Security: learners learn how to handle personal and customer data securely.  

5. Problem solving: learners constantly improve their ability to use digital tools, various apps 

in order to solve client problems more effectively. 

Considered the above-mentioned information, it can be summarised that Lithuanian VET and 

WBL, with support of Ministry of Education, Science and Sport, are well equipped as for 

technological means and are acting in the DigComp framework. 

https://www.esf.lt/veiklos-sritys/kompetenciju-tobulinimas-profesinis-mokymas/1385
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6.8 STREAM-specific thematics: green   

Integrating green competencies into VET in Lithuania is crucial for developing a workforce 

equipped to meet the challenges of global green economy and sustainable development. 

Through comprehensive curriculum development, professional training and awareness 

initiatives, Lithuania can ensure that its VET programmes produce environmentally conscious 

and skilled professionals ready to contribute to a sustainable future. 

Green competence development as well as digital competence development are top priorities 

at policy level in Lithuania. Lithuanian Ministry of Education, Science and Sport  project has 

initiated  RRF funded project, where formal professional training programmes are reviewed or 

new ones are created, and one of the priority areas is green competences and digitization. It 

is planned to review 95 programmes over several years.  

There are already specific qualifications in the professional standards in Lithuania that 

contribute to  "green qualifications" for "green jobs" transformations. Some concrete examples: 

- the professional standard of the Environmental Protection Sector includes the qualifications 

for the maintenance of water purification and water treatment facilities, the Waste 

Management Sector, professional training programmes prepared or being prepared; 

- According to the professional standard of the production sector of electrical equipment, 

computer, electronic and optical products, electrical equipment assemblers are trained for the 

assembly of electrical equipment of renewable energy systems, electricians of production 

facilities will be trained to be able to perform technical maintenance of equipment for the 

production of electricity from renewable sources. 

- The professional standard for the machinery and equipment manufacturing, vehicle 

manufacturing, maintenance and repair sector describes the qualification of a vehicle 

electronics technician who will be involved in the maintenance and repair of hybrid and electric 

vehicles. 

Other professional standards in Lithuania include either individual competencies or 

competency boundaries related to the green transformation in the qualification descriptions. 

In all qualification descriptions, it is encoded that in vocational training programmes, alongside 

the requirements of occupational safety and health, occupational hygiene, and fire safety, 

environmental protection requirements must be introduced. Included are provisions on the use 

of sustainable materials, waste management, economical use of resources, organic farming, 

https://smsm.lrv.lt/lt/veiklos-sritys-1/smm-svietimas/profesinis-mokymas/nacionaline-profesinio-mokymo-pazangos-platforma/nacionalines-profesinio-mokymo-pazangos-platformos-darbo-grupes-susitikimai/
https://www.esf.lt/veiklos-sritys/profesinio-mokymo-programu-atnaujinimas/1300
https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/1f9f1fc0a73811e9aab6d8dd69c6da66?jfwid=saqd0kz19
https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/b93fe7a2824811e98a8298567570d639/asr
https://www.e-tar.lt/portal/lt/legalAct/f34187c0820b11e98436e02a0124fc68
https://www.kpmpc.lt/kpmpc/kvalifikaciju-formavimas/standartai-2/profesiniai-standartai/
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etc. The construction sector qualifications emphasize the principles of sustainable 

construction. 

As per STREAM field research findings, VET professionals were unanimous that teaching 

programmes include green skills and school communities in different VET providers 

implement various initiatives to develop and encourage green skills. The outcome for learners: 

• Knowledge of sustainable practices in various industries, such as energy (renewable 

energy) efficiency, waste management, recycling by applying the principles of circular 

economy. 

• Digital technologies and sustainability, using various technological solutions 

One more statement from VET professionals was that green competencies are integrated into 

VET curricula across different disciplines and sectors. 

Business companies’ representatives stated that they are keeping working standards to green 

agenda and VET learners are further developing their green competencies working in real 

workplace environment, for example pollution reduction, apprentices practice work with 

emission control technologies, test cars in transport sector WBL. 

Those practices lead to understanding the sustainable business models and getting to know 

corporate social responsibility principles. 

All things considered, green agenda issues are being focused on and introduced by all 

stakeholders in VET and WBL.  

6.9 Case studies   

For the first time in Lithuania – Vocational Trainer Qualification granted 

In April 2024, for the first time in Lithuania, the German – Baltic Chamber of commerce 

conducted the worldwide recognised examination for AdA International – Vocational Trainer 

Qualification (AHK) subsequent to the AHK course attended by in-company trainers from 

Continental location Kaunas. 

The high requirements for trainer aptitude in Germany served as a benchmark for the 

examination of trainers. The examination ensures that in-company trainers have the basic 

vocational and occupational training skills required to be able to train company trainees in an 

activity-based and process-oriented way. To conduct this examination according to German 
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quality standards, the AHK in Vilnius trained suitable examiners from companies, vocational 

schools, and vocational training institutes.  

The examination board conducted this examination in Lithuania for the first time, As the 

process consequence, we have successful graduates from Continental in Kaunas. 

Green initiatives in Vilnius Car Mechanics and Business School 

VAVM included a green course in the Strategic Action Plan 2023-2025. The green course is 

also included in the 2023 operational plan for the implementation of the 2023-2025 Strategic 

Plan. Environmental initiatives in VET: 

• The integration of Sustainability and green culture into the modules of the Vehicle Repairer 

and Vehicle Electronics vocational training programmes has been prepared. 

• In 2022-2023 m. the "Green course compass" project took place, during which students 

were encouraged to protect the environment, sort garbage and deposit. The slogan of the 

project is "Help the packages meet at the taromat!" Collect - give - use the money to 

improve the well-being of the school.  

• VAVM organizes and encourages the organization of events for students on the topic of 

the green course. The Association of Car Manufacturers and Importers gave lectures to 

learners and vocational teachers about responsible future service.  

• In cooperation with Vilnius Gediminas University of Technology, the conference "The 

Green Course Motivates" was organized, dedicated to the formation of an environment-

friendly work culture of future specialists. 

• The representative office of the German auto concern BMW in Lithuania opened the first 

"BMW laboratory" in the Baltic countries in VAVM premises. In this specially equipped 

classroom, future car mechanics can get hands-on with the most advanced technologies 

of the green future of cars, with a special focus on electric and hybrid equipment: a plug-

in hybrid BMW 5 series car, the battery of the BMW hybrid car, the electronic drive of the 

electric car "BMW iX3" with control electronics and rear chassis, a special rack, integrated 

electronic measuring devices - 12 volts for the electronic part of the car and for performing 

high voltage measurements, a diagnostic computer – future green technologies are in 

place. 

• The students of the tailor programme participated in the creative project "Towards 

Sustainability". During the creative project, the students worked together with the students 

of the Marie Laurencin Lyceum in Paris. The goal of the project was to revive the clothes 

and adapt them to today's fashion.  
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• Towards green mobility is also active with Erasmus+. The institution participated in the 

project "Innovation garage for garages". The project's creative working group developed 

and tested open educational resource training materials based on a workplace learning 

methodology related to electric/hybrid vehicle assembly and repair skills, mechatronics, 

electronic technologies and traffic safety procedures. The created didactic resources can 

be used by vocational training institutions for the training of mechatronics operators, car 

repairmen, higher education - for the training of future transport engineers. These 

resources can also be transferred to other training locations, for on-the-job training in car 

repair companies for continuing employee training. 

7 COUNTRY BASED CONCLUSIONS 

7.1 SPAIN 

Within the Spanish context, there is a National Qualifications Framework (MECU), which 

entered into force in 2021, which has led to the standardization and recognition of 

qualifications across different education sectors, including VET, ensuring the validation of non-

formal and informal learning, particularly through Work-Based Learning experiences. It is 

important to remark that the MECU framework aligns with the European Qualifications 

Framework (EQF), ensuring the compatibility and recognition across Europe. In this regard, it 

also important to remark that the MECU framework is no needed from a registration process. 

On the contrary, its main aim is the standardization of the qualifications across all the 

educational levels. In the specific context of VET education, and, more particularly, when 

addressing WBL experiences, the importance of the MECU framework lies in that this 

instrument ensures that practical learning experiences are effectively integrated and 

recognized.  

