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Fostering inclusive and supportive work-based 
learning environments

EQAVET  Quality Cycle

implementation of the European Quality

Assurance Reference Framework

for VET systems and providers



Member States who focus on this 

EQAVET+ indicative descriptor are more 

likely to make progress on the following 

EQAVET indicator(s):

• Indicator 1. Relevance of quality assurance systems 
for VET providers

• Indicator 2. Investment in training of teachers and 
trainers

• Indicator 3. Participation rate in VET programmes

• Indicator 4. Completion rate in VET programmes

https://www.eqavet.eu/EU-Quality-Assurance/For-VET-System/Monitoring-your-System/Evaluation/indicators/indicator-1
https://www.eqavet.eu/EU-Quality-Assurance/For-VET-System/Monitoring-your-System/Evaluation/indicators/indicator-2
https://www.eqavet.eu/EU-Quality-Assurance/For-VET-System/Monitoring-your-System/Evaluation/indicators/indicator-3
https://www.eqavet.eu/EU-Quality-Assurance/For-VET-System/Monitoring-your-System/Evaluation/indicators/indicator-4


• Indicator 5. Placement rate in VET programmes

• Indicator 6. Utilisation of acquired skills at the 
workplace

• Indicator 7. Unemployment rate

• Indicator 8. Prevalence of vulnerable groups

• Indicator 9. Mechanisms to identify training 
needs in the labour market

• Indicator 10. Schemes used to promote better 
access to VE
https://www.eqavet.eu/EU-Quality-Assurance/For-VET-
System/Monitoring-your-System/Evaluation/Indicators

https://www.eqavet.eu/qc/tns/monitoring-your-system/evaluation/EQAVET_indicators/indicator_5
https://www.eqavet.eu/qc/tns/monitoring-your-system/evaluation/EQAVET_indicators/indicator_6
https://www.eqavet.eu/qc/tns/monitoring-your-system/evaluation/EQAVET_indicators/indicator_7
https://www.eqavet.eu/qc/tns/monitoring-your-system/evaluation/EQAVET_indicators/indicator_8
https://www.eqavet.eu/qc/tns/monitoring-your-system/evaluation/EQAVET_indicators/indicator_9
https://www.eqavet.eu/qc/tns/monitoring-your-system/evaluation/EQAVET_indicators/indicator_10




A welcoming work environment is

key for learners to attain a qualification

• Every student can benefit from a welcoming
work environment

• All apprentices and other vocational education
and training students participating in work-
based training.

• What makes a work-based learning environment
inclusive and supportive?



The following tips are given as advice
to policy-makers and practitioners
involved in the design and delivery 
of vocational programmes. The 
information is based on Cedefop
research into successful measures.

• Tip 1: Ensure the learner, the company and the 
training provider share a common 
understanding of the roles, responsibilities and 
rights of the learner.



Learners’ roles, responsibilities and 

rights should be clear for the 

company and the learner (and his/her

family in the case of minors). 

• There can be a written agreement between the 
training provider, the company and the learner
specifying the training programme, the activities
and the working conditions (including working
hours). Also, there is the possibility of using a 
code of conduct or similar document.



Tip 2: Establish quality assurance

mechanisms to ensure that employers

comply with their training responsibilities

• Also, training providers can have an important
role in monitoring the development of the in-
company training of their students.

• Such mechanisms should also detect if the in-
company trainer(s) need additional training or 
support to be able to adequately perform their
role.



Tip 3: Establish feedback mechanisms

to monitor whether the learner

is facing difficulties in 

work-based learning

• When the programme combines school-based
and work-based learning, there is often a tutor 
or supervisor at the VET school. 

This professional can:



• be in charge of periodic discussions with
the learner to assess the development of
the work-based training,

• accompany the learner to the workplace on 
the first day, and/or

• visit the learner at the work place on a 
periodic basis.



Tip 4: Establish processes for mediating conflicts
between trainees / apprentices and in-company
trainer / employer

• As part of the feedback processes, learners can 
refer to conflicts with the in-company trainer. It 
is important that there is an impartial mediator
to help solve such conflicts.



