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Systematic approach to enhance the participation of
construction industry SMEs in apprenticeship programs

CO.TUTOR Project

. Project rationale

After being so hardly hit by the crisis, the construction industry facesthe challenge of being
capable of emerging stronger by responding to an increasingly demand of skillsgeaidlised
workforce.

In this regardapprenticeshigs today consideredsan opportunity for job placement for young
peopleat European level and therefore useful for alleviating youth unemploymidntvever,
while there are EU countries that have implemented apprenticeship progranefifestively; it

is not the casein ltaly and Spainwhere apprenticeshiphas not been very successful.
Paradoxicallyboth countries are among the top in Europe for imigouth unemployment rates.

Within this context, apprenticeship in construction industrgégen asa solid chance for youth

to build their future. However, VET counts on a wide social negative outlook, usually perceived
as a second choice. Together with traditionally school based, VET lacks of strong
apprenticeships and a clear intermediary body between construction VET centres and SMEs; all
of this, creates barriers for its development and lowers apprenticeships valtayirand Spain.

Consequently, the projecCo.Tutor. Systematic approach to enhance the participation of
construction industry SMEs in apprenticeship programmesns at improving SMEs
involvement in apprenticeship by developing actions to get two main objectives:

A TobuildOF LI OAGASa 2F O2yaidaNHzOGA2y SYLIX 28SNBEQ 2N
boost their leverage effect in apprenticeship culture, by founding their position and
drawing role in a short, medium and long term.

A To give support and motivation to SMEs &fET centres in assigning a qualified trainer
through mechanisms that trigger the recognition ofdompany tutors as key players for

I LINE LISMISONIYMWSES @ yR (2 NI AaS GKS SYLX 28 SNRa
on the building site.
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Work Package 2. Good business practices concerning

apprenticeship in Europe

. Introduction

Since the main aim of th€o.Tutor Project is to enhance the participation of the construction
industry SMEs in apprenticeship programmes, the first thing tavasto getan overall picture

of the currentsituation of apprenticeship in the European Union, especiallhase countries
where apprenticeship programmes aofficially established and have proven their success in
terms of youth employment rate.

This ishighlyimportant for the countries participating the projecthat is, Spain and Italy, since
they are two of the countries where youth unemployment rates are higher: 40.7% and 48.8%
respectively (OCDE, 2015), and they both are in the first positionsrop&when it comes to
unemployed youth with no studies, 27.6% and 25.8% respectively (OCDE,QA01B6g other

hand at a sectorial level, osite construction will increasingly be confronted with the need of
counting on skilled labour force (COM (20128% due to the natural evolution of the sector
and to the needf replacinghe workers who will be retiring in the near future (over two thirds

of skilled jobdy 2026).

Within this context, it is time to learn from othé 2 dzy’ i NA S an@ lealtH® an8Spairs
towardsa new model that includeghe role of intermediary bodiess arelevantnecessary
element, which are strongly supporting SMEs in terms of training and employment for young
people.

With this aim,Work Package 2 (WP®)as designed fodetecting and benchmarkg good

practices indifferent EU countrieswhere there is ad dzOOS & & F dzt {a9Qa LJ NI’
apprenticeshipprogrammes The framework of thisapprenticeshipprocedure may have

occurred under different systemsdual training, workpractices, etc.In all these cases,
apprenticeship is combined with vocational education or training in the year course.

This stagehas lasted until June 2017, when StrategicRoadmaphas beendefined, which
proposes some measureand recommendations it will helpto overcome tle barriers that
SMEfind in their way to participate in apprenticeship.

In order to get this general picture and to be able to get valuable information about the models
followed in other countries, a series of different and consecutive tasks were planned and
implemented:

A Task 1. Good practices analysis

Aiming at identifyingand defiring the successful strategies that some countries are
using to involve SMEs in apprenticeship programmes, a survey has been created to be
addressed towards intermediary bodies and companies acting in those countries.

The activityconsisted of a sweyreplied by expertsfrom European organaions from
countries with a long traditiom apprenticeshigorogrammesTo get repliers involved,
partners used their links with twaelevant Europeannetworks: FIEC (European
Construction Industry Federatioahd REFORME (network for the Vocational Education
and Training in the construction sector in Europe).

Good Practices and National Constrai Page| 5



Systematic approach to enhance the participation of
construction industry SMEs in apprenticeship programs

A Task 2. Analysis of constraints

Once the good practices about apprenticeship have been identified and described, the
partners needed to identifythe existing barriers thatare hindering a fully SME
participation in apprenticeship programmesor that, four 4) FocusGroups have been
organised (two groups per countpywith participants linked to construction training
constructioncompanies, and employent.

As a result from these two activities,Sirategic RoadmagTask 3has been designed, which
constitutes the third stage of this Work Package, beingtrategy oriented twards different
stakeholderdo propose an action plan that improves the SME participation in apprenticeship.
This Strategic Roadmagpfully described in a specific report.
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. Good practices analysis. Task 1
Objective

The main objective of this task has beeridentify successful strategies that soEcountries
are using to get SMEs involved in apprenticeships programiweghat purpose, Formedil, the
leading organisation of this W&n cooperation withthe other partners, designed a semi
structured quesionnaire specificallyaddressed towards relevant key informants who have
allowed the partnership to acquire knowledge to identifysiive aspects and experiences that
contribute to make apprenticeship a successful system.

In particular,the respondents Ave beenorgansations involved in apprenticeship in their
countries such as intermediary bodies, training cegtconstruction companies and the like
Their replies have allowed partners to getportant information concerning:

A [ SOSt 2F AoiamentlidziA2yaQ Ay Qd
A How to increase thapprenticeshipffer by companies

A Fieldswhere apprenticeship could be improdémarketing, courses definition, mobility,
etc.).

A Support measures for companies and apprentices

Methodology

As abovementioneda semi-structured exhaustivequestionnairegeared towardsntermediary
bodies and companieom countries with successfupparenticeshipprogrammes have been
designed

For practical purposes, the survey was implemented online, through SMueakeyin Englgh
languaggwww.surveymonkey.coin

Participants

In order to involve experts in the completion of the survey, partners sent the following
introductory text to the addressees, to be used as a brief summary of the project and the aim of
the activity:

Good Practices and National Constrai Page| 7
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Dear Sir/Madam,

Our organisation in currently inlx@d in a European project about the
Apprenticeship System in the EU, and working on the possibility of increasing
the participation of Spanish and Italian construction SMEs in this system.

Both in Italy and Spain these kind of programmes are not wor&sg
expected. Some reasons might be:

i1 Isita construction industry problem?

T I's it poor knowledge of what ap
meaning” ?

1 Isit because the Government does not support its implementation?

1 Is it a matter of image of theonstruction sector that is making
difficult to young people to be attracted by it?

Besi des, i n most cases the compan
|l earning”, since it |Iimplies dealin|

A Interaction with different subjés (apprentice, tutor, training centre...)
A Managing of timing / investment costs?

In this context, it would be important for us to understand the full picture
concerning the sound implementation of apprenticeship programmes in
different EU countries, in der to benchmark good practices that may help
to make a reality the implementation of apprenticeship programs in Italy and
Spain. Your support will be a great help for this purpose.