Regarding the industrial and occupational sectors in Spain, it is worth mentioning some key 

problematics encountered within the country context: a) the economic and industrial 

disparities: Spain is divided in many autonomous regions, which is translated into core 

differences on how to address the different sectors in the labour market, which leads to 

economic and industrial disparities; and b) once again, regarding to the regional differences 

across the Spanish territory, another key issue to be considered is that VET programmes are 

usually adapted to address the specific regional labour market demands, which lead to a great 

disparity of the set of skills displayed by the learners depending on the territory they have 

studied. Regarding this specific aspect of the investigation, it can be observed that the regional 

division of the Spanish territory has led to a double-edged sword: on one hand, the regional 

https://www.ig2euproject.com/
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diversity leads to a unique set of different specific skills for learners and workers, and, on the 

other hand, this structural diversity makes more difficult to standardize VET practices across 

the country.  

When addressing the matter of organizing WBL experiences and mobilities, Spain has 

demonstrated to have clear and effective frameworks and tools in order to arrange mobilities 

and trainings abroad. Nevertheless, some aspects to ameliorate have been arisen, being 

those aspects: a) a need for a common language of understanding between VET centres and 

companies; b) more knowledge for both companies and VET teachers and providers on 

bureaucracy regarding WBL experiences in order to better understand those processes; and 

c) a need for a better communication between companies and VET centres in order to align 

the learning objectives and outcomes that the student should acquire during their WBL 

experience.   

Regarding the specific competence of inclusion, from a first sight, it seems that the 

competences already acquired by VET teachers, companies, and students are more than 

suitable to enhance a good teaching-learning process. However, one of the key insights of the 

present research is that, although there are tools to effectively integrate inclusive competences 

in VET centres and companies, there is not a mandatory standardized protocol on integration 

policies to be followed by VET centres and companies when addressing WBL experiences. 

Besides, even if inclusion seems not be a barrier in most of the levels defined in the frame of 

the word, a great barrier has been identified: seemingly, according to the information provided 

by the primary research, there are certain socio-economic barriers that prevent students from 

taking WBL experiences.   

In the context of digitalization and digital skills, Spain seems to count with a robust digital set 

of digital competences. It is worth mentioning that the digital transformation in VET in Spain is 

structured always around the DigComp Framework. According to the information gathered, it 

could be said that, in VET education, Spain is at the forefront of the European Union. It is true 

that some disparities between ages ranges can be observed, and that it could be considered 

as a barrier. However, Spain seems to provide a suitable and aligned set of digital skills for all 

the groups involved in WBL experiences, fostering great WBL experiences in this regard.   

The situation changes drastically, for instance, when addressing the subject of green 

competences in this national context. In the case of digital competences, all the subjects of 

the investigation knew of its existence or, at least, new about its content. On the contrary, 



                     

  134 

when addressing green competences, little to none of the participants knew of the existence 

of the GreenComp beforehand. Besides, when the subjects were questioned on what were 

the green competences that they should implement in their daily basis at their study centres 

or in their working environments, the only green competences they could mention was 

“wasting less paper” and “recycling”. Moreover, the most preoccupying though extracted from 

this research on the present subject was the lack of ability of the participants in the research 

of linking the use of digital competences with the enhancing of green ones.    

As for the concluding thoughts about the cases of study, they show great initiative from higher 

education centres and companies. However, according to the information provided, VET 

centres seem to be quite apart from these innovation hubs displayed. Micro-credentials in 

Spain are still something that are little known and recognized by VET environments. Proof of 

this assumption is the anecdote of that, while performing the focus group with teachers for the 

Spanish context, the definition of micro-credentials was something foreign for the participants, 

since it does not arrive to their daily basis yet.   

In conclusion, Spain counts with a great basis to display a micro-credential framework. 

However, socio-economic, linguistic and understanding barriers can act as the breeding 

ground for a great gap between traditional certifications frameworks and the one based on 

micro-credentials. Nevertheless, the MECU framework will act as a great tool in order to 

synchronize and introduce micro-credentials in Spanish context in a smooth and 

comprehensive way for all the parties interested in developing WBL experiences.  

7.2 GREECE 

 

Strengths of the system 

 

• The Ministry of Education and Religious Affairs along with The National Organization 

for the Certification of Qualifications & Vocational Guidance (EOPPEP) oversees VET and 

certifies vocational qualifications and quality assurance in VET programmes. They also 

cooperate with the Ministry of labour and the Manpower Organization (DYPA), ensuring that 

curricula align with economic and industrial trends.  

• Through Erasmus+ programmes, VET institutes get significant funding for mobility 

projects, staff training, and partnership building among European VET providers, enhancing 

the educational process through cross-border learning experiences. Also, European Social 

Fund (ESF) contributes to modernizing facilities, developing new curricula, and training 
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educators, improving the effectiveness and appeal of VET. Greece leverages its rich cultural 

and historical background to enhance educational programmes, making them attractive for 

international students and participants in mobility programmes.  

• The new Law of 2024 introduces very important reforms in STREAM related fields. 

Firstly, it announces the establishment of Career Advice Offices in every VET institute (SAEK) 

that will advise and support trainees on WBL (internship/apprenticeship), developing 

synergies with the local market. There will also be regional Boards for the Connection to 

Production and Market (S.S.P.A.E), acting as an umbrella organization for both VET schools 

and non-formal VET institutes. Secondly, Model Vocational Educational Schools will apply 

innovative teaching methods and will offer their students opportunities for transnational WBL. 

Finally, with the new Law it is possible for VET institutes to issue digital certificates and micro-

credentials through the Single Digital Portal which shall also be placed at the level of the 

National Qualifications Framework corresponding to the learning that led to their award.  

  

Weaknesses and areas for improvement  

 

• VET staff need more comprehensive training to support trainees for WBL at a national 

or transnational level. This includes language training, cultural competency, and 

understanding the international labour Market.  

• Professional Development is the teachers' responsibility and there are few institutions 

which provide extensive training to their staff.  

• WBL practices need a lot of improvement as the curricula are not updated as often as 

it should and lack of proper advice to trainees results in mismatches and negative experiences 

for all actors. In VET non-formal institutes, students are expected to find internship positions 

on their own, whereas apprenticeship positions in small size companies do not offer trainees 

chances of proper mentoring. Trainees should be better equipped with practical skills and real-

world experience before entering the workforce. This requires closer collaboration between 

VET institutions and industries.  

• Transnational WBL experiences are limited to short mobilities, and lengthier ones are 

very rare because of lack of trained staff to organize them. Most institutes do not have the 

human resources to deal with the demands of transnational WBL and there are also cultural 

and language barriers to be considered prior to any mobility. Transnational WBL requires more 

comprehensive preparatory programmes to ensure students are ready for international 

experiences.  

• The COVID-19 pandemic has highlighted the need for adaptability in education. Greek 

VET institutions have started integrating more digital tools and platforms to support remote 
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learning, but there is still progress to be made. This involves not only technology adoption but 

also training staff and students to effectively use digital tools. 

• Unlike digital skills, GreenComp is not fully integrated into the VET system, and it 

seems to apply only to certain specialties that have to do with Sustainable Energy. Although 

Greek companies and economy in general are committed to getting greener, VET education 

and training seem to lag behind.  

• Inclusiveness may be supported by National authorities as regards the access to VET 

schools and institutes but in practice (in WBL experiences) is still a “sensitive” matter and most 

institutions lack the means, the practices and the knowledge to deal with such issues. On the 

other hand, companies have difficulty offering inclusive oriented WBLs especially to people 

with disabilities as most company mentors or supervisors do not have the skills to handle 

them.  

  

Greece can benefit from studying countries with advanced NQF systems, strong digital and 

green competency integration, and effective VET staff training programmes. Active 

participation in Erasmus+ and other EU initiatives enhances students' and staff's cross-border 

learning experiences, promoting international competencies and best practices.  

For vocational educators and trainers, Micro-credentials can serve as a means of continuous 

professional development, ensuring they remain current with the latest industry trends and 

teaching methodologies. This helps maintain high standards of instruction within the VET 

system.  

 

7.3 ITALY 

The context of the VET system and the WBL in Italy: The VET system in Italy is 

characterized by a plurality of institutional actors at national and regional level, which define 

the training paths and professional qualifications. WBL is an essential component of VET 

courses and takes various forms, such as apprenticeships, school-work alternation and 

internships. 