Tip 5: Promote the development of

a professional identity

• Even under tough work conditions, learners can 
succeed in finalising their training programme if
they develop a sense of professional identity. This
requires an engaging and motivating process which
enables young people to perceive the training as
meaningful. Work-based learning offers a good
context for the development of a professional
identity through the authentic interaction between
the young person, his/her co-workers, as well as the 
trainer and the company leadership. 



Tip 6: Provide professional

development opportunities

and support to in-company trainer

• Knowing how to practise a profession is not a 
synonym of knowing how to teach it. Also, 
employers are often not used to working with
young people and they expect them to behave
like adults and workers from day one.



• Trainers at the workplace should receive

some training and support to help them:

• manage their expectations about learners’ performance

• adapt the training to the skills and knowledge of
learners

• support learners facing disadvantages (e.g. physical
handicaps, disadvantaged socio-economic backgrounds)

• identify distress signals from learners and support, in a 
timely manner, apprentices or trainees at risk of
dropping out

• manage conflicts and deal with situations of
discrimination and bullying at the workplace.



Tip 7: Avoid discrimination and promote inclusive 
learning environments

Tip 8: Facilitate flexible arrangements for the 
learner to combine school-based training and 
work-based training

• An inclusive and supportive working
environment contributes to a positive attitude to
learning and the development of a professional
identity.





Improving VET image and attractiveness.

VET needs to be more appealing to learners, their
families and other key players

• Vocational Education and Training (VET), both
secondary and post-secondary, suffers from poor
reputation. Additionally, the discourse on tertiary
education still favours university education over
post-secondary VET, which adds to its
unattractiveness.



Who are the key target groups?

• Young people in an environment where VET has a poor
image or is seen as a ‘second choice’.

• In some countries, young people from migrant
backgrounds since their families may underestimate the 
value of VET in comparison to general education.

• Young people at risk of leaving a general pathway early due 
to poor performance.

• Young people in VET who have low self-esteem.
• Young people following VET routes which are less valued, 

respected and recognised.
• Labour market stakeholders where VET qualifications are 

less valued in comparison to gene.ral education



How can the image of VET be improved?

• Tip 1: Provide more and better quality information about
VET programmes

• Providing accessible, user-friendly and impartial
information on VET is important to ensure that young
people can make informed choices. This information could
cover, for example the content and level of the 
programmes, entry requirements, and the way in which
they are delivered. Providing information about the quality
and relevance of programmes to the labour market, e.g. 
labour market destinations, employability and income
levels of former students, is also important. If VET is seen
to lead fast to meaningful jobs, which are in demand on 
the labour market, it will be more attractive to young
people.



• Information provision should not just focus on 
young people. It is also important for parents, 
school staff, and employers to have access to
appropriate information about VET options. 
Parents and school staff can then support young
learners to make informed choices. Employers
will have a better understanding of what
graduates of VET programmes will be able to
offer as potential employees



Tip 2: Develop actions to promote VET

• Marketing and promotional campaigns can help 
raise awareness of VET and counter any negative 
associations it may have. The internet and social 
media can be a good way of engaging and 
involving young people in such campaigns, which
could involve promoting success stories, for
example.



Tip 3: Provide role models to show 

young people what they can achieve

through VET 

• Role models are important to show young people 
the potential benefits of taking up a VET 
programme. VET ambassadors - current and 
former VET students who share their experience
– can be a helpful way for young people to learn
about VET options from their peers.



Tip 4: Provide financial support to learners

who need it, and consider the remuneration

of apprenticeships and incentives for employers

• Remuneration can be a powerful motivator for a young
person to pursue a VET programme. Some measures may
offer financial support for learners who take part, to
prevent their financial circumstances from being a barrier
to participation and to increase motivation to take part. 
This may be particularly important for second chance 
measures. The financial support might be for example
through allowances, grants, training ‘vouchers’ or a 
combined work/training measure in which the young
person receives payment for the working part. Payment of
grants / allowances may be linked to attendance.





