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Introduction — project SHINE

Project SHINE

Higher Vocational Education and Training (HVET) plays a crucial role in the European Union as its key
objective being to prepare learners for innovation and excellence. The Erasmus+ project SHINE’s main
focus is to share European Best Practices via exchange of information, comparing findings, improving
pathways and developing piloting tools and policy recommendations. With these goals, it addresses the
Erasmus+ priorities which aim at increasing the labour market relevance of VET and to make the
knowledge triangle work.

Higher Vocational Education and Training (HVET), especially for qualifications at EQF level 5, has a relevant

role, and a tremendous potential to achieve the objectives mentioned above. In fact, its curricula:

— links to high-tech production sectors;

— fulfils the market demand of technicians with new and high-tech competences, able to foster
innovation and master and manage advanced organisational and productive processes in an applied
academic environment;

— connects upper secondary school and university, by bringing the world of education and training
closer to the world of employment;

- isgoverned, designed and managed jointly by public authorities, schools, training bodies, enterprises;

— is highly interesting to students, as they offer perspectives at different levels such as: steady
employment, career advancement, continuous training.

Aware of such challenges and potential, SHINE targets actors governing and managing HVET programmes,
as well as students aiming at bridging the gap among individual local economic contexts and goals set by
corresponding regional Smart Specialization Strategies. This is achieved by acknowledging the role and
innovative potential of high-level technical professional profiles.

The project follows a foreseeing roadmap which foresees the following indicators:

— survey and evidence of excellence in HVET in partner territories, as to crosslinking HVET and business,
management practices and governance;

- peer review of excellence and identification of innovations/spill overs for improvement, especially
regarding smart specialization and local development strategies, proactive approach to training and
skills supply design, business involvement, ability to deliver innovation services;

— definition of an innovative model for design and governance of HVET programmes, in order to
encompass the above issues at stake;

- piloting the model in practice, by local action plans in VET institutions;

— assessment of results and subsequent identification of policy mechanisms to improve the use of EU
tools (e.g. ESCO, ECVET) by HVET;

- definition of possible improvement processes and related indicators for high level (national/EU)
policies;

- review of the model, by involving the “Triple Helix” stakeholders (training/innovation, business,
institutions);

— validation and fine tuning.

In compliance with what is mentioned above, the methodology adopted by the consortium includes a

constant switch among bottom-up (collection of information, stakeholders involvement, piloting) and top-

down (model definition, process definition) phases, flanked by monitoring of progress made.

The main expected results are:
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- improvement of training offer by partners, with subsequent increase in the employment chances
for students and in competitiveness for local companies;

- development in competences of company trainers involved in programme delivery, as part of an
exchange of information with other EU excellent partners;

— setting-up of a permanent, relevant EU network, gathering public and private excellent HVET
actors;

— capacity building of decision makers governing HVET, and subsequent acknowledgement of tools
for reviewing innovation policies, with special regard to professional technical issues, as
innovation drivers inside business;

- Definition and piloting of a governance system, based on the integration of HVET policy makers
with the labour market.

The project is deployed in three phases, corresponding to the three years of its duration.

Phase 1 evidence of best practices in management of training and relations among local productive
contexts, aimed at providing clear guidelines for the development and innovation of existing systems.
Phase 2, building on output of phase 1, designs and identifies actions for improvement and innovation in
partner territories regarding governance of HVET programmes, development/ enforcement of services to
business, relationships with triple helix stakeholders (policy makers, education and training, business).
Phase 3 aims at:

1) ensuring valorisation and impact of outcomes on systems and policies in partner territories,

2) mainstreaming of recommended policies at a national and European level, and

3) integrating triple helix networks of partners.

This document

In the first half of the project, partners developed a number of tools, conveyed into a set of so-called
“Local Action Plans”, namely, activities performed in partner territories in order to innovate, or to
improve, the governance and/or the functioning of EQF5 training programmes.

Local Action Plans, by their nature, are medium-term activities, lasting one to two/three years, well
beyond the end of SHINE. However, they are constantly monitored and assessed by partners, with a view
to continuous improvement in a PDCA? logic. Partners investigated on effectiveness of SHINE tools as to
impact on:
- training organisations;
- innovation and knowledge systems at three levels:
1. regional, linked to smart specialization and territorial development strategies;
2. national, with regard to operating goals on education, training and innovation;
3. European (Europe 2020).
- key stakeholders.

This document gathers the results of such monitoring process carried out by partners on their own
situation. It is meant to suggest recommendations and indicators for improving policies for governance of
HVET programmes and their contribution to the innovation of economic systems.

Its target group is partners first, to guide their further actions on this way, and more generally all providers
of HVET training programmes, as a support in their search for continuous improvement.

PDCA (plan—do—check—act or plan—do—check—adjust) is an iterative four-step management method used in
business for the control and continual improvement of processes and products. It is also known with other
names, for instance as the Deming circle/cycle/wheel. For further information refer for instance to:
https://en.wikipedia.org/wiki/PDCA (last successfully accessed 31 July 2018).
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But this document targets also decision makers at regional, national and, to some extent, European level.
Even if well aware of the bottom-up nature of the work performed, partners are keen to raise their hands,
make public and share lessons they learnt in-process. Without claiming to own the truth or the final
solutions to all issues pertaining to HVET, partners just want to describe the first findings coming from the
involving and challenging path they walked together. For sure, what is proposed here comes from
experience and from application of common principles and shared methods, and has proved fruitful to
partners. We hope it can be food for thought for others, too.

It is worth mentioning that it is not only the EQF Level 5 qualification that has made an impact on HVET
but also qualifications at a Bachelor’s level, that is EQF Level 6. Many HEIls also have VET programmes at
EQF Level 7 and this could also be developed to an EQF Level 8 qualification, that is applied research
(which many companies seek through the Universities of Applied Sciences). There is therefore added value
to employability in EQF levels 6 and 7, in particular across member states which are not partner countries
in this project. We hope that this work can be useful for them, too.