Definitions
A Apprenticeships are part of formal education and trairnggrammes.

A Apprenticeships combine compabgsed training (periods of practical
work experience at a workplace) with schbaked education (periods of
theoretical/practical education delivered in a school or training centre).

A Apprenticeship leads to nanhally recognised qualification.

A Most apprenticeships are based on a contract or a formal agreement
between the employer and the apprentice, with the apprentice being
paid for his/her work. Sometimes there are other contractual
arrangements between the gutoyer, the VET provider and the
apprentice.

Procedure

In order to be easily completed, this interview will be answered through
Survey Monkey tool. Your comments only will be used for the objective of this
interview and personal data will not be incorpardtto any database. We
guarantee the anonymity of your comments.
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A total of 12keyexperts completed the questionnair€he tablebelowshows information about
profile of participans, country, and type opprenticeship programmetfiey work with.

1 Centre IFAPME Liége Huy Belgium Coordinator VET Dual Vocational

Waremme training- training
apprenticeship

2 University of applied Switzerland  Senior Dual Vocational
sciences of southern researcher and  training
Switzerland lecturer

3 Bulgarian Construction Bulgaria Vocational Dual Vocational
Chamber (BCC) training expert training

4 The Swedish Construction = Sweden Expert VET and = Other (specify)
Federation HE

5 Norwegian Contractors' Norway Expert VET and Dual Vocational
Association higher education training

6 CCCRBTP France Capacity Building Alternance training

and European
Project Staff

7 Danish Construction Denmark Senior Dual Vocational
Association Consultant training
8 Westdeutscher Germany Project Manager Dual Vocational
Handwerkskammertag training
9 Sataedu Finland Head of Dual Vocational
education field training
10 BZB Akademie Germany Lecturer, Alternance
Software training,
developer Master's school
11  BZB Krefeld Germany Project Manager Dual Vocational
training
12 CENFIC Portugal Services Alternance training
Manager

The survey was available for completion during February and March 2017.

Questionnaire

The questionnaire has been composed of 24 questhdist | § SR (12 (GKS NBalLRyRSy
and knowledge about apprenticeship in their countries. Regarding type ofignessome of

them were closedjuestionsmostof which allowed respondents to further expldheir replies;

others were opermuestionswhich made possibléor themto provide exhaustive information

about the topic dealt with.
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RESULTS FROM THE SURVEY

The graphic below shows the type of organisation where the experts carry out their work; most

of them (66.6%) are Vocational Training €es where Dual Education is implemented. Also,

G§KSNBE INB GNIAYyAy3d OSyiaNBa Ay OKIFINBHS 2F gKIFG A
there are other specific cases, such as the cases of France and Sweden, where vocational training

is organised in garticular way.

Dual
Vocational...

Alternance
training

Other (specify)

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Fig.1 Organisation type

TheFrench VET system offers several apprenticedlyipe schemes and structured woelased

f SINYyAY3I LINE I NdterndrdsEhendes and hoth dofkased and schodased

learning.There are two mairapprentceship schemes in FragictheCont r at d apprent.i
(Apprenticeship contracgnd theContrat de professionnalisain (Professionalizationontract)

both signed between an employer and an employee.

¢ KS2 Wi NI i R Qlshkildmpoyrieht&dntragt $at has been available in France since
1919. It was modified and redefined in 1971. Its duration ranges from 1 to 3 years, depending
on the target credential or diploma and the initial level of the employee. Its objectivesizatiole
young people aged 16 to 25 to follow a general education curriculum, both theoretical and
practical, in order to acquire a professional qualification based on a diploma or a professional
credential. This contract alternates periods of learning &ning centresCentres dedrmation

par Apprentissage CFA)xnd periods of work to develop knelow. The main laws regarding
apprenticeship are in thé™ part of the French Labour Code.

On the other hand,he contrat de professionnalisatidmas existed in France since 2004. Prior to
that, however, there was a ra#élr similar scheme callezbntrat de qualificationlts objectiveis

to provide access to employment through the acquisition of a professional qualification
(certificae, diploma, dgree...) recognisd by the State and/or a professional sector. The
contract alternates periods of general and technological education with training providers, and
periods working in an activity related to the qualification.

Since 2005, the French Goveraent has sought tpromote apprenticeship as a remedy for mass
youth unemployment and for the phenomenon of young people dropping out of school without
qualifications. One of the most frequently used arguments is that young people who have
undergone profegsnal training are actually more successful on kgour market than young
people with a general baccalaureate.

Regardingweden, VET is integrated in a three year schbaked uppesecondary school. After
those three years there are a few years of apprenticeship (mdsdieeeshipwould be a better
word) before thelicenseis ssued. There is also a nfarmal companybased apprenticeship in
the trade as alternative.
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Benefits for construction companies for taking part in apprenticeship system (economically,
behavioural productive or other)

Several are the benefits perceived by the experts, which may be summarised as the possibility
for the company to get a better perfmance. The company contributes to the Labour Market
evolution by helping provide skilled workforce, and even many of them will finally hire the
apprentice. Through training, companies ensure competitiveness and develop high potential.
There is a chanceiféhe company to transfer tHeknow-how and to interface with the training
centres.

In the end, most companies that participate in apprenticeship programmes are sétisfied
of their training and performance, because the apprentice has acquired releeampetences
that might be useful for the company in the shanedium term (if the apprentice is finally hired)
or highly useful for the student, who will be properly trained to face the labour market.

Obligation forconstruction companie$o take partin apprenticeship

In none of the countries of the experts who have completed the su(Bejgium, Switzerland,
Bulgaria, Sweden, Norway, France, Danmn Germany, Finlanénd Portugdlis there alegal
obligation for construction companies to take partapprenticeship programmes. Therefore,
these programmes are managed by different intermediary organisatiooharge of contacting
interested companies.

InFinland, for example, there are Apprenticeship Training Centre Offio&ermany, there are
several bodiesnvolved Craft Chambers (HWK), Chambers of Industry and Commerce (IHK),
Employment Agency (Argeplso, companies that are interested in providing VET in the
construction sector need at least one certified person ("Meister") who also neduks certified

in Part IV of Meistegualification. They usually get certified by the chambers of crafts.

In France, many actors are involved as intermediary organisations to promote apprenticeship in
the corstruction sector: the Regionalo@ernments (Coseil Régional), social partners and
professional organisations from the sector (such us the G&IFAas the French professional
organisation in charge of coordinating the apprenticeship in the construction industry), the
crafts guild such as the Compagiaiu Devoir, the inteprofessional organisations (Chambers

of Crafts and Trades), the training centres (in the CBTAnNetwork: thanks to specific services

in charge of the relationship between the trainiogntre, the company and the trainee).

In Norway, students are responsible for obtaining an apprenticeship in a company, although
they can get help from the county or a training office. Norwegian Contractors' Association can
also help the companies and the students, so that they get in contact with ether.

In Bulgaria, apprenticeship is managed by the Ministry of Education and Science through
implementation of different typesf projects.