• Improving VET social image Flexible learning pathways
• Second chance measures
• Motivating young people to re-discover their interest in learning
• Comprehensive support to young people with complex needs (case 

management)
• Guiding young people to make the right choices
• Providing professional counselling to address barriers to learning
• One-to-one support for young people through coaching or mentoring
• Tailoring learning pathways to young people’s interests and learning styles
• Helping learners understand the practical application of theoretical courses
• Developing employability skills
• Providing work-based learning and close-to-real simulations
• Involving the entire community in the prevention of early leaving from 

education and training
• Fostering inclusive and supportive work-based learning environments

http://www.cedefop.europa.eu/en/toolkits/vet-toolkit-tackling-early-leaving/intervene/intervention-approaches/flexible-learning-pathways
http://www.cedefop.europa.eu/en/toolkits/vet-toolkit-tackling-early-leaving/intervene/intervention-approaches/second-chance-measures
http://www.cedefop.europa.eu/en/toolkits/vet-toolkit-tackling-early-leaving/intervene/intervention-approaches/motivating-young-people-re-discover-interest-learning
http://www.cedefop.europa.eu/en/toolkits/vet-toolkit-tackling-early-leaving/intervene/intervention-approaches/case-management
http://www.cedefop.europa.eu/en/toolkits/vet-toolkit-tackling-early-leaving/intervene/intervention-approaches/guiding-young-people-make-right-choices
http://www.cedefop.europa.eu/en/toolkits/vet-toolkit-tackling-early-leaving/intervene/intervention-approaches/providing-professional-counselling-address-barriers-learning
http://www.cedefop.europa.eu/en/toolkits/vet-toolkit-tackling-early-leaving/intervene/intervention-approaches/one-to-one-support
http://www.cedefop.europa.eu/en/toolkits/vet-toolkit-tackling-early-leaving/intervene/intervention-approaches/tailoring-learning-pathways
http://www.cedefop.europa.eu/en/toolkits/vet-toolkit-tackling-early-leaving/intervene/intervention-approaches/helping-learners-understand-practical-application-theoretical-courses
http://www.cedefop.europa.eu/en/toolkits/vet-toolkit-tackling-early-leaving/intervene/intervention-approaches/developing-employability-skills
http://www.cedefop.europa.eu/en/toolkits/vet-toolkit-tackling-early-leaving/intervene/intervention-approaches/providing-work-based-learning-close-to-real-simulations
http://www.cedefop.europa.eu/en/toolkits/vet-toolkit-tackling-early-leaving/intervene/intervention-approaches/involving-entire-community
http://www.cedefop.europa.eu/en/toolkits/vet-toolkit-tackling-early-leaving/intervene/intervention-approaches/fostering-inclusive-supportive-work-based-learning-environments


Relationship between school and company. 

The purpose of the companies are money and 
satisfaction; the school’s purpose are value and 
satisfaction. 

The workers of the companies could be students or 
students’ parents. 
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Thanks for your attention 
and

great success for future 
cooperation!If you do not think 

about the future...
you cannot have one!

This project has been funded with 
support from the European 
Commission. This publication 
[communication] reflects the views 
only of the author, and the Commission 
cannot be held responsible for any use 
which may be made of the information 
contained therein.



1° Staff Training Event 

Training Activities Day 1°

TECHnical partNership towards Innovation and Cooperation for VET
Activity C1   - SP-VET-SHORT - Short-term joint staff training events - Vocational Education and Training

TECHNIC

Career Guidance Services  for Secondary School

Erasmus+ KA 202 - Strategic partnership for vocational and educational training. Cooperation of innovation and 

the exchange of good practices.   2017-1-RO01-KA202-037478

Italy - Spoleto                                      12 November 2018

Giampiero Bianchini    12 11 2018 
Hotel Clitunno - Spoleto



Providing Comprehensive Career Guidance Services for
Secondary School

• Career counselling: An intensive service that focuses on the 
interaction between an individual/a small group and the career 
guidance personnel, aiming at helping individuals to explore 

• Career development: A lifelong process of developing beliefs and 
values, skills and aptitudes, interests, personality characteristics, 
and knowledge of the world of work (through different career 
roles).5

• Career education: One part of a comprehensive career 
development strategy. It is defined as the development of 
knowledge, skills and attitudes through a planned programme of 
learning experiences in education and training settings which will 
assist students in making informed decisions about their study 
and/or work options and enable effective participation in working 
life.