The quality of VET and WBL in Italy: To ensure the quality of VET and WBL, Italy has 

adopted an approach that integrates different methods. Among these, we can mention the 

accreditation of VET providers, the monitoring and evaluation of training paths, the national 

skills certification system, the alignment with European and national qualifications frameworks, 

the involvement of social partners, the continuous training programmes for trainers and the 

use of European funds and projects. 
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The challenges and opportunities of microcredits: In Italy, microcredits are not yet referred 

to qualification frameworks (neither national nor regional) because national certification is 

linked to comprehensive skills. However, microcredits can offer flexibility and cumulativeness 

to learners, facilitate worker and student mobility and strengthen the link between VET and 

WBL. 

VET staff skills and training for WBL and mobilities: VET staff facilitating WBL and 

mobilities need to possess a range of competencies, knowledge and skills, including 

understanding of the VET system, technical skills and sectoral, employer engagement 

strategies, knowledge of legal and ethical frameworks, communication and networking skills, 

WBL planning and organisation, monitoring and evaluation of training courses, empathy and 

emotional intelligence. However, there is no formal requirement or certification for VET staff 

in this area, and participation in training courses is discretionary. 

The specific themes of STREAM: In Italy, these themes are relevant and evolving, and 

require greater awareness and training among VET staff and employers. Some of the 

challenges and opportunities concern understanding and sharing the values and expectations 

of the new generations, the effective and innovative use of digital technologies, the valorisation 

of diversity. 

 

7.4 IRELAND 

 

The report outlines the current situation of WBL and VET mobilities, focusing on three key 

themes: inclusivity, digital skills and green skills within WBL. The findings generally are very 

positive.  Analysis of the interviews reveals that VET staff and employers are dedicated and 

committed to providing high-quality WBL, ensuring learners are central to planning, 

developing and implementing WBL and VET mobilities.    

The NFQ within Irish education sector is inclusive and accessible.  It provides a unified and 

transparent structure for qualifications, benefiting learners, employers, and educational 

institutions.  Key strengths of the NFQ which are relevant to STREAM are: 

• Inclusive and accessible: The NFQ allows learners to build from a minor to a major 

award over a period of time, providing flexibility and promoting lifelong learning. 
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• International Alignment: The NFQ is referenced to the European Qualifications 

Framework (EQF), ensuring recognition and understanding across European 

member states. 

• Quality Assurance: The NFQ ensures high standards through internal and external 

quality assurance processes. 

• Support for WBL: The NFQ integrates work-based learning across various levels, 

essential for full-time programmes, apprenticeships, and traineeships. 

SOLAS under the Skills to Advance initiative has developed a wide range of FET MQs in the 

area of digital skills and green skills and are accredited by the NFQ ensuring recognition of 

skills. Courses can be stacked to create a special purpose award.   

The tables below highlight the positive aspects of each of the three themes addressed in this 

report and areas where Ireland could improve. 

Inclusion 

Positive Aspects Strategic Priority • Inclusion is a strategic priority in the FET 

strategy. 

• Recent reports from AHEAD provide 

recommendations on ways to implement 

reasonable accommodations in WBL within 

HE and FET sectors. 

• ALTITUDE charter 

Diverse student 

population  

• The FET sector serves a diverse student 

population, offering a wide range of supports 

and reasonable accommodations. 

Professional 

Development 

• Availability of PLD opportunities for FET 

staff to upskill in inclusion and diversity, 

such as the UDL Badge and micro-

credentials. 

• Practitioners are actively embracing and 

embedding UDL frameworks into their 

teaching practices. 
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• Development of Communities of Practice, 

providing a platform for sharing practices 

and supporting diversity in teaching 

methods. 

Areas for 

Improvement 

Reasonable 

Accommodations 

 

• Need for more formal reasonable 

accommodations to ensure all learners can 

participate equitably in WBL or VET 

mobilities.  

• Need for more formal work placement 

policies related to learners with disabilities. 

Consistency with 

Supports 

 

• Need for consistency across European 

countries in the availability of supports and 

reasonable accommodations for VET 

mobilities. 

• Need for uniformity among FET centres to 

ensure all learners receive similar supports, 

regardless of the centre they attend. 

• Need for more flexibility from Erasmus+ to 

seek funding at various times during a 

project for learners with additional needs. 

Staff Training 

 

• Need for further professional development 

to equip staff with skills to support and 

encourage learners’ participation in WBL 

and VET mobilities. 

 

Digital Skills 

Positive Aspects Strategic Priority • Digital transformation is a strategic priority in 

the FET strategy, focusing on developing 

relevant digital competences and skills for a 

digital society. 

Professional 

Development 

 

• Significant resources have been allocated for 

CPD for staff, including both internal and 
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external training programme, some formal 

qualifications at various NFQ levels. 

• Teaching staff are actively embracing and 

embedding TEL tools into their teaching 

practices. 

• Development of SOLAS micro-qualifications 

in the area of Digital Skills which are linked to 

the NFQ. 

Employer 

Involvement 

• Evidence that employers actively develop 

interns’ digital skills offering on-the-job 

training as well as certified programme. 

• Partnership with FET colleges and large 

Techs corporates to develop learners’ digital 

skills. 

Areas for 

Improvement 

Consistency in 

Digital Support:  

• Need for uniform digital support and 

resources across all FET centres to provide 

equal opportunities for all learners. 

DigComp 

Framework:  

• Need for more awareness of the DigComp 

Framework to ensure digital competences 

achieved during a WBL programme or VET 

mobility are aligned to the framework. 

Employer 

engagement:  

• Need to involve employer organisations in the 

development of appropriate training plans that 

address digital competences to be achieved 

while on WBL or VET mobilities. 

 

 

Green Skills 

Positive Aspects Strategic Priority 

 

• SOLAS collaborates with all 16 ETBs to 

advance green skills and sustainability in the 

FET sector, aligned with national and EU 

directives. 

• There are a number of Green Skills 

Initiatives within the FET sector ensuring a 

strategic direction for green education.  
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FET Micro-

Qualifications 

 

• Introduction of a suite of Micro Qualifications 

in Green skills under the Skills to Advance 

initiative, such as Sustainability in the 

Workplace which has relevance to the 

STREAM project.  

Erasmus+ 

Integration 

• Several ETBs throughout Ireland participate 

in Erasmus+ KA220 projects focusing on 

green skills. 

 Preparing and 

equipping 

learners with 

green skill 

• Evidence of Erasmus+ coordinators 

preparing learners prior to a VET mobility on 

sustainability practices. 

• Evidence of employers integrating 

sustainability into WBL. 

Areas for 

Improvement 

Staff Training • Need to enhance professional development 

opportunities for staff to support the 

integration of green skills into their teaching 

and learning practices. 

GreenComp 

Framework 

• Low levels of awareness of GreenComp 

Framework. 

VET staff and employees responsible for coordinating WBL and VET mobilities are dedicated 

and committed to providing high-quality WBL, they are well qualified and feel training they 

receive from The National Agency, Léargas equips them with a certain level of skills and 

knowledge to implement such programmes. There is an opportunity to further develop the 

knowledge, skills and competences of VET staff and employers who are involved in WBL and 

VET mobilities. The findings from the research demonstrate a strategic priority both from 

Europe and Ireland around the themes of inclusion, digital skills and green skills.  The case 

studies in the report highlight a variety of interesting work happening in these areas in Ireland 

and an appetite to engage in further learning and development of these themes. 

7.5 LITHUANIA 

• The Lithuanian context is strong for STREAM in all selected competence areas: 

inclusive, digital and green skills. Those skills are set as priorities at policy makers 

level and supervised by policy implementers. 
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• The usage of Micro-credentials needs to be fostered as at present there is modular 

training in VET, but there should be stronger focus on implementation of Micro-

credential system in Lithuania. As Micro-credentials certify the learning outcomes of 

short-term learning experience and it is proven by practice that they offer a flexible, 

targeted way to help people develop the knowledge, skills and competences, this is 

still area for improvement in Lithuania. 

• In Lithuania, there are only separate project-based initiatives for using Micro-

credentials in VET and in the NQF systems. This also remains area for improvement. 