Different level of apprenticeship iSMEsand large companies

For this question, most experts (11 out of 12) have replied that in fact, apprenticeship is equally
implemented in SMEs and large companies; however, the expertFholand states thatthese
programmes are more difficult for SMEs, as they neéedengage aspecific period of
apprenticeship training, and in that same quite long period they cannot forecast that they can
employ alttrainees

Good Practices and National Constrai Page| 11



Systematic approach to enhance the participation of
construction industry SMEs in apprenticeship programs

Recruitment rate oftrainees after apprenticeship

Answered: 11 Skipped: 1

Less than 25%

Between 25%-
50%

Between 50%-
T5%

Between
T5%-100%

0% 10% 20% 30% 40% S0% B0% T0% B80% 20% 100%
Fig2 Percentage of trainees hired after apprenticeship

The tableabove shows that the number of trainees hired by the company where s/he has
performed her/his apprenticeship is quite high. The reason is that companies usually prefer to
hire workers with proven skillaspect thais especially important in the constrtimn sector.

In Germany, there arecompanieghat engage in apprenticeship to take over later on the worker
for a regular work contract, because is part of the human resource planning strategy
therefore, apprenticeship is seen as an invesht.

In Belgium, the company owner usually trust in the apprentice, since s/he has spent 3 years
learning there. After the apprenticeship, the trainee is able to work on her/his own in the
building site and the company owner would keep the apprentice becausadt isasy to find
good quality workersHowever, there is a differame between small and large companies: i
some very smakompanies, it could be somates difficult because in Belgium, it is really very
expensive to hire worker.

Support received by tht# K 2 & (i Cfdnv Inderyiadlifry bodies

Intermediary bodies are not very usualRartugal. Inthe other countries, the kind of support
varies:in Germany there are several types of support, includic@nsultancy, legal advice, sakc
issuesand certificationof trainers, advising during apprenticeship, mediation of apprentices,
registration and examination of apprentices, and thecsdled training support (AbH) for weaker
trainees.In France, this support includes financial andreetimes material resources.

Most often, apprenticeship is followed up by a Training Office during they®ar programme

in Norway; Training Office does a thiphrty assessment of the traininigat the companiedave
provided to apprenticesIn Sweden, intermediary bodies are more focused on objectives and
planning, and also in education for tutors. There iBdlgium the possibility to follow a tutorship
training and regular visits within the company by a competent person from [FARPIStEUf
Wallonde Formation en Alternance et des indépendants et Petites et Moyennes Ent)eprises
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Qupportreceived byl KS WK 2 & fromQraiMriglceyitie)

Regarding support form training centres, countries receive a similar type of support:
pedagogical, technical, support in the development of the practical content, training counselling
and profiling, tuition for weaker trainees, additional theoretical andgtical competences in
accordance to the training regulations which exist for every profession, evaluation and sharing
of tasks for training and for practical work, follayp of trainees, and so on.

However, ilNorway, the support from training centrds only received if there are subjects that
trainees need to take up again or have not studied before.

Active support provided by th&overnmentfor companies involved in apprenticesh{fax
benefits, subsidies, administrative support, etc.)

According ¢ the data analysed frorthe survey, 45.45% of the countries consulted do receive
an active support from the Government, whereas 54.55% reply that the Government does not
provide this kind of support (see table below).

Answered: 11  Skipped: 1

Yes

0%  10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Fig 3 Active support fromGovernmentto companies

It can be said thaGermany is one of the countries where the governmental support is most
positively perceived:here, the training in the construction industry is-fiaanced by the so
called#aining contributior{df the Sozialkasse Bau (Soka RBaAll construction companies must
deposit there.Chambers ofCrafts are assigned by law to provide the tasks and support.
Furthermore there exist some governmental programmes to sup@Es for instance in
finding apprenticesad in funding apprenticeships.

Other measures indicated are: reimbursement fund for compafbehmark); tax benefits,
subsidies, reduction of social chargé®ance); companies that take apprentices receive
financial aid per apprentice they take in, funded by the government. The amount is 14,500 euros
over two years per apprenticlNorway); Social contributions and reduced employer's costs
(Switzerland); companies do ot have to pay the fee for social security and employers receive a
certain amount of money if they keep the apprentice till the end of the apprenticeship
(Belgium).
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Active support provided by the Government fapprentices(payment of salary or part oftj
administrative support, etc.)

Only in 36.36% of the countriesonsulteddo apprenticesreceive an active support from the
Government on the contrary 63.64% reply that the Government does not provide this kind of
support (see table below).

Answered: 11  Skipped: 1

Yes

No_

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
Fig4. Active support from Government to apprentices

However, there areertaingovernmental initiatives that support apprentices in the countries
involved in the survey, such as: subvention received by trainers during the training course
(Portugal); administrative suppor{Finland); funding for training centregDenmark); support in

the cases where the apprentice will need to take up school subjects or must take a final exam
(Norway); "family allowance"provided to parents up tathe 23" birthday of heir child
(Belgium).

In the case oGermany, it must be said thatraining is not the government's issue, but there is
an exception: Sate VocationalSchools. These are subject to tisepervision of the respective
FederalSate (federal principle).

Involvement ofsocial partners (trade uniog, employer associations, etc.)

In 72.73% of the countries the social partners take part in apprenticeship, which is quite a high
percentage. They are usually quite relevant in the field of apprenticeship, imedevays, for
example, inDenmark, they finance and decide the curriculum; something similar happens in
Belgium, where social partners are partially responsible for the design of the qualifications.

A good example of support provided by social partrterapprenticeship in the sectds the

CCCATR a French professional orgasation in charge of coordinating the apprenticeship in

the construction industry. It leads a network of 103 traincantresoffering alternate training

in companies and in trainingentres (called CFBTP). The CC@®AP is in charge of

AYLX SYSyldAy3a GKS LINRPFSaarAzyl f L2t A0& &ALISOATFA:
representative federations of the construction industat national level. The French

Government is also represented within the Board Committee.

In Norway, most training offices are usually associated with an employer association.
Apprentices are usually covered by a collective agreement, and some apprenticesadrggre |
companies register with the unions. SimilarlySimeden there is a joint "Construction Industry
Training Board"Ryggnadsindustrins yrkesndmgBYN), funded through collective agreement
and based upon a collective agreement about apprenticeshigigiconstruction trade.
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INGermany 6 2 1 K SYLJX 28SNRQ |aa20AFGA2ya |yYyR UGN RS dzy
provide special training facilities like trainiogntresfor special professions, and legal advice,

social support or financialconsult@® = ¢ KAf S dzyA2ya LINRPGARS O2yadz i
support, representing workforce (also apprentices).

In Switzerland, social partners are also important, since they are in charge of deciding the
contractual features.

Difference betweerworkplace and workshop asnvironment for training

The general opinion of experts is that both workplace and workshops are important for
apprenticeship. They should not be seen as opposites but they complement each other, because
apprentices learn differensubjects at these facilities. Learning outcomes at workplace are,
among others, working with colleagues, working under time pressure, working in different
weather conditions, working with special techniques awdon Here, they can acquire pure
market aientation, real life orientation, direct knowledge of newest innovations, etc. In
workshops apprentices learn in a controlled surrounding the basic and advanced techniques for
each profession.

