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A. Questionnaires - Results 
 

 

1. Companies: demands of the world of work beyond the educational horizon. 

 

Companies involved in the DITOGA research in Italy were a total of five, and they represented 

mainly two fields: two of them work in the tourism sector, while three companies deal with 

healthcare and social care services (e.g. for elderly and / or disabled people). All these 

companies (most of them have the status of social enterprises) took part in our investigation 

since they usually welcome VET students in internship (in the frame of school education or 

vocational training). Furthermore, four out of five enterprises are part of the CO&SO network, 

therefore they have direct contact with our organization when they need to train their staff in 

different areas.  

 

A. EMPLOYMENT 

 

 
 
In general, interviewees agreed on the fact that trainees adapt to the new job requirements 
/ job profile quite well (4 stated “good” and one stated “satisfying” to this question). 
 
However, new workers / trainees don’t look much able to differentiate from other workers, 
therefore they seem not to be able to brand themselves in a convincing manner.  
 
This answer is also reflected in their capacity of portray themselves professionally in front of 
an employer, since the majority of respondents said that this skill has been demonstrated in 
a “satisfying” way. 
 

0

0

0

0

4

1

1

1

1

0

3

3

0

4

1

1

0

0

0

0

A 1

A 2

A 3

A 4

A. EMPLOYMENT

Very good Good Satisfying Sufficient Insufficient



 

 
 

At last, companies thought that trainees / new workers have a medium understanding of 
their tasks, skills and knowledge required by the occupation, since in this case, too, the 
majority of answers have been “satisfying”. A company representative stated that it depends 
on the age of the person: in the case of high school students in internship, they have less 
understanding than a 25-years old person at his/her first work experience. 
 
Regarding employment transversal skills, we consider new workers / trainees / apprentices 
should increase their “branding” skills in order to better differentiate from other workers. 
 
 

 

 

B. SOCIAL INTERACTION 

 

 
In general, respondents agreed on the fact that new workers / trainees / apprentices take 
initiative (three out of five). 
 
A very positive aspect highlighted is that trainees look open-minded and willing to improve. 
In fact, all respondents gave a positive score to this question and all seemed glad about it as 
it is considered one of the key factors for success. 
 
Punctuality and the respect of break times and working hours is also appreciated positively, 
therefore employers assume new workers / trainees are able to learn and respect easily 
these different moments foreseen for interaction with colleagues. 
 
A quite positive score has also been given to trainees’ / new workers’ capacity of cooperation 
and coping with feedback / criticism, although this is a bit less appreciated (three answers 
stated “satisfying”). In general, it has been stated that younger apprentices / trainees have 
more difficulties to accept criticism. 
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Furthermore, an interviewee has written that acceptance of criticism isn’t always possible 
and it depends on the person. They have had two totally different experiences with two 
trainees. 
 
To conclude, a respondent working in tourism stated that trainees / new workers must 
participate in all activities so to get used and to learn how to manage critical situations and 
different problems which may arise. 
 
Overall, trainees’ / apprentices’ / new workers’ social interaction skills have been assessed 
positively by employers (or their representatives). 

 

 

 

C. SELF PERCEPTION 

 

 
Four out of five persons have written that new workers / trainees are afraid to admit 
uncertainty or to ask questions when they are unsure. 
 
On the other hand, it is hard to assess if they are aware of their strengths and weaknesses: 
two participants answered that they do so, two said that this skill is satisfying, while the last 
one stated that this skill is sufficient. 
 
Furthermore, three respondents wrote that trainees clearly state what they like and dislike 
about their tasks and profession, while the remaining two wrote this skill is satisfying. 
 
On the capacity to estimate their own abilities realistically, the majority of interviewees 
showed a medium-low assessment: it depends on the person but in particular on the age of 
the new worker / trainee: a person stated that younger trainees tend to overestimate their 
competences. Furthermore, it has been said that it depends on his/her prior knowledge 
about the professional role. 
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Overall, it has been hard for companies’ representatives to assess self-perception skills of 
new workers / trainees and we think we would need more answers in order to deeper 
investigate this issue. 
 

 

 

D. WORK ENVIRONMENT 

 

 
 

It hasn’t been possible to realistically assess if in general trainees / new workers are capable 
to deal with the demands of the physical environment as answers have been very different 
from one to another. 
 
Trainees’ realistic understanding of the demands of the work place has also been a very tricky 
issue to assess: two respondents answered positively, an interviewee stated “satisfying” and 
two stated “sufficient”. We can presume new workers / trainees have this skill, although we 
believe a further investigation must be done.  
 
According to companies involved in the research, new workers and trainees are able to 
recognize and adapt to the values of the company although the majority of respondents 
stated “satisfying”. 
 