• There remain many poor practices in training and preparing VET staff to support 

learners for WBL. There are separate project initiatives, trying to prepare the unified 

info needed for the VET staff, but the final responsibility remains for VET provider to 

have proper procedures in place to prepare VET staff to support learners for WBL. 

• For the support of international mobilities, the Education Exchange Support Fund 

organises seminars about implementation of Erasmus+ project winners, part of that 

seminar is about VET mobilities. This is the biggest support VET staff receive and the 

mobilities are being implemented based on personal staff experience. As VET staff, 

implementing Erasmus+ initiatives, staff usually have experience and would not 

consider this as the main drawdown. 

• At present, practices in preparing trainees for WBL are totally dependent upon VET 

provider. Ministry of Education, Science and Sport issued the previously mentioned 

description of the procedure for the organization of vocational training in the 

apprenticeship form and implementation of the project continues, encouraging WBL 

in Lithuania, but still no methodological material has been developed. 

• Digcomp and GreenComp are the top priorities of the Ministry of Education, Science 

and Sport, the professional programmes are being renewed prioritising those skills. 

Lithuania is already in a state of skills transformation; VET providers and business 

companies mostly strive to act according to Digcomp and GreenComp framework 

principles. 

• VET providers learned much from Covid the experience. Various digital tools are used 

during workshops, and all teaching material is uploaded in VAVM’s case in a Moodle 

platform in order not to be at risk of force majeure situations. Such situations and how 

they are deal with depends on the training programme or sector. For example, one 

should have hands-on contact approach in car mechanic programmes, whereas it can 

be easier to work remotely according to the given instructions in hospitality sector. The 

main lesson: teaching material in an online platform. 
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8 OVERALL OBSERVATIONS AND NEXT STEPS 

 

STREAM is informed by both ‘bottom up’ and ‘top-down’ perspectives. In the case of top down, 

a series of studies recognise that any development based upon Micro-credentials in the field 

of VET faces a series of challenges. These challenges are multi-faceted and are catalogued 

in some detail, in CEDEFOP (2022) 'Micro-credentials for labour market education and 

training: First look at mapping Micro-credentials in European labour-market-related education, 

training and learning: take-up, characteristics and functions' and UNESCO (2023) Policy 

Paper 'Short courses, micro-credentials, and flexible learning pathways: A blueprint for policy 

development and action'.  

 

A further key starting point was the CEDEFOP research paper on Micro-credentials for labour 

market education and training, which was published in February 2023, which examined the 

emerging relationship between Micro-credentials and qualification systems. Its findings 

showed that developments in Micro-credentials and their incorporation into national 

qualification systems vary substantially between European countries. In most countries, 

discussions about Micro-credentials were at an initial stage, with a focus on better defining 

and standardising their role within national qualifications systems. In cases where discussions 

are more advanced, these are stimulated by current or completed reforms that aim to allow 

wider opportunities in terms of learning pathways. Since that study, CEDEFOP, the European 

Training Foundation UNESCO and OECD have continued to publish papers, studies and hold 

workshops, seminars and conferences into these issues, providing further attention and 

development.7 

 

It is widely acknowledged that new solutions to the deep-rooted challenges in VET are needed. 

Chief amongst these challenges is to make VET more relevant and bring it closer to the world 

of work - articulated by the Bruges Communiqué on enhanced European Cooperation in VET 

and 'Rethinking Education: Investing in skills for better socio-economic outcomes’ - now 

reinforced and updated in Europe through a raft of initiatives including the European Skills 

Agenda, the 2020 Council Recommendation on VET to meet the requirements of the future 

generated by economic, technological and societal changes and the Digital Education Action 

Plan 2021-27.  

 

7 At the international level, these studies and the most recent developments are returned to in the 
Blueprint that follows on from this Research report. 
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Alongside these considerations, the Covid-19 Pandemic demonstrated the vulnerability of 

WBL and VET to unforeseen events, on this occasion at a global level – but it also witnessed 

innovative and agile solutions for supporting work-based learners – ranging from the use of 

technology in new ways (AR, VR, digital platforms) to new ‘mindsets’ between VET providers 

and companies in industry and commerce. However, it also provoked a range of new 

challenges and, with them, unmet development needs on the part of VET staff to properly 

support their WBL trainees, particularly in an international context. These unmet needs join 

others – ranging from the need for new perspective in environmental sustainability (green 

skills) and capability gaps in working with certain vulnerable and diverse learners – which have 

always been there amongst WBL/mobility organisers but have also changed in their nature.  

 

To complement this top-down policy perspective and study programme, the purpose of our 

Research Report 'bottom up' has been to examine this context by engaging with stakeholders 

and practitioners ‘on the ground’ in the VET system in the five countries – specifically in the 

context of the STREAM project and its focus on WBL and on transnational mobility in VET.  

These are key areas of interest to both the European Commission and the Erasmus+ 

programme and yet arguably – with the obvious exception that any instruments that promote 

freedom of movement and mutual recognition of qualifications will be of interest and are, at a 

macro level, part of the Micro-credential impetus – they have had only limited and general, as 

opposed to specific attention in the studies focused on Micro-credentials.  

 

The sheer diversity of national and even regional imperatives in the policy and programme 

dimension in VET in Europe has always presented a challenge to making 'mutual recognition' 

a reality. The European Qualifications Framework provide a degree of benchmarking between 

national and sectoral arrangements with regards to occupational qualifications. Similarly, 

EQAVET provides a shared European reference framework through which VET authorities 

and providers can also benchmark their practices across a whole range of process 

requirements in the design, organisation, evaluation and quality improvement of VET. 

Nonetheless, true 'mobility of recognition' in VET, in this context remains elusive, with little to 

suggest that present, often well-established and embedded, national vocational and 

occupational standards and qualifications are able to seamlessly migrate their requirements 

to a European space of recognition and validation. 

 

Therefore, as the first part of developing the STREAM Micro-credential framework, it was vital 

that the consortium was able to deepen its own understanding with regards to the review the 

present state of the art. To do this, the research was designed to facilitate a ‘deep dive’ into 
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the situation as it is understood in 2024. This was, in turn, achieved by two means: First, 

making reference to relevant VET policy and practices, in terms of documented and published 

policies and plans at the national level in the participating countries. Second, via engagement 

with VET authorities and practitioners’ key informants. 

 

Where our research has been able to identify the present impetus towards Micro-credentials 

as having a presence or impact in Italy, Spain, Ireland, Lithuania or Greece, with regards to 

the National Qualifications Frameworks and VET systems in those countries, the individual 

partners have attempted to identify those factors. In the country chapters in this report, for 

instance, we can see that in Lithuania and Spain, for instance, Micro-credentials or alternative 

credentials are referenced explicitly in legal documents. (e.g. In 2021, Spain consolidated and 

incorporated its national procedures for the validation of non-formal and informal learning into 

the new organic law on education, and the organic law on universities).  

 

As an overall observation, the research findings appear to both strongly validate the essential 

case that was made by the STREAM consortium for the need for the STREAM project, on the 

one hand; and also, to confirm the essential challenge that it faces in its mission in a number 

of key aspects on the other.   

 

In summary, some of the results that generate the validating elements are: 

 

• The situational analysis presented by STREAM, contended that there is an absence 

of any qualification or certification framework for the recognition, accreditation of 

certification of VET trainers and company mentors operating in the field of WBL and 

transnational mobilities with reference to attainment in green digital and inclusive 

competencies. This is borne out by the research. Indeed, the research goes further 

and suggests that, in the NQFs covering VET trainers and others in the participating 

countries, there is no accreditation, framework or statutory requirements placed upon 

such personnel with regards to the planning and execution of WBL and transnational 

mobilities in general – let alone in the specific fields addressed by STREAM.  

 

• It was the contention of STREAM THAT it would be unlikely to be productive or fruitful 

that attempting to address this issue at the national level with Micro-credential 

development, in the context of being able to adhere to, or overcome factors tied up in, 

National Qualification Frameworks (NQFs) (i.e. for VET trainers or other related 

professions). From the evidence presented by partners in their review of their NQFs it 

seems that, irrespective of the extent to which individual NQFs are or are not 
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embracing the concepts behind Micro-credentials, there does not appear to be any 

prospect that a project designed at the European level would be able to address the 

situations reported in, for instance, Spain, Ireland, Lithuania, Italy or Greece. This 

suggests that STREAM’s focus on achieving ‘currency and relevance’ through its 

Micro-credential framework is best served by stepping out of engagement directly with 

NQFs at this time and focusing instead on (a) EU level instruments (i.e. the EQF, 

Europass, EQAVET) in its concept and design and (b) robustly pursuing its strategy of 

achieving ‘currency, relevance and legitimacy’ for any certification it develops through 

its extensive community of VET and WBL providers who are members or affiliates of 

the STREAM consortium partners, as represented by its (via the Eduwork.net 

foundations) ‘VET Network of Networks’ at the European level. 