After a brief overview on each partner’s Local Action Plan, the document describes the categories used to
describe lessons learnt, and moves to some recommendations for improvement and possible suggestions
for measurement. An essential bibliography and an appendix with a synoptic table of all Local Action Plans
complete the document.
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| ocal Action Plans

Practical Innovation happens locally and regionally, through a more dynamic process in whih all the
players in the quadruple helix? can be active. Erasmus+ KA202 “SHare, Improve, develop: today’s
excelleNce for tomorrow’s HVET — SHINE” project gives examples of different ways in which the quadruple
helix can be activated.

On this basis, we designed our proposals for Innovative Governance Models in HVET, adapting open and
user-driven innovation concepts to regional or local peculiarities to find suitable and effective solutions.
Partners of SHINE project attempted to operationalise the above-mentioned Innovative Governance
Models through local actions plans adopting a four-level quadruple helix approach.

Six local action plans in six EU regions (ITH3 Veneto, ITH5 Emilia Romagna, HR042 Zagrebacka Zupanija,
SE232 Vistra Gotaland County, RO424 Timis County, DED13 Zwickau Kreisfreie Stadt), have been
developed and tested to prove that is the relationship and the interaction between pivotal stakeholders
and key players that make HVET system successfully. All local action plans designed focus on the local and
regional, trying to address the criticalities found within the respective reference system.

In Italy:

IFOA started from a comprehensive Foresight Table aiming at orientating the future evolution of the
competence profiles of the regional best practice owned by ITS Maker Foundation®. The proposed Table
identifies the priorities -in terms of updating and innovation- of the training programmes offered by the
ITS Maker Foundation, in the light of the possible evolution of the relevant technologies. The pattern
developed takes into account:

- indicators (variables/measures);

- which permit interpretation of the evolution (trajectory) of technological areas (products made,
processes under control/examined at the workplace) relevant to the trained Higher Technicians
context;

- key technology enablers (push enabling factors) and business drivers (pull enabling factors).

Partners SIAV and USRV, in collaboration with the best practice Fondazione ITS Meccatronico Veneto®,
proposed an agile Model for HVET Training offer continuous updating, attempting to provide a blueprint
for the detailed design, implementation and testing, step by step, of a long term and replicable Foresight
Model. It aims at strengthening and enhancing the overall management system capability to timely adapt
the ITS HVET training pathways to the technological evolution through the development of an effective
and periodical foresight process, along with a coherent methodological review.

In Germany:

Partner WHZ carried out an in-depth context analysis of national and regional studies concerning
shortages of skilled employees in certain branches, as well as recent developments and topics that are
emphasised to be demanded in the future by e.g. the national ministries, labour agencies or local
chambers of commerce. Basing on the results of the analysis, the partner examined in general and
specifically the faculty of economic sciences exemplarily for the university concerning the current
education portfolio and quality assurance. A comparison between evidences of these first steps will be

2 Project SHINE starts out in the relatively new paradigm of user-oriented innovation models (Arnkil et al.:
Exploring Quadruple Helix. Outlining user oriented innovation models. Tampere 2010
https://tampub.uta.fi/bitstream/handle/10024/65758/978-951-44-8209-0.pdf?sequence=1).

3 The ITS (Istituti Tecnici Superiori, Higher Technical Institutes) Foundations in Italy are body legally entitled to
design and deliver EQF lervel 5 training programmes. Foundation ITS Maker is the largest ITS Foundation in
Region Emilia-Romagna, in Italy. To learn more, please refer to: http://itsmaker.it/en/

4 https://www.itsmeccatronico.it/
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collected and transferred into a concept with recommendation for actions to be submitted to the
academic deans and career guidance offices.

In Sweden:

Partner GTC developed a Foresight Table, adapted to its local innovation eco-system, matching change
enablers in smart industry with professions in production industry within the automotive macro-sector.
Particular attention has been paid to the work organisation. The GTC foresight model took into
consideration the influence of 10 change enablers in smart industry and systematically match them with
11 professions in the (automotive) production industry, in order to foresee a future competence need
and suggest new HVE training programmes to the HVE steering committee of Goteborgs Tekniska College.

In Romania:

Partner CTB identified requirements and needs related to economics and health-care local environment
in terms of knowledges, competences and skills (KSC), involving relevant local stakeholder in application
of the afore-mentioned four-level quadruple helix model. Evaluation results will be the lay on which
identifying existing potential for curriculum extension/updating, taking into consideration actual
capabilities: trained human resources and technical, budgetary, normative resources to be submitted to
regional Comitetul Local de Dezvoltare a Parteneriatului Social Pentru Formarea Profesionald Timis and
Inspectoratul Scolar Judetean Timis. CTB foresees the possibility to establish a continuous self-improved
and flexible periodical review and updating of the curriculum against the business developing needs.

In Croatia:

PP7 OUZG carried out an initial analysis existing policies and acts (The Crafts Act, CQF Act, Rulebook on
Master’s exams etc) with financial and timeframe analysis and recommendations. On the basis of the
results of this preliminary analysis, the partner made a peer review of existing curricula giving particular
attention to find out an effective working pedagogy and transversal skills, in accordance with current and
future labour market needs in terms of KSC. This will allow the reviewing and modernisation of around 50
professions, adapting them to the labour market needs following CQF law.

A synopsis of main feature of all Local Action Plans is provided for in Appendix.
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Domains, levels, indicators

To make partners’ findings clearer, we will use a three-axes system in order to describe our
recommendations and lessons learnt.

Axis 1 will be domains, that is, areas/sectors to which recommendations pertain.
We identified 10 possible domains, as follows:

D1. Clear vision and mission of HVET: expected outcomes, positioning between EQF levels, etc.

D2. Stakeholders involvement: interaction with all quadruple helix players: e.g. quick
response/anticipation of labour market needs, dialogue with PA, connections and agreements
with University to ease transfer/recognition of credits, awareness raising and advertising among
families and community, etc.

D3. Quality improvement of teachers, trainers and staff: knowledge of policies, methods, tools;
upskilling and continuous training; exchanges; motivation, etc.

D4. Work-Based Learning: learning outcomes, contents, methodologies, etc.

D5. Management of resources (existing, required, etc.): e.g. fund raising, agreement with
stakeholders, etc.