Perception of timewasting due to apprenticeship

Answered: 11  Skipped: 1

Yes

0%  10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Fig 5 Peception of timewaste for workers

It seems clear that most of the experts consulted do not believe that apprenticeshipsioizios
workers waste time. Only two have indicated that it is possible, for example when the company
trainer (inrcompany tutor) is not well prepared for her/his function. It can happen also
sometimes when the workers have to explain somethéeygeral timesor repair something
because the apprentice did it wrong. Howevir,any case, usually the return on investment
worth it.
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In-02 Y LJ y & recogailién NI &

As it can be observed in the table belowciommpany tutors are highly recognised as such in the
reference countries. Nevertheless, the recognitimguirementsvary from one country to
another.

Yes

0% 10% 20% 30% 40% 50% 60% T0% 80% 90% 100%

Fig6. Recognition of icompany tutor

In Germany, if a company intends to have apprentices, there must be a formally educated
trainer. Same happens ifrance, where there exist a certification for company tutor. The
training should be carried out by the trainiegntreand consists of a training path which lasts
between one day (experienced company tutors with at least two years of professional
experience) and three days (company tutors at their first tutoring experience) in the training
centresof the network. The traiing path aims at providing them with pedagogical methods and
regulatory tools.

Many Norwegian companies provide a financial contribution to the instructors. The instructors
also conducts coursesbout how the curriculum is structured, and what they muake into
account when dealing with a student who comes right out of college and into the workplace. In
Belgium, the trainer must have at least a five years' experience in the field, agwtitmerland
trainers must follow a course and get the certifioati.

On the contrary, iFinland tutors do not need to have a specific training or certificate, although
it is highly recommended.

Facilitation of the understanding of academic part to the trainee by thedompany tutor

Most experts consulted believe ahthe tutor facilitatesunderstanding of the academic part of
the training by the trainees: inompany tutors usually knows both sides, education and
profession.
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Action(s) recently donein the organisationsto improve the quality of apprenticeship (i.e.
marketing, mobilities, showrooms, etc.)Vho provided the resources to implement it?

Several initiatives have been implemented in tieeentyears by the organisations implied in
the survey, as explained next:

CENFIC (Portugal) frequently participates in fairs, conventions, technical meetings, open days
and thematic festivals related to vocational training. As an example, last Matftl2@D7 a
thematic fair for education and vocational trainirfgu¢uralig was held in Lisbon, where CENFIC
was present with a stand to promote the training activity, including apprentice3tmigy used
their own resources for implementation.

BzB Akademie (Germany) participates in several initiatives, such &obilitat in Europa,
Nachhilfe System, Ausbildungsberatung, Weiterbildungsberatung, Begabtenforderung,
Berufswettbewerbe, verschiedene nationale und internationale Bildungsprojekte; Beratung von
Betrieben They used their own resources for implementation.

Sataedu (Finland): digitalising the guidance and arranging tutor trainingsey used their own
resourcesand some funding frorthe EU.

Westdeutscher Handwerkskammertag (Germany) works on several programmes to support
SMEs in the crafts sector as well as appi# with different actionssuch agproducing and
providing applications for apprentices and SMEs, provide brochures and checklists for employers
and apprentices (also in different languages), provide digital tools like databases with addresses
of training companiesand many moreThey usd their own resources and some financial
support by federal/national government and/or by chambers of crafts.

Danish Construction Association (Denmark): signature of a Pledge to tHeAfA They used their
own resources for implementation.

CCCA-BTP (France): training the trainers with many different training actions carried out at
national level andlealing withdifferent matters (pedagogical, technicatc.); putting in place
actions/tools to improve the quality of the apprenticeshipr exampleNet ParcoursAlternance

BTR a digital booklet put in place by the CCBAP. This booklet aims at facilitating the folow
dzL) 2F GKS FLIINBYyGAOSaQ GNXAYyAy3a YR LINRPTFSaaAz2y
especiallytrainers, tutors, and companiesTtey will also find in this booklet the legal basis and
regulations, the technical frameworks, for example concerning prevention on H&S issues. The
trainers will then have a vision of everything that the trainee has done, and the regulations
connected to thepath; it also connects the fade-face training to the work and activities done

in companies. Finallyt is a tool for individuasation of paths. The tutor/company will also have
access to the regulations and technical frameworks relatettiégob. She will have a vision of

the competences and activities already done and will use the booklet to plan the astigfti

the trainee- individualisng training paths, by introducing, among others, European maopility
communicating and upgrading the appremship's image between the different main actors
(young people, companies, familiesfhe resources for implementation are provided by
businesses and Regional governments.

Norwegian Contractors' Association (Norway) participatesin education fairs, websites aimed
at young people, recruiting films, newspaper advertisements and seminars for school

counsellors Theyare also reviewing the structure offered in vocational education in Norway,
together with the Directorate of Educatiohis review will help to ensure that training can

Good Practices and National Constrai Page| 17



Systematic approach to enhance the participation of
construction industry SMEs in apprenticeship programs

better accommodate students' and working life neeBsaployers and workers participegin
working groupswhich deliver proposals for new curricula to the Ministry of Education, which
makes the final dedisn.

Centre IFAPME Liege Huy Waremme (Belgium): some initiatives, such &4obilities"Test a job;
through whicha trainee can come at the trainirgntrefor 3 weeks and try different jobsils
(Euro skills okVorld skills) in order to promote the trainings in apprenticeshifesources for
implementation are provided by the Government.

Barriersto implementimprovement actions

Answered: 11 Skipped: 1

Yes

0%  10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Fig7. Barriers for implementing improvement actions

Although most experts indicate that they did not find any difficulty for implementing the
initiatives addressed towards improving the quality of apprenticeship, they have provided some
feedback that suggest that it is not always easy to get companieved/ol these programmes,

as in the case oGermany, where somecompanies feel overwhelmed to think about quality
training. The leave the training centre or the vocational school to manage every single aspect,
and oftenconsiderapprenticesonly as\$heapworkera.Q

Regarding the initiative indicated ifinland (digitalising the guidance and arranging tutor

trainings), it is noted that W2 YLJ- y& Gdzi2N&BE R2 y20 KI @S YdzOK (A
training. Tutors and studentsannotalways exploit the ew mobile connection methods and

apps.

In France they have found financial barriers and refusal from some managers and trainers, as
well as some lack of time and motivation.

In Norway, the Ministry of Education determines how curricula should be, emgloyers and

unions have no decisiemaking right: this means that for the moment, the final outcome of the
review is not known yet.
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Improvements in the apprenticeship system of the countries

Even if experts involved in apprenticeship programmes whce hapliedto the survey are
reasonablysatisfiedwith them, almost all would change or modify somethittgimprove the
system (81.82% of the respondents).

Yes

No

0% 10% 20% 30% 40% 50% 60% 0% 80% 90% 100%

Fig8. Need for improvement in the apprenticeship system

According to experts, some of the aspects that would improve the system would be:

T3> I > 3> D D > D D

Better division of time between training centre and company.

Better cooperation between companies and vocational schools.

Higher acceptance by the companies.

Betterinvolvement of SMESs in the apprenticeship.

Better collaboration between VET providers and businesses.

Better communication on job opportunities and on training paths leading to them.
Better image of the apprenticeship within the society.

Better quality assrance.

Easier routines.

More flexibility.