 

• STREAM also highlighted the context of WBL and apprenticeships in the Erasmus+ 

programme, notably with regards to transnational mobility. It argued that even during 

the pandemic, such mobility was a priority for the EC and that this would continue.  

This case began by noting that, in 2021, there were approximately 649,000 participants 

in the mobility activities of the Erasmus+ programme. Of these, 12%, more than 69,960 

participants, concerned VET field. Indeed, now, according to EPALE, this increased to 

1.2 million participants in 2022, of whom 224,000 participated in VET, of whom 87% 

were learners/apprentices.8 At the time of writing, the figures are not available for 2023, 

but it is very unlikely that the numbers will have done anything other than increase 

further and potentially quite substantially. The increase of about EUR 30 billion in the 

Erasmus+ budget 2021-2027 and the novelty of accreditation, together with the 

recovery after the downturn due to COVID19, is expected to lead to a considerable, 

progressive increase in Erasmus mobilities and, consequently, to the corresponding 

need, in VET to equip more and better VET and the staff in VET providers and 

companies to adequately plan, manage, assess and feedback on WBL and mobilities. 

 

• The effects of the pandemic on WBL and on transnational mobility, which were 

addressed by the Eduwork.net network in its research, case studies and work outputs, 

have proven to be long lasting and enduring in many ways. As Eduwork.net found, the 

widespread closure of educational provision across Europe was at its most severe in 

the workplace - shutting down WBL in many ways due to social distancing and 

 

8 https://op.europa.eu/en/publication-detail/-/publication/9020d5f5-8f3a-11ee-8aa6-
01aa75ed71a1/language-en  

https://op.europa.eu/en/publication-detail/-/publication/9020d5f5-8f3a-11ee-8aa6-01aa75ed71a1/language-en
https://op.europa.eu/en/publication-detail/-/publication/9020d5f5-8f3a-11ee-8aa6-01aa75ed71a1/language-en
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legislation – and in transnational mobility due to the cessation and then widespread 

restrictions on international travel. As this report shows – and being particularly 

relevant to issues of digital and environmentally sustainable (green) skills, as well as 

wider issues of inclusion – this had the effect of ‘pushing’ VET providers, policies and 

arrangements into new paradigms, rather than a return to the status quo ante. Now, 

planning and even experiencing WBL is not always done at the workplace (but is, 

potentially, prepared in digital and online environments, using digital platforms for 

communication and participation, and technologies to simulate experiences (AR/VR) 

and elements of transnational mobility are prepared – and even experienced – outside 

of the transnational destination. Moreover, various phenomena triggered by the pause 

in international travel is leading to much debate about the purpose of international 

travel with regards to environmental/green considerations – whilst the view that 

intercultural and European experiences through mobility remain a priority in education 

and learning. 

 

• The position of ECVET. In simple terms, ECVET is known, its tools and instruments 

are referenced but, in essence, it is not used to any consequential extent. It is no longer 

an area for attention of investment by the EC (this issue is returned to in the Blueprint 

that follows) and is, therefore, unlikely to offer any systematic solutions to the 

professional education and adoption of recognised credentials proposed by STREAM.  

 

At the same time, some elements that suggest the challenges faced by STREAM remain 

include: 

 

• The predominance of NQFs in the VET system. Here, one of the central issues for 

STREAM is that many of the VET practitioners could not envisage the value of a Micro-

credential for VET trainers or company staff in the field of WBL organisation. At the 

core of this is that the qualifications and certifications of those who participated in the 

research are, of course, governed by the requirements of their NQF – and they 

generally reported that they were under no professional obligation, let along statutory 

requirement, to be trained or qualified in the arena being addressed by STREAM. This 

presents a simple challenge – why do a qualification, micro or otherwise, if it is not 

recognised or required by the NQF that, in turn, often governs the requirement in 

national labour codes to be attained to perform the ‘job’? Yet whilst being a challenge 

in gaining acceptance amongst those targeted by STREAM, it also arguable validates 

its strategy – i.e. it is not the national level qualification bodies that are the key audience 
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for achieving ‘legitimacy’ for the Micro-credential envisaged by STREAM; it is the 

network – firstly amongst the VET networks and VET/WBL providers across Europe in 

the consortium and then more widely across the Erasmus+ and European VET 

community. 

 

• The focus of STREAM on the attainment, by learners, facilitated by Vet and company 

staff, on green, digital and inclusive competences in WBL and mobility. Whilst digital 

and green competences are considered priorities and cornerstones in the present age 

in European VET, the research did not reveal any particular attention, strategies or 

measures that are focused on how mobility or quality WBL experiences can be 

instrumental in their attainment.  Moreover, whilst national policies and practices in 

VET make appropriate reference to the importance of social inclusion, there was 

relatively little arising from the research which suggests that this is a major area of 

attention in the preparation and implementation of WBL and transnational mobility. 

Instead, the main preoccupation of the respondents was one of how to prepare 

learners with additional support needs for a WBL or mobility experience and how this 

may create additional burdens for those responsible for them.  This suggests that there 

is no common frame of reference (as with, for instance, Digcomp or Greencomp in the 

other competency areas) to assist with the process of defining or specifying what is 

meant by ‘inclusive competences. 

These overall, strategic findings, together with specific proposals and elements in the country 

reports, will inform the next steps of STREAM and the production of its Blueprints. The next 

steps of STREAM are summarised, thus: 
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Ultimately, it remains the goal of STREAM to develop a practical, robust and relevant Micro-

credential that will generate mutual trust in staff and institutions, providing a common and 

recognised framework to strengthen Europe’s VET community to better support WBL through 

international and intercultural experiences. It remains the goal that Europe's VET providers 

and companies active in the field of VET - through the provision of WBL experiences (domestic 

and transnational) - will benefit from a system whereby ‘mutual recognition’ of those personnel 

involved in organising WBL/international mobilities have a degree of training, knowhow, 

experience and recognised, transferable accreditation. This remains a clear priority for the EU, 

as demonstrated by its commitment to the enlargement of mobilities in the Erasmus+ 

programme, as well as providing the core purpose behind the STREAM Consortium.  

 
Rinova 
With and on behalf of the STREAM Consortium 
August 2024  
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ANNEX 1 - REPORT TEMPLATE FOR PARTNERS 

 

Priority 4: Micro-credentials for employability 

 

WP2 led by RINOVA:  

STREAM Blueprint for inclusive, 

digital and green WBL 

LOCAL RESEARCH REPORT 

INSERT YOUR LOGO HERE 

and your country name here 
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STYLE GUIDE AND DIRECTIONS 

 

You should read and follow the guidelines – in red – when you are writing up the results of 

your Desk Research and the outcomes of your interviews/focus group(s) - please cross refer 

to the guidelines and topic guide about those aspects . Please follow them carefully - as we 

have to compile the results from different countries in a common format.  

 

When writing up, please use: 

 

• Arial 12 pt 

• 1.5 line spacing 

• Left justified 

 

Once you have considered the guidelines in red, delete them all, leaving your write-up in 

Black   
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1. INTRODUCTION 

Here, please provide between 250 and 500 words as follows: 

 

• Full Name and email of contact person who has written the report and who should be 

contacted if any questions come up 

 

• Introduce your organisation – Title, department (if relevant), County, region (if 

relevant). 

 

• Introduce the involvement of /the interest of your organisation in STREAM and 

specifically (a) the organisation of work-based learning in VET (b) transnational 

mobilities (for trainees/students and /or VET staff 

 

• Describe and summarise how you went about WP2 – online, offline, internal sources, 

trade sources; and summarise the type and range of stakeholders you approached– 

the focus is on your organisation and your country and your own VET system and 

stakeholders, it is not on transnational sources unless very relevant. 