D6. External co-operation and networking: e.g. EU exchanges, staff and learners mobility,
participation in events, action for harmonisation of different systems in different countries, etc.

D7. Quality of output, including ability to generate quality output.

D8. Monitoring and evaluation: establishing a functional and continuous training offer reviewing
process. This must be agile and flexible, in order to being able to adapt the offer to seamlessly
technological development and its implications in terms of KSC. It should involve all quadruple
helix players.

D9. Communication

D10. Acting for continuous improvement

Axis 2 will be levels, that is, governance/relevance layers, ranging from local to European (this is the scope
of an Erasmus+ project), but even global (because this is the horizon of companies where HVET students
will work for, and of education and training institutions preparing them for employment).

We identified 5 possible governance levels, in ascending broadness order, as follows:

L1. Local

L2. Regional
L3. National
L4. European
L5. Global

Please note that, due to the nature of SHINE, mostly levels from L2 to L4 are considered in our
recommendations. Nevertheless, L1 and L5 are included, when relevant.

Axis 3 will be indicators, that is, elements who can help measuring results achieved in different domains
at various levels, and provide for information for future continuous improvement.
We identified 13 possible indicators, as follows:

I1. Existence of vision and mission statements

2. Existence of (innovative) strategies and concepts to put the above into action

3. Application of an internal QMS

4. Investment in further training of teachers, trainers and staff

I5. Participation figures (numbers and rates) in HVET programmes

6. Completion rates in HVET programmes

I7. Placement rates after graduation: monitoring destination of graduates after completion of HVET
programmes and share of employed graduates

I8. Use of acquired skills at the workplace: occupation obtained by graduates and satisfaction rate
of graduates and employers with acquired skills/competences

9. Mechanisms to identify and address (changing) training needs in the labour market
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110. Schemes used to promote better access to HVET

I111. Continuity in networking activities

112. Changes occurring as a result of improvement actions

113. Participation of stakeholders in the full design/delivery/evaluation process.

Together, those three axis compose a “solid” matrix, encompassing all potential recommendations (a
simplified model is in figure 1).

Levels

£
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Domains Indicators

Figure 1 — The full 3D matrix model for description of recommendations

Obviously, filling in the full 10x5x13 3D matrix would go far beyond the scope of SHINE. We therefore
propose this as a method to easily place and locate all entries listed in the next paragraph. Altogether,
they can be graphically represented as a population describing a sub-volume, stretching along all
directions (figure 2). In next chapter, a table references domains, levels and indicators pertaining to each

lesson learnt/recommendation.
VN

Levels

Domains Indicators

Figure 2 — Recommendations populating the 3D matrix
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| essons learnt and recommendations

This chapter summarizes findings from the work that partners of SHINE carried out along the project
lifespan. Far from being a wish book, they are all based on evidences collected by partners during the
development of project intellectual outputs, through interaction with companies, public authorities,
learners and peers in several EU countries.

1. Define a clear identity and mission for HVET, identify its position, boundaries and overlapping with
neighbouring levels, both on the education/training side, and on the future employment/job
positions side.

references European higher education and training is characterised by a fundamental
D1 L1 11 tension between:
D2 L2 12 - an academic drift, where traditionally vocational programmes and areas are
D4 L3 15 influenced by and gravitates towards traditional universities and their quality
D7 17 and relevance criteria,
18 - and a vocational drift, where the characteristics of vocational education and
110 training influence higher education and the focus is increasingly on practise-
based learning developed in cooperation with working life.

HVET goals should be clearly placed in relationship with other programmes. Notwithstanding the EQF
level set at each national level (usually 4, 5 or even 6), rather taking advantage from it, it is crucial that
the nature and identity of HVET are clearly established in institutional documents, and embedded in the
level of knowledge, skills and competence provided, and acknowledged by all stakeholders involved.
One way to look at this “correct” placement of HVET is suggested in a schematic way in figure 3.

V- N
Innovation
University (EQF 6+)
HVET (EQF 5)
Upper secondary (EQF 4)
Operations Functional regulation
(acting) (critical thinking, adjusting)

Figure 3 — Where HVET stands

The above figure is obviously a simplification, as real boundaries are all but sharp. And exactly in the
boundaries very often some “grey zones” hide. Nevertheless, it should be clear and made clear that HVET
by its very nature is called to provide learners with some broad extension of critical thinking skills besides
operating capacities, and with a special attention to and attitude for innovation.® In countries/territories

> One nice remark about EQF level 5 is “Of course, level 5 is higher than level 4 and lower than level 6, but not

“less” or “being less improtant” or “having less status”. In Hans Daale-Chain 5, “Short cycle HE and Higher VET —
and the EL5A”, Brussels, March 2018.
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where this is acknowledged (either by the education/training system, in corresponding regulations, and
by the business, in labour market laws and contracts), HVET can fully exploit its potential.

2. Embed, where not already existing, Work-Based Learning (WBL) in training programmes.
(applies to some partner countries only)

references HVET is perfect for matching WBL. In fact, WBL is largely acknowledged as a
D1 L2 17 powerful vehicle for developing workplace skills and promoting productivity of
D2 L3 18 the workers. However, realising the potential of work-based learning schemes as
D3 L4 19 a driver of productivity requires careful design and support. That is, understanding
D4 113 the dynamics of the costs and benefits of WBL and ensuring that those are
D5 reflected in the design of training schemes is essential to ensure the provision, by
D6 both firms and schools, of high-quality WBL and trainees perceive WBL as an

attractive career option.