Recommendationgo countries that wantto improve apprenticeship programs

Experts were asked to provide some final recommendatemtdressedo all those countries
such as Italy or Spainwhere the apprenticeship system would require some improvements.
The most important aspects to pay attention to would be the following:

A
A

Engage companies withthe VET system

IntegrateVETinto a marketsystem like aragreement between employers andorkers
without involvingGovernmens, which may lead tonisallocation of resources

Entry into the dual training system with the balanced mixture of learning on the
construction site, learning in th&€onstruction Professional Learning Centearsd
learningin the vocational schosl

Invest in wellstructured trainingcentres.

Support SMEs wbhwant to provide apprenticeshipsspecially with finding wefitting
apprentices (so that the process of the apprenticeshipssutcessful for the trainee
as wellas for the company)

Ersure yung people are motivad to engage in apprenticeship programmes

Put forward appropriate national and regional policies aiming at:
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0]
(0]
(0]

(0]

better involvement of SMEs in the apprenticeship

better collaboration between VEIroviders and businessgs

better communication on job opportunities and on training paths leading to
them;

better image of the apprenticeship withisociety

A Use the dual systemwith a airricula that must be the same wherever apprentice
receivesher/his edication in the country.

A Better understanding between governmental parts of an apprentice system and the
social partners.

>

St a close collaboration between companies, training centres and eventual

intermediate bodies or professional associations.

> > >

Promotecrafts and its opportunities

Tutor recognition.

Financial/economic incentives from Government.
Improve coordination between different actors involved.
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SWOT ANALYSIS

After analysing the information provided by experts in the survey a SWOT arfagsizeen

carried out
STRENGTHS WEAKNESSES
All countries have in common: All countries have in common:

o Facilitate company performance. o Some difficulty in linking VET centres a

0 Prepare young people for the world of labour market, intermediary and politice
work conveying competences that institutions.
correspond to the exact company needs o Not always competent staff.

0 Count on a solid network of partne(§ET| o No legal requirements.
centres, institutions etc.). o Companies do not believe in training.

o No difference between small and big o No good relationship between the stai
enterprises. apprenticeship/ and social partners.

o0 In many cases, government subsidies (tf o No governmental support for appreioes
relief, labour cost reduction). unless taking an exam or family allowanc

0 In many cases, role of the tutor formally for children up until the age of 25
recognised and training financed by the (Belgium).
companies.

o Tutortraining is important to avoid wastg Integrations:
of resources and time. o Germany: no incentives for hiring after

o Industrial entrepreneurial associations, apprenticeship;

chambers of commerce and vocational o Finland: tutor not formally recognised,;
training centres link together companies| o Norway: companies have no say in

and apprentices. regulation mattes; no standard CV;
0 Sweden: no company or worker subsidies
Integrations: tutor not formally recognised; no quality
o Portugal: recruitment between 585%; monitoring system; too much red tape;
0 Promotion in partnership with o Switzerland: no company or worker
institutions; subsidies; no joint training bodies; little
0 Germany and Finland: recruitment abou flexibility;
80%; 0 Belgium: apprentice slonwdown the work
o0 Denmark: recruitment between 7000%; of others; few promotion initiatives; no tria
social partner support; period before introducing apprentice; high
o Norway: recruitment between 7200%; hiring costs after apprenticeship;
entrepreneurial association support; o France: apprentice slows down the work
promotion in partnership with others; not always positive picture of
institutions; apprenticeship; sometimes apprentice
0 Sweden: recruitment between 7500%; not very motivated; VET centres not very
0 Bulgaria: production advantages; much involved.
0 Switzerland: recruitment between 50 o No governmental support for apprentices
75%; unless taking an exam or family allowance
0 Belgium: company satisfaction; for children up to the age of 25 (Belgium).

O France: teacher training.
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OPPORTUNITIES

THREATS

company needs.
competence.

issues.

system companies.

o Continuous improvement in worker

0 Less unemployment and related social

0 Labour market and educational system
integration that have to prepare for workl o

0 Vocational training centre and dual

o0 Dedicated trainig that completes the
F LILINBY A OSQa

o Workers trained according to real o]

T2NX¥YI

Few economic advantages for the compal
Little motivation on behalf of young people¢

and families.

Not much awareness by institutions and
enterprises.

Educational system not well linked to
labour marke.

Negative sectorial image.

Some relevant reflections:

A Promotingthe system means having less youth unemployment.
A From a first data analysis in dual system countries (formal) there is a greater awareness
towards apprenticeship by key actors agsbecially by companies

their procesds high(around 75%).

In the countries involved in the survethe rate of apprentices being hired at the end of

Social partners are considered important even if their role towards apprenticeship is limited

to the ddfinition of the contractual aspest promotion oftraining,be present on the board
of directors of some training centres anith some casesconsulted upon the state of
educational programmes, but are not decisive in fimal version of the regulation.

The hiring of apprentices makes sense in théemge companies that apply a corporate

planning strategy and therefore hire even if they do not have immediat&ocpositions
for them, differently to small companies that hire only for immediate necessityusually

only already skilled workers
The trained tutor avoids wasting timend resources inside the company.
Financing comes from the sect(social partners managinigaining centres or building

> >

associationsjather than from the governmerg(except Ndrway).

>\

To the final questiofVhat would you improve and what do you sug@ssimeanswers are

contradictory, they reveal thatcompanies arereluctant to perceive themselves as a
training centre (delegating where there are vocational training centres).

Amonggood practicedor promotingapprenticeship and sector image:

A Digital tools: digital booklet for taompany

tutors; digitalisation

arranging tutor training.

World skills.
Mobilities.

v > >

PledgeEAfA
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Collective Agreements.
Brochure for employers and apprentices

of

guidance and

AParticipation in educational fairs

AWebsite aimed at young people
ASeminar in public schools for
counsellors

ARevision of VET with public authorities

ATrain theli NJ A pfo§raldn@s.
ATrial period of 3 weeks in the tra
6ac¢Said  w2o¢
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. Analysis of constraints. Task 2

Objectives

The main objective of thisecond activity integrated in WR1as been to identify which are the
existing barriers that are hindering a fuilyd successfydarticipation of SMEs iapprenticeship
programmes especially in the countries participating in the project (i.e. Italy and Spssy,

to raise proposals to overcome those barriers and to know and analyse positive experiences
carried out in other EU countries.

Methodology

In order to achieve the aimdescribed above, a series of Focus Groups were planned and
organised in both countriedrocus Groups a quality technigue that putogether various
relevantstakeholders who are led by a moderator through discussion and debadajsually
provides useful solutions to the subjes¢alt with.

Since there are two different organisations per countryyas decidedo conducttwo groups
in Italy andtwo groups in Spain, each of thenorganised byne ofthe two participating partners
of the country. Thus, in Italy one group has been organisedAN{Eand another one by
Formedij similarly, in Spain one group has been organise@NM¢and another one by¥LC This
organisation has allowed for a wide perspee about the results obtained in each meeting
even if final outcomes are not different in essence, as it will be noted

As indicated above, the main aim of this activity was to identify and describe what are the
constraints affecting companies negaly in terms of participation in apprenticeship
programmes. With the celebration of the Focus Groups, these barriers have been detected, as
well as a series of proposals and suggestions that may help to overcome those barriers.