 

• Summarise the main sources of desk literature you reviewed and the stakeholders – 

not a bibliography or references – those come later, just in general 
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2. A SUMMARY OF THE RELEVANT POSITION IN YOUR COUNTRY’S VET 

SYSTEM AND WORK-BASED LEARNING (WBL) 

This section should be about 750 words (not more than 1.000 please) – TIP: Feel free to 

refer to anything produced by CEDEFOP about your country system – but add to it and bring 

it up to date, and make it relevant to STREAM!! Second TIP – most of this, if not all, will 

come from your desk research. ‘Paint a picture’ of work-based learning and VET in your 

country.  By this, we mean: 

 

• Explain in brief your VET system – do you have a VET law?  Is it new?  Provide the 

reference. 

• What are its main features?   

• Is there anything you think is particular or different about it compared to what you 

know of other countries’ VET systems - that is relevant to STREAM? (regional or 

sectoral factors, for instance, changes coming up …) 

Is your VET system course-based: learning-outcome based? Dual system?  

Are VET trainees all required - in all VET (initial VET, apprenticeships, higher and technical 

VET) to do WBL? Can you summarise this aspect – the pattern, differences, features in 

different areas? 

What qualifications and certification is required from those who work in VET? By ‘work’, we 

mean teach and train mainly (but please include others if relevant)  

Anything else that is relevant for STREAM in your ‘WBL in VET’ system? 

Always, please, try and be specific with reference to government and policy publications, 

laws and studies – not just your own opinions and observations!! 

If you find this too general or you think it is too much – remember, we are really interested 

specifically in what we address in STREAM – work based learning, transnationality, staff 

development to support these aspects.  So concentrate on those aspects of the VET system 

-  if it all seems too much! 
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3. A SUMMARY OF THE RELEVANT POSITION TO STREAM CONCERNING YOUR 

NATIONAL QUALIFICATION FRAMEWORK AND WBL 

This section should be about 750 words (not more than 1.000 please): 

‘Paint a picture’ of your NQF – again, mainly from desk research - as you see it being 

relevant to STREAM – i.e. the qualification system, work-based learning and VET in your 

country.  By this, we mean: 

 

• How does the qualification system work?  

• What registration(s) is/are required? 

• How has the EQF been applied to your NQF in relation to VET? 

• What are the quality assurance arrangements?  Is VET inspected by external 

authorities?  Are the results of these inspections published?  What happens? 

• What quality assurance requirements are placed on VET providers with regards to 

designing and offering WBL in VET programmes? 

• What official guidance and publications exist? 

• Anything else that is relevant in your NQF system or structures? 

 

If you find this too general or you think it is too much – remember, again - we are really 

interested specifically in what we address in STREAM – work based learning, 

transnationality, staff development to support these aspects.  So concentrate on those NQF 

elements -  if it all seems too much! 
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4. INDUSTRIAL AND OCCUPATIONAL SECTORS AND CLASSIFICATIONS  

This section should be between 750 and 1000 words: 

Up to now, we have asked you about your WBL, VET and NQF in general. Here, you can 

highlight any sectoral divergence that you think is important.  

By sectors we mean: 

Differences in industrial and occupational sectors and VET/WBL – this could be  

between tourism and construction; or manufacturing and services 

Differences in between higher VET and initial VET;  

Or there could be major regional issues. Here you may find interesting and useful opinions 

and data from your stakeholders at interview or in focus groups. 

Either way, point out any particular differences – however big or small - that are worth noting 

and that you think may affect how you target your piloting and training in STREAM 
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5. STREAM-SPECIFIC THEMATICS: ORGANISING WBL AND WBL MOBILTIES 

Earlier, we asked you to summarise the qualifications and training required to work in VET – 

particularly (but not necessarily exclusively) for trainers and tutors.  

Now we move to the specific point about staff training and development in relation to the 

organisation of WBL and mobilities in VET. 

This section should be between 750 and 1250 words: 

Quoting from any research or studies, national or system level that you can find – but 

especially highlighting feedback from any of your partners you interview that are involved in 

this area – and your own experience - go into more detail here about these topics.  Please 

emphasise any issues concerned with VET staff training to perform these activities. 

We suggest you address the following – but write anything you think relevant here: 

• What skills are required from VET staff in order to be able to conduct and supervise 

WBL or mobilities in VET?  

• What did you find regarding skills required by private sector Managers, in order to be 

able to participate in, conduct and supervise WBL or mobilities in VET, or cooperate 

with the VET provider sector 

• What occupational figures re involved in organising WBL placements and mobilities?  

Is it just trainers? Or does it include other relevant practitioners (for instance, those 

involved in liaising with companies; or providing career advice? Or organising work-

based learning placements?) 

• What certification or qualifications are required to do this – if any? 

• What training is available – if any?  Is this optional, or mandatory? 

• Is it assessed?  What are its features?  One day courses?  Part of a wider 

qualification? 

• What about ECVET?  Have you seen anything in your country which talks about the 

experience of applying ECVET on mobilities? Did anyone mention it?  How did your 

Erasmus office, national agency/qualification point for ECVET or any other body 

prepare staff to conduct and assess ECVET relevant placements? 
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6. STREAM-SPECIFIC THEMATICS: INCLUSIVITY 

 

In STREAM we identify three ‘competency clusters’ to be developed in our competences, 

training plans, pilots and, ultimately our Micro-credential framework.  

The first of these is “ INCLUSIVE COMPETENCIES: Inclusion, intercultural/cross 

cultural and intersectional competencies in international WBL mobilities” 

We do not put a word minimum, or limit here.  This is ‘open’ – please provide what you 

can.  Please tell us what you can about the present situation – again, please, from your 

stakeholders, from official policies, codes, qualification requirements, not your opinions - 

regarding the requirement to train or prepare your VET staff in this area. 

 

• How is this area addressed in professional training and qualifications for VET staff?   

 

• How are VET institutions supported by professional bodies or authorities? 

 

• What kind of curriculum is offered?  What does it concentrate on – sex/gender 

equality?  Race equality and / or cultural diversity? Cultural awareness? Accessibility 

for people with disabilities?  Other equal opportunities or inclusive practices? 

• Anything else you consider relevant to this thematic. 

 

 

 

 

 

 

 

 

 

 

7. STREAM-SPECIFIC THEMATICS: DIGITAL 
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The second cluster of competences is DIGITAL COMPETENCIES: Digital skills related to 

the digital transformation of WBL and international mobilities, with reference to 

DigiComp, 

Please provide up to 500 words.  Please tell us what you can about the present situation – 

again, please, from stakholeders, official policies, codes, qualification requirements, not your 

opinions - regarding the requirement to train or prepare your VET staff in this area. 

 

• How is this area addressed in professional training and qualifications for VET staff?   

 

• What kind of curriculum is offered?   

 

• What kind of technologies are being considered (for VET Trainers: Or in WBL)? 

 

• How is the Digcomp framework used to inform this, or do you have a different 

framework? 

 

• How are VET institutions supported with modernisation in the digital transition? 
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8. STREAM-SPECIFIC THEMATICS: GREEN  

The third cluster of competences is GREEN COMPETENCIES: Ensuring environmental 

sustainability and carbon reduction in organising and implementing WBL and 

international mobilities, with reference to GreenComp 

Just as with chapter 7, please provide up to 500 words.  Please tell us what you can about 

the present situation – again, please, from stakholders, official policies, codes, qualification 

requirements, not your opinions - regarding the requirement to train or prepare your VET 

staff in this area. 

 

• How is this area addressed in professional training and qualifications for VET staff?   

 

• What kind of curriculum is offered?   

 

• What kind of environmental aspects are being considered (for VET Trainers: Or in 

WBL)? 

 

• How is the GreenComp framework used to inform this, or do you have a different 

framework? 

 

How are VET institutions supported with modernisation in the green transition?  



                     

  170 

9. CASE STUDIES  

In this section you have free text!  We would like you to present us with up to three 

(maximum) case studies about ANYTHING you think is relevant to what you have just 

completed and the STREAM project. 