The focus here is on structured WBL schemes (e.g. apprenticeships, dual programmes, traineeships) —
defined by a particular set of skills to be acquired over a fixed duration with specific funding arrangements.
Structured WBL schemes are provided as a package with regulations regarding duration, content,
requirements regarding firms and supervisors, monitoring schemes, etc.. Designing structured WBL
schemes requires policy choices to be made, not simply “sending students for some time to practice in a
company”. In other words, WBL should be a true part of the training programme, not just an additional
one. Indeed, this requires a lot of preparation work on all stakeholders’ sides, otherwise “the potential
consequences of poorly designed WBL schemes include insufficient provision of WBL opportunities by
firms, low take-up rate by learners, poor learning experience, limited productivity increases for learners

and wasteful use of public resources” .®

3. Embed, where possible, transnational mobility in learner and staff curricula.

references HVET aims at providing highly skilled human resources to companies in the EU, to
D2 L4 15 support business innovation capacity and competitiveness at global level.
D4 L5 17 Citizenship skills, knowledge of EU and international markets, language skills, self-
D6 18 management and entrepreneurship skills, are all potential outcomes of a well

structured transnational work experience.
That is why, HVET programmes should always include a transnational mobility experience for learners in
their schemes, either performed through EU programmes like Erasmus+, or funded thanks to
regional/national channels.
More, mobility proved to be a relevant upskilling tool for staff, too. We recommend to involve managers,
coordinators, teachers, trainers and tutors of HVET in EU mobility schemes, in order to learn more, widen
their perspective, exchange ideas, methods and tools, practices, lessons learnt.

4. Train school teachers to talk to company people and speak the company language.

references To be successful, HVET governance should be able to avoid schools and companies
D2 L1 14 “speaking different languages”. This is a manifold subject, as it involves, for
D3 L2 113 example:
D4 L3 - the willingness and ability to review, and when necessary to change/adapt
D7 one’s teaching methods;
D8 - the ability to listen and understand other viewpoints and needs;
D10 - developing the skills required to carry out assessment and evaluation

processes jointly with company staff;

- the flexibility and patience required in order to cope with constraints set by school regulations, at the

6 “Work, train, win: work-based learning design and management for productivity gains”, Victoria Kis, OECD

Education Working Papers No. 135, EDU/WKP(2016)9, OECD, 2016
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same time adapting to (faster) response times required by companies;

- the willingness and ability to keep oneself up-to-date as to changes in technology, but also in labour
organisation and market development (e.g. the 4.0 paradigm).

Obviously, all the above might usually be a “natural” part of most teachers’ skills. Nevertheless, we

consider that all measures favouring and fostering the dialogue between teachers and companies should

be part of an effective governance system for HVET.

5. Train company trainers to improve their communication and teaching skills.

references In the streamline of a true “dual” approach, recommendations set at previous
D2 L1 14 point can be mirrored considering company trainers. Communication is always a
D3 L2 113 two-ways process, and —in the framework of a well designed and structured HVET
D4 L3 scheme— company people involved in training at any level should undertake to
D7 improve their teaching skills and their understanding of the education and
D8 training system.
D10 This is already in action in some countries, where company trainers need specific

training or accreditation, to be involved.

We recommend that, where this is not an institutional asset, governance bodies put special attention also
to this “side of the coin”: for example, company representatives might be extremely skilled, competent
and successful in their jobs. But perhaps they might not be used to explain, transfer and stimulate
learning, or not skilled in training methods, so their work could greatly benefit from some specific
upskilling on that.

6. Train the teachers to keep up to date with technology changes, and not to teach “history” of
technology.

references This has a lot to do with recommendation n.4, of which represents a subset, to

D2 L1 14 some extent. Teacher upskilling and updating should be part of a “good”

D3 L2 112 governance system. History is important, its lessons are crucial, and knowledge

D7 L3 113 deriving from the past is always an asset (at least in order to help avoiding

D8 repeating errors!). Nevertheless, things change fast today, and will even more in

D10 the future. Teachers should be made aware of that (where they are not already),
and trained to keep the pace with changes, or rather to be able to match such

changes with the “historical” skills they have. A todays’ car repairer must either be able to use a computer-
based testing system on a hybrid new model and at the same to listen to noises and get his/her hands dirt
with grease on a 20-years old gasoline car. Teachers must be able to provide both sets of skills.

7. Train the teachers to keep up to date with teaching methods, IT tools, collaborative learning tools,

MOOCs, work-based activities, real world examples and case studies.

references Like previous one, this has a lot to do with recommendations n.4, of which
D2 L1 14 represents a subset, to some extent. Teacher upskilling and updating should
D3 L2 112 relate not only to content, but also to methods and tools.
D7 L3 | 113 Their focus should always be to deliver the right training in the right moment, the
D8 right way.
D10 This includes being able to exploit current most effective instruments, including
mobile apps, tools for in- and out-class collaborative learning, etc..

The underlying aim is to keep learners at the very centre of the learning process, and making use of up-
to-date tools can greatly help keeping them focused, plus speeding up learning and providing them with
experience and innovation potential they will likely transfer to companies they will work with. Mores, this
will provide learners with skills in exploiting the same tools to their own benefit, too.
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8. Provide for support, starting from early guidance down to accompanying the education/
employment transition

references This is also part of a system approach to HVET. Delivery is just one (relevant) sub-
D2 L1 19 process of training, which must be placed at the right place in the learners’
D7 L2 110 personal development pathway. So, there must be “something” before and

D10 | L3 113 something after training delivery.

Guidance is crucial, to let learners and families understand the potential of HVET,

and to help applicants clearly see that HVET is not a B-choice compared to academy. Rather, it has
different goals, can match different learners and company needs, and can open up to fulfilling (and
rewarding) career opportunities. Guidance should take place at an early stage, of course, and that should
revert to both the national level and the local/regional one. This is strongly related to recommendation
1., as a clear identity and vision of HVET mission is required, in order to make it attractive.
At the other end, accompanying the transition to work should be a primary concern of those governing
HVET programmes: this process should start at a very early stage, and include continuous involvement of
companies (see also below, recommendation n. 14) and careful planning of training (WBL, internships,
solving problems provided for by companies, etc.).

9. Ensure assessment and recognition of entry skills, not forgetting those acquired through work
experience, or non-formal and informal learning

references Usually, access to HVET is based on achievement of previous qualifications.
D2 L1 13 Nevertheless, attention should be paid to personal skills of applicants, no matter
D8 L2 15 the context where they acquired them. At a strategic level, national regulations
D10 | L3 18 should ensure that previously gained skills are recognised, and can bring to
110 faster/shorter training pathways. At a tactical level, providers should be ready to

assess and validate such previous skills where existing, and to put in place proper

ways to adapt learning pathways to learners who possess them.
This point is related to recommendation n. 26, as both have to do with permeability.