For the meeting, participas were provided with information about the project and about the
aims pursued with the celebration of the group. Tlmtyoduced themselves and after that, they
were illustrated with the main outcomes resulting from the prior activiuifvey for
identification of good practices on apprenticeghrimd some conclusions identified through desk
and field research:

A SMEs do hire workers in case they have a need and they prefer to hire already qualified
staff;

Thereis little financial support by Governments;

Lowmotivation towards vocational training (both by students and by families);
Little awareness by institutions and companies;

Trainingsystem not linked to the labour market;

Negativeimage of the construction sector;

Companystaff not always weltrained;

> > > > > > >

Lackof confidence in training companies.
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The methodology used consisted of a group dynamic and a subsequent debate. Partners agreed
on a group protocol to make participants involved and to acquire as much information as
possible. The process folled different steps:

STEPA1 denti fication of SME.s internal and exter
1. Each participant vate 3 barriers, eaclonein one card.
2. Participants explaid in detailtheir barriers.

3. Barrierswere grouped into categories.

STEP ZPrioritisationof barriers
1. Barrierswere scored.

2. Barrierswere prioritised.

STEP Definition of measures to overcome barriers
1. Determination of measures for each barrier.

2. Detailed explanation of each measure.

STEP Barometer
1. Placemeasures in a barometer
2. Finaldebate.

Participants

A total of 38 experts have been involved in the groups, 18 in Italy and 20 in Bpsdicipants
were selected according to their profile and their knowledge about the labour market, the
construction sector,the SME scopethe training modalities and their relationship with
apprenticeship.They were encouraged to find useful solutions to building a systemic strategy
for re-launching apprenticeship in Italy and Spain.

Questions about the subject's knowledge was stimulated, sfties and weaknesses were
required,and improvemengctions were asked for.
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RESULTS FROM THE FOCUS GROUPS IN ITALY

Thelst Focus Group conducted in Italy was organised on"2@pril, 2017, and was attended by

nine (9) participants, whose profile wagi dza Ay Sda NBLINBaSydal dA@Saz
representatives of the VET centres and School Buildiffgs.main conclusions deduced were

the following:

Culture
There is a different culral approach to apprenticeshipetween companies and workeras
well as between different EU countries.

School and education

Training is important but it must be carried out primarily in the company, on site. In Italy there
IS no true integration between the world of school and the business world. The school does not
adequately prepare young people to work and does not provide basic skills for easy business
inclusion. The school must also provide adequate guidance services.

In the countries of North Europspecialisatioris already built into the education system and
therefore it is easier for companies to put the apprentice directly into production.

The public schoolfrom the point of view of basic educatiend construction professional
schoolgvocational schools must form a "seioduct on polyvalence" that cabe placed
directly into production. In this way, the apprentices would be part of the-pmuduction costs

and the specific training on the basis of business needs with the support of the company tutor
would take placen situ

Finally, it is nowadaysecessary to teach English language as well as the soft skills and digital
skills in the educational circuit and building education.

Image

All participants agree that the image of the industry should be improved, although there are no
specific proposalsof it. Their opinion is that the Italian young people are pretentious and
believe that they know how to behave; they are not willing to do manual work on site.

Also, they are not available for national and crbssder mobility, as opposed to Eastern
migrants, who find employment easily and are sometimes more educated.

The law

The regulatory system in ltaly is too constrained for businesses and sometimes there are
situations that are not functional to the apprenticeshibere are expected to be rulesrfother
contractual forms that penalise apprenticeshipsoreover, the fragmentation of legislation at

the regional level hampesrthe full implementation of a National Qualification Framework

Cost of labar

There is a different view between companieslarade unionsaboutthe issue of labor costs

the company wants to invest in the apprentice and wants to retain it but it does not always find
young people availabland willingto go to the site on the other hand, mions argue that
companieshire apprentices to cut down lalw costs.

Other reflections raised in the meeting is thaktapprentice's remuneration must be congenial
with respect toher/his work performancewhich certainly canot be compared to that of the
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skilled workerBesides,lte company should receive state tax and contribution incentives as well
as economic support for training.

Social partners play a central role in raising awareness of institutions for economic incentives
and greater linkage between the world tfie school and the world of work. In this case
companies should identify argkeclare thekey competences.

The2" Focus Group in Italy was celebrated on #8May, 2017, with ning9) representativesf
the training and entrepreneurial system€onclusions reinforced what emerged in the first
meeting.

Culture

There is a lack of culture and sensitivity due to the negative role played bgojatsellors.
Labair counsellors especially in the case of small businesses, are subject to which emgploye
refer to human resource consultinGompanies are not perceived as a learning place even if a
slight trendreversal is registered

Cost

In relation to cost of labour, participants indicate thanmuneration must be proportionate to
the workperformed; also, they believe thahe cost of business work should be lower than the
current one.

School and wrkplace

A poor connection between school and business is confirmed, and also with the new legal
provisions, the construction schools thatovided training in vocational training today can only
provide transversal training that is funded by the Regions.

There are ongoing experiences in whtbtley are trying to bring back practical training at the
building school with the presence of two tus, both in the company and in the building school

In the case ofhree-year professional courses involving hours of work alternafthral system)
there isa considerable difficulty in finding hosted companiesinlydue to the young age of
the students. Besidest is clear thathis alternative is nohighlyvalued by youngsters, as there
arejust a few young people attending this Hinf school.

Promotion- image
Business associations and chambers of commerce do not seem to be the largest teehicle
promote apprenticeship. The task is primarily carried out by the construction schools.

After about 10 years of crisibé sector must be more attractive to young people. At present
there are no prospects of employment growth, eveanstructioncompanyowners do not
induce their children tdollow the family activity.In this context the industry needs to change
and look into the future, renew it also in the light of technologl producs and processs,
organisationalnnovations andri line wih European directives amécommendations.
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As a conclusion, the barriers and strengths of apprenticeship found in the Italian Focus Groups
are the following:

BARRIERS STRENGHTS

1 Poor cultureAwarenessn training. 1 Apprenticeshipmproves the company's
1 Little information on thediscipline of performance

apprenticeship. 1 The apprentice irained on the specific
1 Little business benefits also from the business needs

economic and fiscal point of view. 1 Important role of tuor andher/his
1 Poor sectorialimage. training to avoiddss of time and to
1 Poor connection between the make training more effective

educational system and the world of 1 Role of asociations of industrial

work. companies, chambers of commerce,
1 Poor government support training centreswhich make it a link to
1 Lack of propensity for the comparty companies

perceive itself as a training place. f  Reduction ofyouth unemployment
1 Fragmentation of legislation and

regulatory constraints.
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RESULTS FROM THE FOCUS GROUPS IN SPAIN

The 1st Focus Group in Spain was hdlon 22 April, 2017 it counted on the participation afine
(9) members with the following profile: experts on training and education, experts on
employment, sectorial experts, and employers.

During the celebration of the meetings, several barriers were identifectording to the
procedure previously indicated. These barrises the basis for the subsequent debate.

Company size: prejudice studenentre. Usually, the student looks for a large compamgt, an
SMEin a small compay it is not possible to focusimne single activity. It is perceived that the
capacity of a SME to train young people is underestimated.