A case study should not exceed 500 words 

Just some ideas:  You case study could be about: 

 

• Microcredentials – ie modular certification for professional trainers, coaches, staff 

involved in VET 

 

• Training of staff 

 

• New collaborations between VET and companies in organising WBL 

 

• New innovations in organising WBL (post Covid, for instance, or using technology – 

AR/VR) 

 

• Transnationality and intercultural dialogue 

 

• Environmental initiatives in VET 

 

It is up to you! All we ask is that you think about STREAM and make sure you explain clearly 

how the case study or studies you present are relevant to STREAM 
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10. CONCLUSIONS 

Here, please summarise your report in no more than 1.000 words.  Tell us your 

most important findings.  Use bullet points to make your points if you like.  Choose 

your priorities – what are the most important things, rather than a long ‘shopping list’ 

– from what you have found? 

You may like to consider the following points: 

• Where do you feel your country context is the strongest for STREAM?  Are 

there areas you think other countries can benefit from? 

• Where it is weaker? Where do you think this area needs particular help from 

other countries?  For instance: 

• Your NQF and understanding micro credentials, or using them in your NQF / 

VET system? 

 

• Advanced (or poor) practices in training and preparing VET staff to support 

trainees for WBL 

• Advanced (or poor) practices in training and preparing VET staff to support 

trainees for international Mobilities  

• Advanced (or poor) practices in preparing trainees for WBL 

• Advanced (or poor) practices in preparing trainees for international Mobilities  

 

• Awareness and integration of Digcomp? Greencomp? 

 

• What is coming up and how well-prepared are you, post-Covid, to deal with it? 
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11. BIBLIOGRAPHY AND REFERENCES 

Please provide a bibliography and/or the website links of all your main references 

and sources, quoted above. 

Please list the names, occupations/positions and organisations of those you 

interviewed or who took part in your focus groups.  If they do not wish to be identified 

we cannot force them but it is not usually a problem. 

Please use APA style if possible (or if another, please use the same one throughout) 
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ANNEX 2 - TOPIC GUIDE AND IMPLEMENTATION FRAMEWORK 

 
 
 
 

 
 

 
WP2  

 
INTERVIEWS/FOCUS GROUP(s) 

 
TOPIC GUIDE AND IMPLEMENTATION FRAMEWORK 

 

 
 

 
Guide produced by: 
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1. Introduction 

 

1.1 This Topic Guide and Implementation Framework provides guidance 

to partners to carry out the engagement and research interviews 

and/or focus group activity for WP2 in STREAM.   

 

1.2 Partners should consider this guidance alongside the content of the 

 application form.  

 

1.3 This Framework consists of: 

 

• An explanation of the approach, including minimum requirements 

that everyone has to cover; 

• A ‘topic guide’ suggested interview questions to be covered (appendix 

1); 

• An example consent form (appendix 2); 

• An example thank-you note (appendix 3). 

 

1.4 It also is relevant to (see separate documents): 

 

• The report template – the guidelines and the format which you 

should use to write up your findings  

• A Poster/Slide Template for you to present your initial ‘situation’ 

regarding STREAM at the Transnational event in Rome, March 12 and 

13.  
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2. Why are we doing this research and needs analysis? 

 

2.1 WP2 is the foundational WP in STREAM. It has two objectives: 

 

a) To strengthen and deepen partners’ understanding of the aims and 

objectives of STREAM 

 

b) To ensure that partners have a full sense of ownership of the project, 

are clear about its relevance to their own country, VET and 

organisational context and be able, therefore, to better contribute to 

the following elements – designing the Micro-credential Framework 

and organising testing in the partner countries. 

 

With this in mind, make sure you fully revisit the kick off material, 

specifically: 

 

• The application form 

• The presentation ‘BACKGROUND – ORIGINS, RATIONALE AND 

POLICY FRAMEWORK IN VET’ (presented by Rinova) 

• All materials relating to the work programme and deliverables 

(presented by CIOFS) 

 

2.2 At all times, when performing these interviews, and drawing upon 

your desk research as you go along, you should concentrate on two 

central themes:   

 

• ‘What is relevant to what we have to do in STREAM – in terms of 

Inclusivity, Digital and Green competences?’  

 

• ‘What specific contents will be useful to help VET staff (and company 

staff) with regards to preparing and managing trainees on WBL 

and transnational experience placements in VET?’ 
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3. What do we have to do for the research and needs analysis? 

 

3.1 Each partner has to undertake secondary (desk) and primary 

(Interviews, focus group) research in their own country and write-up 

the findings according to a common report template (explained 

below).  

 

3.2 Some research was already done for the Eduwork.net project – 

please refer to it – and the application. You may refer to this research 

– but you now need to be more specific about exploring our specific 

areas.   

 

3.3 The first part of our needs analysis is desk/secondary research: 

 

• Secondary research – or ‘desk research’ as some call it is where you 

are reviewing existing information.  This is where you are searching 

on the internet and through paper documents to identify relevant 

research studies, directories, statistical data from official and other 

publications, policy statements, programme guides and other 

material.   

 

This is information that ‘already exists’ ‘on paper’. It should also help 

to inform you about what kind of questions to ask people directly 

when you contact them (see below).  

3.4 The next part, and this topic guide is concerned with primary 

research: 

 

• Primary research is where you engage directly with stakeholders – 

through meetings, interviews, discussions, observations, surveys or 

focus groups. 
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For most partners, this part will be done through individual  

 meetings or interviews – which you should keep formal notes of and 

 follow-up. Interviews should normally be conducted face-to-face or 

 by telephone/online (in exceptional circumstances you may have to 

 send through an email questionnaire/survey because the person  

 you would like to interview cannot see you or talk to you.   

 

You can explore this topic guide in a focus groups context. Group 

discussions can be very valuable to explore and discuss specific issues 

or ideas – such as going into detail about the needs analysis. Please 

liaise with Rinova and/or CECE if you have any queries about this. 

 

For your primary research, you should make sure that you interview 

or engage in each country (Greece, Ireland, Italy, Spain, Lithuania) 

with at least 20 external interviewees.  

 

You should make sure that you include minimum 4 of each of the 

following in each country amongst your interviewee participants: 

 

o Employers, or employer representative organization(s); 

 

o Authorities with responsibility for VET and/or VET qualifications 

(e.g. a municipality or governmental body); 

 

o VET organizations / professionals; 

(It may also be relevant to interview VET graduates, for instance, but it is 

not obligatory).    

 

3.5 To help you, we have attached a topic guide - a list of interview 

questions that ‘fit’ with the different areas that we all need to cover.  

Please remember – this are for help and guidance. This is not a 

‘survey’. You are not expected to have to use all of them – please 
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skip any that are not relevant to your interview!  They are 

‘respondent centred’, not ‘survey centred.  Also, you can replace 

some of them - as you like - with other questions that make sense 

for you. 

 

3.6 This is applied research.  It is not formal, ‘pure’ research and we have 

designed our methodology so that those who are not trained or 

experienced researchers can undertake it.  However, we still conduct 

it according to good practice and minimum standards.   

 

3.7 As a minimum, therefore, please bear the following points in mind: 

 

• Please and thank-you – you should always get consent from your 

respondents/participants, for instance if you want to record the 

interview, or if you would like to quote them in your report (you 

should check any quotes with your interviewees before you use them 

– this is a MUST DO if you quote them by name).  

 

• You should also send them a thank you or follow-up note, confirming 

what will happen next.  We’ve attached a consent form and thank-

you note – you can use these or use your own versions - but we do 

advise that you use something! Please keep these records on your 

files. 

 

• Confidentiality – similar to above, you should advise your 

interviewees that their contributions will be treated as confidential 

and no information or quotation that will appear in your report will be 

individually attributable to them personally unless they agree to it.  

Therefore, please remember this if you quote anyone directly. If you 

write up any of your interviewees as a case study you should make 

sure that they have checked your write-up and have given their 

consent to you using it.  
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• It is normal to include the contributors to a study such as this by 

name and position/occupation, for instance, in your 

acknowledgements.  It is sensible to mention this when you interview 

them – it is extremely rare that anyone would not want to be 

acknowledged as having taken part in a study.  This, however, is very 

different to using attributed, quotations from named people or case 

studies – for which you should get specific permission. 

 

• Note-taking – most people who conduct one-to-one or telephone 

interviews take their own notes, but you will need a separate note-

taker if you work with a group. 