10. Put in place methods for systematic anticipation of skills needs

references Change is the rule today, especially when it comes to IT and high specialisation.

D2 L1 12 Companies (mostly) know their needs very well, but they would like to see them

D6 L2 17 satisfied in zero time. HVET programmes last up to years, and usually providers

D7 18 tend to deliver stable programmes, which teachers possible refine from one year

D8 19 to another. So, if HVET providers simply reacted to requests coming from the

D10 112 market, they would constantly deliver qualified people with delays, compared to
demand. To get out of this apparent dead-end, two ways are possible.

First way is trying and anticipating skills needs. This was actually what some partners of SHINE put in place
through their Local Action Plans. A common ground for that was the continuous involvement of all
qguadruple-helix players in all training phases, from inception to review (see below, recommendation n.
14). It is worthwhile mentioning that this kind of practice can prove useful for companies, as well, as they
are brought to try and look ahead beyond the immediate future.
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11. Design training including achievement and assessment of soft skills in addition to technical ones

references
D2 L1 12
D6 L2 17
D7 18
D8 19
D10 112

A second way to fill the gap between the market demand of skills and the ability
of HVET to deliver people fitting the needs, is to better prepare learners to face
continuous change. This can be done by improving soft skills like flexibility,
adaptability, learning to learn, creativity, etc.. Recruiters tend to consider soft
skills more and more relevant, not only in order to get a given position, but also
toincrease one’s career chances. So, programmes should prefer training methods
that allow learners develop their soft skills, in addition to technical ones.”

In this way, HVET graduates can be able to better and more promptly support companies through their

continuous change.

12. Embed teaching practical native and foreign language skills in curricula

references
D2 L1 12
D6 L2 17
D7 L3 18
D8 L4 19

D10 | L5 | 112

Among soft skills, language is also to be considered as most relevant.

Mother tongue first, as a highly specialised technician should not be able to speak
in formulae or by drawings, but also to report, discuss, suggest, describe.
Second, foreign languages. Depending on the territory, they could be different
ones. The core point is that, at this stage of their preparation, learners should be
able not only to get by in simple situations abroad, but should be taught to use
advanced language skills, either in every day’s life and on the job.?

13. Include the global market vision in your curricula

references
D2 L1 12
D6 L2 17
D7 L3 18
D8 L4 19

D10 | L5 112

EU companies are the main destination for HVET graduates. No matter if they are
small/medium sized or large, they probably export a lot, or anyway live and
compete on the global market. Thus, a vision and a mind set embracing more than
the European dimension can be a competitive advantage for HVET learners. When
learning production methods, technologies, economy, innovation, they should be
trained to view their future work in a wider-than-European perspective, and to
compare solutions and success stories in the EU and worldwide.

14. Adopt win-win strategies for all stakeholders

references
D1 L1 17
D2 L2 18
D7 19
D8 110
D10 113

This is indeed a very relevant recommendation, which came up very clear right

from the first phases of this project. It is the relationship and the interaction

between the stakeholders, which can make HVET so successful.

In our scheme, those players are:

a. users, that is learners (and their families, who often take part in the decision
to apply, and fund learners participation in HVET programmes;

b. the Public Administration, setting up the overall framework for HVET schemes;

c. HVET providers, who design, deliver and review programmes;
d. the labour market, final destination of most HVET learners.

This remark is necessary, as from time to time “soft skills” tends to become trendy, and confusion between tools

and goals should be avoided. HVET graduates are expected to be highly specialized in their sectors, and this is
their first distinctive mark. Additional, high-level soft skills complete their profile, and give them more
opportunities to quickly enter/feel comfortable in a company and contribute to its development. Hence, soft
skills are an additional, outstanding asset for HVET learners, but would not be enough if not built-in together
with sound and strong technical ones.

Depending on the sector and on the territory, also “uncommon” languages could be considered, if and when

possible. Very often the foreign language considered is English. With a global perspective, many other could be
relevant. More, if possible, that should be done jointly with some intercultural training (see also recommendation

n. 14).
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The players of the quadruple helix need to work in a close relationship with continuous communication,
as summarized in figure 4.

Users — Labour Market

1 > |

Public _ Education and
Administration Training providers

Figure 4 — stakeholders in the SHINE quadruple-helix model

More, as HVET policies and legislation come top-down from the EU and the National Agencies/Ministries,
while practical innovation happens locally and regionally, we recommend, to allow for progress on local
and regional levels, an ongoing dialogue with the national and European levels. Public administration on
EU and national levels needs to have a broad understanding of the needs of regional or local companies
and education and training, in order to develop regulations and funding that will facilitate their work.
Companies and education providers need to be able to clearly communicate to national and European
decision-makers which new policies would help them bring competence and innovation to local economy.
Hence, the above mentioned continuous communication should happen not only on the same governance
level, but between levels, as shown in figure 5.
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Figure 5 - Communication for innovation on four levels of HVET governance

Cooperation is the key here. Especially referring to the lowest levels, co-operation rather than competition
is the key. Cooperating is more than simply “being involved”. It requires, among the rest:
- commitment, that is, taking care and feeling responsible for goals, content and outcomes;
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- working together in all phases

of the “training project” life, from inception to delivery,

assessment and review;
- making relationships between education, training and the labour market stable in time;
- not being afraid of exploiting horizontal and vertical relationships among players (see above).

15. Search for/favour complementarity among private and public funding channels

references
D2 L1 14
D5 L2 15
D7 L3 | 112
L4

Financial resources is a core requirement, too, in order to deliver successful HVET
schemes. If learners must practice on up-to-date equipment, if they have to be
trained to most recent technologies, if they should be given the chance to
experience EU mobility, if staff needs upskilling and continuous training, then
money is still part of the game. Usually, HVET programs are state- or region-
funded, and public resources might not always be enough to ensure all the above.

We recommend governance organs to search for complementarity between different possible funding
sources/channels (European, national, regional, local, both public and private).