O
(p))
Z

CompanR Zears | 0 2dzii | LILINBY A OSQa 3 jaddftHe dmateri@ ardMiR &
equipment that the apprentice will need to use without having former experience, in order to
comply with the training programme.

Lack of benefit for the companyn terms of performance andproductivity. Actually, the
companies do not find any benefit incorporating apprentices, and even it is many times
perceived as a decrease in productivity. Also, from the perspective of the employer,
apprenticeshipimplies time, that has to be taken from other necessary activities to be
performed. There is an important lack of culture regarding the performance oflatmour
practice, company does not consider that training is in line with its needs.

Poor information about VEThere is an important lack of knowledge aboutdampany training

and lack of training programmes. Also, there is scarce information about the dual system. Many
companies know that there exist ndabour practice for university oWETstudents, but, they

are not aware of the existence of these practices for students of Professional Certificates
(Certificados de Profesionalidad

Compatibility of study hours/working hours the assignment period for students is
concentrated in a couple of months for VET, ebhisometimes, do not coincide with the most
suitable period for incorporation in the comparijurthermore, the working hours and the study
hours are not easy to coordinate, as schedules are not necessarily the same.

Legislative deficiencieand sometimesconfusing regulatiorabout nonlabour practice in the
work-centre. For instance, lte nonlabour hours for practice in the Professional Certificate
modules are scarce. Besides, it is necessary to have intermediary associations at a sectorial,
territorial O £ S X

Fragmentation/segmentationof the training offerand the training markets.

2 S} 1y Saa @onpany tinter Sackoffualified staff. It is necessary to reinforce the role

of the inrcompany tutor, as well as the learning process in the companig,cam be useful for

both parties.Also, there is a lack of interest by the SME owners and workers in having a specific
person acting as a tutor, because this person will haveotmbineher/his own work with the
activity as tutors.

Lack of attention tovards SMEsEven if they represent majority of the industrial fabric in Spain,
they seem to be not as highly appreciated as large companies.

Lack of interest by studentm the sector Normally, construction sector is not the first option
for young people, there is a high lack of attractiveness in this industry, which is why it is
ySOSaalNE (2 SYLKI &AaS (nkage It odiied % ¥ Sifficiltte T (G KS
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find youngpeople who are willing to participate in apprenticeship in construction companies,
apart from the fact thasomeyoungsters are not even interested in training itself.

The 2™ Focus Group was celebrated on '9 May, 2017 and was composed of eleven (11)
participants whose profile corresponded to employers and business representatives from the
construction sectar

Asin the previols meetings organised, the firstep consisted of the identification of the existing
barriers regarding apprenticeship in ti8Es of th construction industry

Lack of human resources and adaptatiom the training system Experts agreed that SMEs do
not own a large administrative structure, which implies trouble when dealing wittompany
training for apprentices, since ivolves a large amount of bureaucracy.

Structure and size of the SMHE. must be taken into account that the profile of SMEs is
significantly different from the large companies, which are the ones typically participating in
apprenticeship programme$. KSNBE Aay Qi | NBFf AyaSNBaid 2y GNI A
nor as trainers for external individuals (students).

On the other handspecificfeatures of the sector itselimust be consideredthe construction
workerscontinuouslychange place and function/task, therefore it is difficult to implement a
training system for VET studené)dthe combination of theoretical content and practice would
be highly complicated to implement.

Role of the company tutorfor SMEs it is not easy have a specific person assigned as company
tutorYy YR FTdzZNHKSN¥Y2NB8xX Ay OFasS (KSe& RSOARS (2 Kt
would be the needed criteria for carrying out the selection.

Lack of perception of advantage&speciallyin terms ofeconomic issuest can be said that
there is a strong resistance towards paying a salary to an apprentice, since s/he does not have
the necessary knowledge or a prior experience.

Lack of attractiveness for potential apprenticewhich is closely relatet the somehow poor
or negative image of the sectand the lack of interest in training

Lack of informationabout training programmes, requirements for participation, etc.

Lack of confidencelFor employers it is not easy to accept students/apprenticesarry out

certain tasks, since they lack the necessary knowledge or experience. Furthermore, the general

idea spread is that the apprentice is a minor, ismmeoneunder 18 years of age. This implies

important difficulties, since these persons aret mllowed to access a construction siialess

there is a training and apprenticeship contract (possible for persons ag&®b)lbut even if

GKSNBE A& adzOK | O2ydN)} OG GKSNB IINB F t20 2F Gl
safety legislatiomainly. Therefore these legal constraints make extremely difficult hiring these

persons and impede the promotion of this type of training and apprenticeship contracts.

Once analysed this information, it is noticeable that many barriers identified aneident in
both Spanish group#nd actually, many of them have been also defined by the Italian experts.
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MEASURES TO OVERCOME BARRIERS

Once identified and prioritisedhe following step consisted giroposing differentmneasures to
overcome the abovéarriers. In the following table these measures are summarised:

No. BARRIERS
1 Lack of training culture
2 Lack of knowledge and

information on VET

3 Role of company tutor

Page| 30

MEASURES

Interested parties mustantinue to send messages t
companies and workers about the importance
training and the importance of beingpdated

KnockR 2 2 NE O landltdl idfainy SMEs abou
training.

WpenR I & & Q o6 @dhifigial construction sites
and training centres.

Incorporation ofnew developments, new processe
new technologies, etc.

SMEs must be informed of all the communications
provided by competent authorities and centres.

It is necessary to carry out much more disseminatio
about apprenticeship by sectorial associations and
national institutions, towards compaes and workers.
There must be a stmgcooperation between VET
centres, training bodies, professional schools, base:
on national agreements and law.

Dissemination campaignsise of mass media for
information (TV, radio, press)rdchures, events,
circulari 2 {a9aXxX®

Development of a short Guide about the way of
tutoring.

5St AOSNI (dzi2NRa GNI AyAy
¢dzi2NRa NRfS NBO23ayAGAZ2

Follow upher/hiswork/tasks with support from the
company and the sector organisationSarrying out a
monitoring of her/his performance.

Informing the company about the training received
the student.

Proper information about what is training and/or
concretion of the company to its technician/operator
about her/his development as a tutor. Clear
specifications: the larger the company, the more ne:
of it.

Good Practices and National Constrai



Systematic approach to enhance the participation of
constructionindustry SMEs in apprenticeship programs

4 Lack of benefits for the
company

5 Company fear s towards
student’s capacity for certain
tasks

6 Legislative deficiencies

7 Company characteristics

(size, structure)

8 Hours compatibility
9 Negative image of the sector
D

Good Practices and National Constrai

Transmission of information through channels that
are trusted by the companie$S(Y LJ 2 @ SNA Q
associationsgchambers of commercein some
European contries, etc.).

Putting in written form all the benefits already existir
for the mmpany regarding the incorporation of
apprentices, so as to let all the implied persons to
know the value of apprenticeship.

Determine possible new (already unknown) bene!
that effectively may promote the integration c
students/apprentices. Thedeenefits should mainly be
economic bonuses for training contractspecial fiscal
incentives for companies with tutors.