Providing Comprehensive Career Guidance
Services for Secondary School

• Career guidance: An inclusive term which usually describes a 
range of interventions including career education and 
counselling, that help students to develop and use knowledge, 
skills, and attitudes in making decisions on their study and/or 
work options and life roles.

• Career Guidance Personnel (CGP): In many cases, teaching 
personnel responsible for life planning education and career 
guidance matters in local schools are the career guidance 
masters/mistresses and his/her team members. They should 
have relevant and appropriate professional training.

• Career information: A broad term, referring to information 
(including printed, electronic, personal contacts 



Vision and Principles

• supported to make career decisions in accordance 
with their interests, abilities and orientations; 

• empowered to make informed and responsible 
choices on their learning, career goals and other 
aspects leading to a meaningful life; 

• assisted in managing and adapting to the transition 
from school to work; and 

• better prepared for actualising individuals’ potential 
through pursuit of their personal/career goals. 



• understand their own career/academic 
aspirations; 

• develop positive attitudes towards work and 
learning; 

• connect/integrate their career/academic 
aspirations with/into whole-person development 
and life-long learning; and 

• utilise the acquired knowledge, skills and 
attitudes whenever necessary. 



Six Recommended Principles

• Life planning education and career guidance should 
align with the developmental needs of students at 
different stages of growth, thus differential provision in 
service should be considered. 

• Life planning education and career guidance should be 
provided to all students, irrespective of their abilities, 
orientations and levels of study. 

• Life planning education and career guidance are means 
of empowerment for students to make informed and 
responsible choices on their learning, career goals and 
other aspects of life. 



• Life planning education and career guidance 
encourage students to make study/career decisions 
in accordance with their interests, abilities and 
orientations. 

• Life planning education and career guidance 
promote career development of students which will 
better prepare them for actualising individuals’ 
potential through pursuit of their personal/career 
goals. 

• Life planning education and career guidance assist 
students in managing and adapting to the transition 
from school to work, and in the long run prepare 
them for life-long learning and leading to a rich life 





• Schools’ Career Teams may consist of the 
following members: 

• Principal, vice principal or a senior teacher 
(Career Master/Mistress) as the co-ordinator; 

• Career teachers; 

• Class teachers and subject teachers; and 

Curriculum development leaders, guidance 
teachers, school social workers, I.T. coordinators, 
administrative support staff. 





Co-ordination

• to collect, update and disseminate effectively all 
kinds of career information to support students, 
parents, teachers, and school leaders in life planning 
education and career guidance service (e.g. in the 
formulation of senior secondary subject option 
plan); and 

• to liaise /forge strong partnership with parents, 
teachers, functional and subject teams, school 
leaders, other school personnel and external 
partners such as NGOs, employers in the business 
and industrial sectors, further studies institutions 



Education

• - to draw up school based policy and 
implementation strategies on life planning 
education; integrate life planning education 
elements in the school curriculum; plan and initiate 
comprehensive, relevant and timely career guidance 
programmes for students; conduct career 
assessments; and organise professional 
development activities for teachers responsible for 
delivering life planning education and career 
guidance service. 



Advisory

• - to advise students individually and in groups, 
identify their career development problems and 
needs and coach them to find, develop and 
review their personal plans and career goals; and 

• to advise students in their career related 
experiences and develop appropriate work 
attitude/reflective thinking skills in them. 



Teacher Professional Development

• Life planning education/career development

• Guidance Programmes/Activities

• Counselling Skills/Techniques

• Career Information 

• Curriculum Planning 
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Promote self-awareness and the development of social-emotional skills;

• perform interest and capacity assessments;
• evaluate knowledge of the job market;
• organize and support the development of the education and/or career plan;
• define medium- and long-term personal goals and objectives;
• offer information regarding educational and job opportunities;
• recognize the potential and limitations of each participant and his/her environment;
• take job market demands into consideration;
• link personal interests and resources with market demands;
• support the process of returning to school;
• help young people make informed and responsible decisions;
• guide young people in reviewing their life plans and making any necessary 
adjustments;
• prepare youth to get and keep a job; and
• advise young people in designing strategies and plans for self-management and 
entrepreneurship.
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