16. Consider the potential of HVET students as knowledge and innovation drivers for the labour market

references
D2 L1 12
D5 L2 18
D7 112
D10

Using innovative technologies
Becoming innovation drivers

w

Technology

HVET stands at the crossroads between training, innovation and technology,
affecting the three of them as summarized in figure 6.

HVET students can be an innovation source and an innovation provider for the
labour market. They might gain knowledge, abilities and skills not yet available or
mastered by companies they go working for. That might be especially true for
some territories and for small and medium size enterprises.

Innovation
N

Training to innovation

" Innovating training

Training

Companies in training institutes
Students in companies

Figure 6 — HVET at the crossroads of Innovation, Technology and Training

Apart from being aware of that, and making families and other stakeholders aware, this opens up a
possible challenge for the future. In the right perspective, and without pretending invading areas that
correctly belong to university, HVET providers could put their learners skills (especially those in the last
year(s) of curricula) at the service of companies for research and test purposes, possibly also making some
money for self-maintenance out of it.
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17. Set up and put in action Internal Quality Assurance systems and take advantage from results of
reviews, by making changes for continuous improvement

references Assessing and assuring internal quality should be a primary concern for each HVET

D3 L1 13 provider. No matter if required by regulations or carried out on a voluntary basis,

D7 L2 15 no matter the system adopted (e.g. compliant with national or EU standards or

D8 16 simply based on an internal peer review), taking time and devoting resources to
D10 17 review one’s performance is a must, to ensure success to our actions.

18 Many supporting documents and tools exist to this aim, beyond those provided

112 for by single countries. We recommend at least making reference to, and ensuring

compliance with, the EQAVET framework, and to read and use the comprehensive

Handbook for VET providers, by CEDEFOP.°

18. Assess external quality at stakeholders (make yourself sure you are delivering “quality”)

references As a counterpart of internal quality assessment, also external quality assessment

D3 L1 13 is crucial, in order to avoid self-referencing. In many cases national regulations
D7 L2 17 require this kind of assessment by law (e.g. monitoring the (coherent)
D8 18 employment rate 6/12 months after graduations). HVET providers should anyway
D10 112 set up proper ways to measure that, through numeric indicators, or
113 questionnaires delivered to companies and learners, and so on. All stakeholders

in the quadruple helix model should be involved, including internal staff (e.g.

tutors, teachers), company trainers and employers, chambers of commerce and associations, and learners
and families. To this aim, also setting up, keeping contacts and consulting alumni associations can help.
Assessment could be carried out on a yearly basis, outcomes should be discussed by the board or by the
competent governance body, and measures should be taken (and lately reviewed) when necessary.

19. Communicate your strategies, methods and achievements

references We live in a globally interconnected world. More, HVET is based on a mutli-
D1 L1 15 stakeholder paradigm, like the quadruple helix. Communication is therefore vital,
D9 L2 111 in order to gain attractiveness at potential new learners and their families, and at
D10 | L3 companies.

Sometimes we tend not to communicate too much, either because we are shy, or
because we underestimate the relevance of communication, or maybe because we are afraid that
competitors could “steal” our know-how or relationships or networks. This trend should be carefully
examined by HVET providers, and countermeasures taken. Communication strengthens relationships,
enlarges networks and favours exchange and learning.

20. Reach out for peers in HVET, and compare/benchmark your strategies and results

references This comes much in the streamline of previous recommendation. Comparing
D1 L2 15 results and achievements with peers could provide great benefits for improving.
D9 L3 111 This could be made for instance thanks to personal relationships, but, in order to
D10 | L4 make it more stable and regular, we recommend that HVET providers network

with each other, for example by participating in groupings at regional, national
and European level. It is worthwhile reminding that funding might be available for this purpose, for
example by Erasmus+ KA2 strategic partnership projects for the exchange of practices.

%  http://www.cedefop.europa.eu/files/3068 en.pdf, last successfully accessed on July 31, 2018.
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21. Exploit market figures and indicators to show that HVET “pays-off”, in order to improve recognition
of HVET qualifications at families

references HVET programmes can rely upon two of the most powerful advertisement tool
D2 L1 11 possible: employment rates and (short) time to employment. At the same time,
D9 L2 15 they have to fight against fierce “enemies”, like the low social recognition and
D10 acceptance. It obviously depends on countries, but in several territories level 5

diplomas are still often considered a “B choice”, despite how “hungry” the market
is for the former. HVET providers should be clever and careful enough, to clearly present success indicators
that demonstrate how fast graduates can find a job, how good that job can be, how specialised, and how
promising in terms of career and personal development.

22. (For regional/national decision-makers) Consider HVET as a plus when drafting labour policies

references This is the “institutional” counterpart of previous recommendation, again with
D1 L2 15 strong connections to recommendation n.1. HVET should be explicitly considered
D2 L3 110 when drafting labour policies and contracts.
D7 112 In particular, they should be acknowledged and appointed as a way to reduce
D10 youth unemployment and increase career opportunities.

23. Relate learning outcomes to Regional/National Smart Specialization Strategies objectives

references In connection with recommendations n. 1, 2, 10, 16, governance players designing
D1 L2 11 new HVET programmes should always relate learning outcomes to territory
D2 L3 17 needs, for example in terms of fulfilling requirements of regional S3 schemes. This
D10 18 will ensure coherence with local development needs and with demands coming

from the labour market, hence better employability.