For Riblic Rocurement:considemg the possibility of
hiring a certain percentage of apprentices could
envisaged, and theeompany should hae a strong
discount in thiscost. Companiesould resort to a kind
of qualification for older workers (outside of the sectc
to be tutors inside the small firms in case of put
work, cofinanced by the Government (i.e., th
company that hire lwer workers could receive .
subvention from the Government). The training centt
may organise training paths for the company that ¢
help them to maintain the quality level.

Carrying out a test (kind of practical exam) after son
practice period.

Distinguish, simplifyand specifithe scope of the
WLINF O AOSaqQoe

Inter-relate practices and make themore flexible
from the point of view of lifelong learning and the
right of training.

Actual activation and application of the legislated
training system.

Counselling/advice as the most relevant element.

Makeadministrations aware of the fact that they hav
to take into account the SMEs characteristics in ord
to introduce them in the training programmes relate:
to apprenticeship in the construction sector.

Elaboration of specific traing programmes, with a
concrete timing for each student/company.

Acceptance of these programmes by the
Administration.

Addressing young people, schools and high school:
show youngsters about the possibilities of j
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10

11

12

Lack of time

Negative vision on VET (seen
as the ‘second option’)

No integration between
labour world and
education/training world

opportunities in the construction sector, and tr
training paths available.

Show a professional image of the sectordthe sector
potential, actions and initiatives devebped in terms of
infrastructures, rehabilitation, housing, cultur
heritage, etc. fiese would make people aware of tf
AYLRNIFYOS 2F GKS O2yai
R2yS o0e& lyez2yS¢ OF YL} A3

Demand a high level of education for those who wi
to enter in the sector (thus avoiding the image of {o
qualification industry).

To go on working for the improvement of health a
safety, training and labour environment, whic
contribute to a better perception of a construction jol

To use audio visual Campaign (Radio/TV/Media
improve sector image.

It is necessary to end whtthe black economy, fo
SEI YL S GKNRBdzZK NBIAad:
labels.

Frst, it is necessary for companies to be convinc
about the benefits of apprenticeshand then address
it as another activity to be successful in the busines

The distribution of tasks and HH.RR must be corre
implemented.

Dissemination actions to promote VET.

Implementation and/or improvement of guidanc
services
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CONCLUSIONS

After analysing the information provided by participants in the Focus Grorgamnisedn Italy
and Spain, the following conclusions may be estabtish

The barriers identified are not significantly different in both countries, and it can be observed
that most of them aranter-related. One of theaspectghat most affect the positive execution

of apprenticeship procedures in the SMEs, regardless the productive sector, lacthef
training culture This, together with thdack of knowledge and information about the training
programmesavailable, make apprenticeship difficult to be implemented, since many SME do
not even know that this type of training is possible also for small companies, apart from the fact
that many companies does not see the benefits of apprenticeship, since they casnative

what advantages may be taken for the enterprise.

Another relevant aspect that hinders the success of apprenticeship programmes is related
the legal framework both in Italy and Spain, legislatiorhighly fragmentedrfainly depending

on the regiors), which means that there are no common regulatoriyeriaor protocols(neither
regarding training nor regarding labour in many aspedtss involves differences in terms of
rules, bureaucracy and paperwork, administrative requirements and justifitgtiand so on.
These legal constraints are applied both to the education/training system and also to the labour
issues the spot where both systems relate is somehow bluriatprecise and scarcely flexible,
which definitely does not favour apprenticeship this context, there is a need to makeareful
revision of the regulation and address it thoroughly.

Focusing specifically on the construction sector, it is noticeable that it is usually not seen as a
worthy sector to work in: iteegative imagdeadsto the lack of interesby students about being
trained in the sector.

Therole of the companyutor also implies @oncernfor companieswhen they do not perceive
the need to count on a specific person in charge of training apprentices, and consider that acting
as a trainer may negatively affect her/his performance in terms of productivity.

As indicated above, many constraintge closey related to each other;in many cases the
measures to fight against thesmould be focused on carrying out dissemination actions towards
SMEsand studentsabout the importance of trainingnd apprenticeship
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. Annex | - Questionnaire

Co. Tutor project. Good practices in

apprenticeship.

The objective of this survey is to identify positive aspects and experiences that contribute to make apprenticeship
a successful system.

In particular, organizations from countries with a long-established apprenticeship, that work as intermediary bodies,
training centers, construction companies and the like will be consulted, in order to describe good practices, which
facilitate important information to us concerning:

« Level of institutions’ involvement.

» How to increase the offer by companies.

+ Field where apprenticeship could be improve (marketing, courses definition, mobility, etc.).

» Support measures for companies and apprentices.
We encourage you to take part of the European Alliance for Apprenticeship. It is to share experiences and learning from
best practices. You can also find partners, develop new ideas and initiatives, and access the latest news and tools on
apprenticeships. Further information in http://ec.europa.eu/apprenticeships-alliance

1. Name and surname:

2. Organization:

3. Country:

4. Position:
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5. What kind of apprenticeship do you work with?
I:l Dual Viocational training

D Alternance training

[[] other (specify)

6. In your opinion, what are the benefits for construction companies for
taking part in apprenticeship system (economically, behavioral,
productive or other)?

7. Are all construction companies obliged by law to take part in
apprenticeship?

Q Yes

J No

8. If no, which are the intermediary organizations in charge of
contact interested companies?

9. Do SMEs take part in apprenticeship as much as large companies?

QY&S
_':) No

10. If any difference, could you explain why do you think it happens?
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11. How often would you say that a company eventually hires a

trainee after their apprenticeship?

\_) Less than \) Between 25%-50% U Between 50%-75% l\_/ Between 75%-100%
25%

Please explain further the reasons of your answer:
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12. Within the apprenticeship sytem, what sort of support does the
“host company” receive from...

intermediary bodies?

training centers?

13. Does the Government give active support to all kind of companies
for apprenticeship? (tax benefits, subsidies, administrative support,
etc.)

\_) Yes

O e

Please explain further the reasons of your answer:

14. Does the Government give active support to

apprentices? (payment of salary or part of it, administrative support,
etc.)

\) Yes

fj No

Please explain further the reasons of your answer:
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15. Do social partners (trade unions, employer associations, etc.) take
part in apprenticeship to some extent?
Q Yes
) No

Please explain further the role of the social partners in apprenticeship (intermediary body, providing information, etc.):

16. Is the workplace a better environment for training than workshops?

’i_)Yes
D No

D Please explain further the reasons of your answer:

17. Does apprenticeship make others workers waste time?

:—) Yes
oL

Please explain further the reasons of your answer:
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18. Is the in-company tutor’s role is formally recognized?
::1 Yes
\_} No

Please explain further: for example, whether this tutor has to count on specific training or certificate or not, but in fact it is required by

companiesftraining centers, etc.

19. Do in-company tutors make it easier for the trainee to understand
the academic part of their training?

) Yes

) No

Please explain further the reasons of your answer (i.e: to solve doubts from classroom, to deep in the theoretical concepts given in

classroom, etc.).
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23. Would you improve something within your apprenticeship system?
.:::. Yes
O Mo

Please explain further the reasons of your answer:

24. What recommendations would you give a country to improve apprenticeship
programs?
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