 

3.8 Interviews and/or Focus groups? It’s up to you! You have to 

engage with 20 externals in your country. We are aware that some 

partners are very experienced with conducting interviews or focus 

groups; others may have less experience (of one, or both).  If you 

need more assistance, we can provide you with more guidance on 

good practice and what kinds of things to bear in mind, including 

internet links in English (you will no doubt be able to access relevant 

good practice and code of conduct information in your own language).    
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4. Writing up the results 

 

4.1 To ensure that everyone writes up the findings in a common format 

and to try and maximise the guidance to you in terms of what to do 

and how to do it, we have produced a write-up report template 

(see separate document). 

 

5. Timetable 

 

5.1 To make sure that we are able to fully complete our research by the 

 end of September 2024, please follow this timetable: 

 

• Join our catch-up meeting on 3rd of May, to discuss progress.  

• Complete your interviews by the 17th May 

• Write up your interviews, desk research and case studies by the 24th  

May (so we can discuss it at the online meeting scheduled for that 

day) 

• Send your final (desk and field) research report to us at Rinova no 

later than the 31st May 2024. 

 

All partners complete their desk and field research and submit their final 

report by 31st May 2024.  

 

 

Produced by Rinova Malaga S.L.  

As finalised, March 2024 
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Appendix 1 
 

Examples of questions/topic guide for interviews 
 

For the interviews we are looking to find out information that is as specific 
as possible. 

 
The following are a list of suggested topics to explore and questions for 

you to cover with interviewees.  They are not exhaustive, you can add 
any that you think are relevant for your context and you do not have to 

use the ones we have listed.  They are intended to help you generate the 
information we need to undertake a needs analysis. In particular 

remember our two main themes: 

 
 

• ‘What is relevant to what we have to do in STREAM – in terms of 

Inclusivity, Digital and Green competences?’  

 

• ‘What specific contents will be useful to help VET staff (and company 

staff) with regards to preparing and managing trainees on WBL and 

transnational experience placements in VET?’ 

 

 
You will need to tailor the questions to your specific interviewee as not all 

of the questions or topics will be relevant to them. 

 
As with all interviews it is a good idea to prepare the interviewee with 

some background information and to start the interview with a more 
general discussion – i.e. about the idea of STREAM, what makes it 

different, why we are doing the project etc, before asking specific 
questions. 

 
We also suggest you start with an open statement – inviting the 

respondent to tell you about themselves and their professional profile.  
This is the first point in the next section. 
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1. Current situation  

 
(Opening question): Please tell us about the work that you do.  Tell us 

about your organisation. What is your position?  What is your role in 
relation to the organisation of work based learning for students or 

trainees? Do you have any involvement with, or responsibility for, 
transnational placements of trainees or students?   

 
 

• In your experience, how good are VET organisations at helping 
trainees and students be well-prepared for WBL placements? What 

could be done to improve the situation? 
 

 

• What are the barriers that are stopping trainees to access WBL 
opportunities? 

 
 

• How good are VET organisations at helping trainees and students be 
well-prepared for transnational mobility placements? What could be 

done to improve the situation? 
 

 
• What are the barriers that are stopping trainees to access 

transnational learning opportunities? 
 

 
• (Inclusion): What kind of different aspects need to be considered on 

grounds of inclusion and diversity with (e.g. young people, adult 

unemployed, disabled people, migrants, others)? 
 

• (Inclusion): Do you think different skills are needed to deal with 
different groups of learners when trying to set up WBL with 

companies? If so, can you give examples? 
 

• (Green): What kind of ‘green skills and competences’ can be 
learned in WBL or transnational placements? 

 
 

• (Digital): What kind of digital skills and competences can be learned 
in WBL or transnational placements? 
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2. VET staff - Training and Qualifications (these topics are only 

relevant for VET staff. Please note – focus on WBL if the interviewee 
has no experience of transnational placements.  Focus on 

transnationality if they do) 
 

 
• What does a VET staff member in this area need to know? What do 

they have to be able to do? 
 

 
• Are there currently any forms of qualification or professional 

training that are specifically relevant to the organisation of WBL 
placements? Anything specific for transnational mobilities? 

 

• (Green): How well prepared or trained do you consider yourself to 
be, to support trainees to develop green skills through WBL?  What 

would help you to do this better? 
 

• (Digital): How well prepared or trained do you consider yourself to 
be, to support trainees to develop digital skills through WBL?  What 

would help you to do this better? 
 

 
• What makes someone good at their job, when trying to bring 

companies / employers and trainees together in WBL ?  What do 
they need to know?  What skills do they need to have? 

 
 

• What about the above points, in relation to transnational mobilities 

and WBL? 
 

• Do you think a WBL organiser needs to understand the specific 
requirements of different industrial or commercial sectors? Or can 

you be a good organiser with any sector? 
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3.  ‘Brokering’ a WBL placement with employers / companies 

(These topics are relevant for BOTH VET staff, or company staff, or 
other stakeholders. Please note – focus on WBL if the interviewee has 

no experience of transnational placements.  Focus on transnationality if 
they do) 

 
 

 
• Where do companies / employers go to if they want to – or need to 

– offer WBL ? 
 

 
 

• What kind of support do trainees need to help them identify a WBL 

experience ? 
 

 
• What factors help make a successful WBL experience? What positive 

experiences do local employers have of offering WBL?   
 

 
• What goes wrong in WBL placements? What negative experiences 

do employers have of offering WBL?   
 

 
• Are there any specific incentives for companies to offer WBL (help 

with wages, training, back-up, special contracts)? 
 

  

• What would be considered the positive side of having WBL in the 
company and what would be considered negative? 

 
 

• Is there any kind of support or training available to supervisors or 
line managers in companies on how to prepare and integrate WBL 

learners? What advice, resources, and tools do they get or need? 
 

 
• Do you think that employers / companies are realistic in what they 

expect from trainees in WBL?  What could be done to improve the 
situation? 

 
 

 



                     

                     

 
                     

 
 
 

Appendix 2 - example consent form – adapt as needed 

   
Research interview consent –   STREAM Erasmus+ project 

 
Interviewee name and organisation  

 

Interviewer/Partner organisation 
 

 

 
I agree to participate in the research interview as part of the above project. The purpose 
of this document is to specify the terms of my participation in the project through being 
interviewed.  

• I have been given sufficient information about this research project. The 

purpose of my participation as an interviewee in this project has been 

explained to me and is clear.  

• My participation as an interviewee in this project is voluntary. There is no 

explicit or implicit coercion whatsoever to participate.  

• Participation involves being interviewed by (a) researcher(s) from Partner 

organisation. I allow the researcher(s) to take written notes during the 

interview. I also may allow the recording (by audio/video tape) of the 

interview. It is clear to me that in case I do not want the interview to be 

taped I am at any point of time fully entitled to withdraw from participation.  

• I have the right not to answer any of the questions. If I feel uncomfortable in 

any way during the interview session, I have the right to withdraw from the 

interview.  

• I have been given the explicit guarantees that, if I wish so, the researcher 

will not identify me by name or function in any reports using information 

obtained from this interview, and that my confidentiality as a participant in 

this study will remain secure. In all cases subsequent uses of records and 

data will be subject to standard data use policies at Partner organisation.  

• I have read and understood the points and statements of this form. I have 

had all my questions answered to my satisfaction, and I voluntarily agree to 

participate in this study.  

• I have been given a copy of this consent form co-signed by the interviewer.  

 

Interviewee Signature and 
Date 
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Researcher’s Signature and 
Date 

 
 

 
▪ For further information, please contact: Partner organisation details.  



 

 

                     

 
Appendix 3 

 
 

Interview – follow up and thank you note 
STREAM 

 
 

To be placed on a partner letterhead or sent on a partner email. 
 
 

Ref: STREAM Erasmus+ project - Interview 

 
Dear Name of interviewee, 
 
Thank you for recently participating in the research interview for the above 
project. 
 
We are very appreciative of your time and your interest. Your participation in this 
study is helping our project to gain a greater understanding of how to better 
support trainees, students and companies with work based learning and / or 
transnational work experience and study placements. 
 
Over the coming months, together with our international partners we will 
produce the results of our research and design new measures and certifications.  
With your permission, we will stay in touch and keep you informed about our 
progress. 
 
Many thanks again for your co-operation. 
 
Yours sincerely, 
 
 

 

 

 

 

 