24. Frame training programmes into EU tools and dispositives (ECTS, ECVET, EQAVET, ESCO)

references In connection with recommendations n.1, 9 and 17, HVET programmes should be
D1 L1 18 framed at all levels in EU frameworks and tools. In other words, we recommend
D6 L2 | 110 that:
D8 L3 - their EQF level is clearly defined in NQF and hence referenced to the EQF;
L4 - job profiles they relate to are described in compliance with ESCO;
- the workload required for passing their exams is expressed according to

the ECTS, in agreement and continuity with organisations delivering preceding and succeeding
programmes in the EQF scale;

- expected results are described in terms of learning outcomes, explicitly relating to knowledge, skills
and attitude/competences achieved by successfully taking the programme;

- where possible, learning outcomes are expressed in terms of ECVET points;

- adiploma supplement is provided for, upon successful completion of the programme;

- the EQAVET framework is adopted, in order to ensure and assess programme quality and continuous
quality improvement.
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Essential references

EQF

1

Council recommendation of 22 May 2017 on the European Qualifications Framework for lifelong
learning and repealing the recommendation of the European Parliament and of the Council of 23 April
2008 on the establishment of the European Qualifications Framework for lifelong learning (2017/C
189/03)

https://ec.europa.eu/ploteus/sites/eac-eqf/files/en.pdf

 Recommendation of the European Parliament and of the Council of 23 April 2008 on the
establishment of the European Qualifications Framework for lifelong learning (Text with EEA
relevance) (2008/C 111/01)
https://ec.europa.eu/ploteus/sites/eac-eqf/files/journal en.pdf

EQF 5

9 Presentation about the features of EQF level 5 qualifications
https://www.eurashe.eu/library/eurashe ac_yerevan 15-160514 pres pevec-grm 2-pdf/

9 CEDEFOP briefing note about EQF level 5
http://www.cedefop.europa.eu/it/publications-and-resources/publications/9089

Home page of “Chain 5”, the ‘community of practice for level 5’ for those who are involved in the
developments concerning level 5 of the European Qualifications Framework.
http://www.chain5.net/

EQAVET

Recommendation of the European Parliament and of the Council of 18 June 2009 on the
establishment of a European Quality Assurance Reference Framework for Vocational Education and
Training (Text with EEA relevance) (2009/C 155/01)
http://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:32009H0708(01)&from=EN

9 The EQAVET framework homepage
https://www.egavet.eu/

9 The CEDEFOP page on Quality Assurance in VET
http://www.cedefop.europa.eu/en/events-and-projects/projects/quality-assurance

9 Handbook for VET providers supporting internal quality management and quality culture, CEDEFOP
2016,
http://www.cedefop.europa.eu/files/3068 en.pdf

CEDEFOP

1 The home page of the European Centre for the Development of Vocational Training
http://www.cedefop.europa.eu/en

DG EAC

1 The homepage of the Direction general for Education and Culture
http://ec.europa.eu/education/

EACEA

9 The homepage of the European Agency for Education, Culture and Audiovisual

https://eacea.ec.europa.eu/homepage en
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Appendix — Synopsis of Local Action Plans

o

This appendix displays an overview of main features of partners’ Local Action Plans, side by side, to favour understanding and comparison. For a full

description of Local Action Plans, please refer to the project website at www.projectshine.eu .

Target and Duration Set of Indicators
. EQF . A . I . . o T
Partner Strategic Goal level Main activities Operative objective Responsible operative (results (quantitative/ Sustainability
level achieving) qualitative)
Identify and weighting the 5 Establishing the Foresight Identifying and IFOA Training At least 3 n. students enrolled Standardization of
priorities in terms of Group Table (1 Coordinator monitoring indicators Fondazione Curricula years for n. of students the proposed
updating of the HVET + 4 Co-leaders Groups) (variables/measurable) | ITS Maker contents testing phase employed at 3,6,12 activity with a
training programmes and Surveying the existing to interpret the Local months after the end fixed periodicity.
strengthening the studies and literature on evolution trajectories Regional of the course
innovation potentialities of technological evolution of of the technological n. of training courses
the trained professional the automotive and areas under revised at the end of
profiles motorsport sector examination the process
Drafting of a preliminary Establishing an n. of new training
operative definition of effective and topic addressed at the
enabling change factors and periodical Foresight end of the process
business drivers for each system Working position and
specific Co-leaders Group tasks
Harmonization of the Companies feedbacks
IFOA Foresight Double-Entry Trainers feedbacks
Matrix Students feedbacks
Plenary session (Coord. + 4 (ongoing and after the
Co-leaders Groups) to completion of the
examine the Foresight course).
Double-Entry Matrix
proposed
Amendment of the Foresight
Double-Entry Matrix and
drafts a comprehensive
document
Workshop involving the
Foresight Management and
selected HR experts
Correspondence between 5 Designing, setting up and Overall Revision of the | SIAV Training At least 3 n. students enrolled Standardization of
Training curricula contents testing a sustainable and existing ITS ITS Curricula years for n. of students the proposed
SIAV and professionalism replicable Foresight Model Meccatronico Veneto Meccatronico | contents testing phase employed at 3,6,12 activity.
required by the relevant for the ITS system. curricula in terms of Veneto Local months after the end Replicability of the
work market The Foresight Model will contents Regional of the course proposed activity
consist in a Technological in different ITSs.
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Partner

Strategic Goal

EQF

level

Main activities

Operative objective

Responsible

Target and
operative
level

Duration
(results
achieving)

Set of Indicators
(quantitative/
qualitative)

Sustainability

Foresight Group with a
variable geometry

- n. of training courses
revised at the end of
the process

- n. of new training
topic addressed at the
end of the process

- Working position and
tasks

- Companies feedbacks

- Trainers feedbacks

- Students feedbacks
(ongoing and after the
completion of the
course).

Effectiveness of the
training course in terms of
“easy of learning” and
learning outcomes

Improving the ITS updating
process of the training offer,
both in terms of training
methodologies.

Overall Revision of the
existing ITS
Meccatronico Veneto
curricula in terms of
training
methodologies

SIAV

ITS
Meccatronico
Veneto

Training
methodology
applied

Local
Regional

At least 3
years for
testing phase

- n. students enrolled

- n. of students
employed at 3,6,12
months after the end
of the course

- n. of training courses
revised at the end of
the process

- n. of new training
topic addressed at the
end of the process

- Working position and
tasks

- Companies feedbacks

- Trainers feedbacks

- Students feedbacks
(ongoing and after the
completion of the
course).

Standardization of
the proposed
activity.
Replicability of the
proposed activity
in different ITSs.

WHZ

Improving WHZ University
training and education
offer portfolio to cover the
demands of the region

Reviewing of the WHZ
training and education
portfolio current status and
matching with the results of
national/regional in-depth
analysis of the shortage of
skilled workers in certain
branches and current future
topics.

Definition of a
continuous improving
process of the training
and education
portfolio

WHZ

Training and
education
portfolio
Regional
National

At least 3-4
years for the
testing phase

Grouped by impact on

individual, faculty and

univ. level (only long-

term).

At individual level:

- individual perceived
value of
recommendation;

Standardization of
the proposed
activity with a
fixed periodicity.
Replicability of the
proposed
activities in study
branches of
relevant topics.
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EQF Target and Duration Set of Indicators
Partner Strategic Goal level Main activities Operative objective Responsible operative (results (quantitative/ Sustainability
level achieving) qualitative)
Collecting results in a - individual
concept with implementation of
recommendations to be recommendation;
proposed and discussed by - improvement caused
the WHZ competent (1/2-1 year time
academic bodies. horizon).
At Faculty level:
- overall perceived
value of
recommendations;
- level of acceptance of
recommendations;
- overall improvement
of recommendations;
- improvement cause
(1-3 years time
horizon).
Improving the innovation 5 Adapting, setting up and Definition of a GTC HVE HVE Dept. At least 3 - N.and/or percentage Standardization of
capability of the GTC HVE testing a Foresight Model Foresight Model for Dept. and years for of (new) SMEs the proposed
Dept. taking into consideration the | the automotive testing phase participating in HVE activity with a
influence of 10 change production sector training offer fixed periodicity.
enablers in smart industry - N. of training Replicability of the
and matching them with 11 courses/modules proposed
professions in automotive revised activities in
production industry. - N. of change enablers different study
Systematizing results and in smart industry branches of
GTC activities of the previous addressed relevant topics.
projects in which GTC has - Time spent creating
been involved. training offer
- N. of students enrolled
- Students feedbacks
(ongoing and after the
completion of the
course)
- N. of students
employed 6 months
after graduation.
Adaptation of the HVET 5 Implementing the following Design, set up and test | Colegiul Training At least 3 Assessment criteria are Standardization of
Curricula to the necessities revision process: a continuous and Tehnic lon Curricula years for defined per each activity | the proposed
CTB of the local dynamics Analysis of the existing flexible periodical I.C. Bratianu contents testing phase of the action plan. activity with a
environment review and update of (CTIB), Local Training Implementation: fixed periodicity.
the curriculum against associated in Regional Curriculum
a consortium adaptation

Possible indicators and channels/processes for policy improvement - 25




o

EQF Target and Duration Set of Indicators
Partner Strategic Goal level Main activities Operative objective Responsible operative (results (quantitative/ Sustainability
level achieving) qualitative)
Analysis of the existing the business with Colegiul (up to 20%) - Approved
environment requirements developing needs Economic F.S. requires the extended/up-dated
and needs Nitti (CEN) approval of curriculum
Analysis of the consortium’s and Colegiul the ISJ Timis - Approved Scholar Plan
partners capabilities Henri Coanda and the 2017-2018 for:
Action plan for gap closure (CHC) CLDPS Timis “Colegiul Economic
(actual to up-dated one year F.S. Nitti” and
curriculum) prior. “Colegiul Henri
Development of a Coanda”
continuous and flexible Outcomes:
periodical review and up- - Up-dated/ new CLDs
date of the curriculum (one for each school
against the business partners of the
developing needs. project)
Effective improvement
of innovation capacity:
- increasing
performance of the
graduates that are
beneficiaries of the
new implemented
curricula evaluation
Attractiveness for the
production system:
- increasing
attractiveness for the
economic and
healthcare
beneficiaries of the
new implemented
curricula.
Introduction of a Quality 5 Putting in place the following | Sstrengthening VET- Obrtnicko Local At least 3 - Analysis and recomm. Standardization of
System in Master steps to achieve the set business partnerships Uciliste Regional years for - Analysis and peer the proposed
Craftsman’s exam goals: on work-based testing phase reviews made, new quality system,
Preliminary analysis of the learning and improved labour- including a
existing policies and Acts apprenticeships in a market oriented revision of the
Analysis of which transversal local or regional curricula made, legislative
0uzG . - .
skills are needed for SMEs context increased popularity framework.
(peer review existing Improving educational of master craftsman’s Replicability of the
Curricula both on contents framework of the exam and its proposed
and pedagogy) Master Craftsman’s preparations, activities Provided
Identifying appropriate Exams with a strong increased number in that appropriate
legislative framework on WBL-base in form of consumer demand for | funding
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Partner

Strategic Goal

EQF

level

Main activities

Operative objective

Responsible

Target and
operative
level

Duration
(results
achieving)

Set of Indicators
(quantitative/
qualitative)

Sustainability

which addressed the analysis
results, in collaboration with
competent PAs

Modernizing professional
Curricula of abt. 50
occupations.

Testing the reviewed
curricula

Identifying potential funding
opportunities for co-
financing the overall process

on-the-job trainings
and develop and
implement
modernised curricula
made according to the
European instruments
of EQF

Introducing a stable
quality system with
emancipation of
labour market skills
needs

EQF5, increased
number of participants
Basic
recommendations
made which will be
starting point for
introduction of quality
system and assurance
in Master craftsmen
exams

Used ESF funds for co-
financing for possible
revision of Master
craftsman’s exams or
introduction of Master
school

instruments are
identified.
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Partners

I.F.O.A. — Istituto Formazione Operatori Aziendali — Italy
www.ifoa.it

Confindustria Veneto SIAV — Italy
www.siav.net

Ufficio Scolastico Regionale per il Veneto — Italy
www.istruzioneveneto.it

WestsachsischeHochschule Zwickau — Germany
www.fh-zwickau.de

GoteborgsTekniska College — Sweden
www.goteborgstekniskacollege.se

ColegiulTehnic lon I.C. Bratianu - Romania
www.colegiultehnicbratianu.info

Obrtnic¢koUCiliSte - Ustanova za obrazovanjeodraslih
www.obrtnicko-uciliste.hr

EfVET — European forum for Vocational Education and Training
www.efvet.org

www.projectshine.eu
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