In addition, interaction with customers appropriately and in a good manner has been 
evaluated from the majority of interviewee as “satisfying”. 
 

 
 

 

 

E. EDUCATION AND TRAINING 
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New workers’ / trainees’ language skills to carry out their work properly has been assessed 
as good by four people (2 “satisfying”), however a respondent said that this skill hasn’t been 
sufficient: the company representative explained that this answer is motivated by the fact 
that a trainee they welcomed had foreign origins and wasn’t able to speak Italian in a proper 
way. 
 
Despite of the different areas of activities, the acquisition and demonstration of sufficient 
digital skills has been assessed very positively: three “good” answers, a “satisfying” and a 
“sufficient”. 
 
All respondents agreed on the fact that new workers / trainees are willing to improve their 
occupational specific knowledge and skills and, as we will see in the key attributes for success 
for teamwork, this is a very positive aspect highlighted by companies. 
 
The most negative score has been provided for the question “do new workers / trainees / 
apprentices have any skill gaps that hinder their performance” as three people evaluated 
this gap as “satisfying”, while a person stated “sufficient” and the last one “insufficient”. 
 
A participant added that skills gaps must be filled in from the first guidance interview. 

 

 

Furthermore, the top three attributes to be part of a successful team according to companies‘ 

representatives are: 

• good interpersonal skills (including teamwork and ability to have good relationship with 

clients) was mentioned a key factor by two persons 

• work-related skills (a key factor for two respondents) 

• listening skills and ability to ask for clarification and further explanations 

• adaptable / flexible 

• Italian language skills 
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• motivation and willing to learn 

• empathy. 

 

 

2. VET Professionals/Teachers/Trainers: perspective on the key factors and relevant 
requirement necessary for 
aligning their training programmes to the current needs of the work field. 

 

Participants to the focus group for VET professionals / teachers were a total of ten people. 

Seven of them are freelance VET trainers. They are in charge of different subjects within FCN’s 

vocational training courses such as hygiene, psychology, workplace safety and protection, 

cooking techniques, etc. The other three teachers are members of a vocational training 

institute in Florence and they deal with subjects such as computer science, technology and 

English language. 

 

A. EMPLOYMENT 

 

 
 
A shared view is that trainees / new workers adapt to the new job requirements / job profile 
pretty easily, in fact six participants strongly agreed on this matter, two were satisfied and 
two told that this skill was sufficient. An interviewee told that it is hard to assess since they  
are VET trainers and they have the possibility to evaluate students  only in a class setting. 
 
VET teachers consider trainees’ ability to differentiate from other workers quite good (six 
people answered between good and satisfying, while four people stated it as sufficient). 
 
However, trainees / new workers’ capacity of portray themselves professionally in front of 
an employer as well as understanding tasks, skills and knowledge required by their 
occupation have been evaluated satisfying (six people out of ten). For four respondents  both 
skills have been considered sufficient. 
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To conclude, we think it is interesting to compare VET trainers’ and companies’ point of view 
regarding the different view they have got about trainees’ ability to differentiate from other 
workers and use Unique Selling proposition. We think this issue should be further 
investigate. 
 

 

 

B. SOCIAL INTERACTION 

 
 
This item has been assessed very positively (the most positive one in the whole focus group) 
since eight interviewees out of ten told that new workers / trainees / apprentices take 
initiative. Only two respondents said that they have sufficient skills to take initiative. 
 
VET trainers are also glad about the trainees’ / apprentices’ open-mindedness and their wish 
to improve their skills since, again, eight interviewees scored it with a high mark (six answers 
stood between “very good” and “good”). 
 
Punctuality and the respect of break times and working hours is considered an acquired skill 
by eight people (2 people stated “very good” and 3 “good”). 
 
Trainees’ / new workers’ capacity of cooperation and coping with feedback / criticism has 
been evaluated as good by four people and satisfying by six people. So, in general, it is 
considered that new workers are enough skilled on this matter and that criticism is used in 
a constructive way; however, a participant told that it depends on the age of the new worker 
/ trainee, and another one said that in his opinion a lot depends on the attitude, the 
internship related-subject skills and the basic skills of the person involved. Thus, this position 
seems to be in agreement with the one shown by companies representatives. 
 
Overall, these skills have been assessed very positively and they look the most positive ones 
in the whole focus group. 
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C. SELF PERCEPTION 

 
 
Four VET trainers / teachers told that new workers / trainees demonstrate very good 
capacity to admit uncertainty or to ask questions when they are unsure. But, five participants 
said that this skill is satisfying. Therefore, this aspect seems to be a bit in contrast with what 
companies’ representatives thought. 
 
Trainees awareness of their strengths and weaknesses has been assessed between “good” 
and  “satisfying” by nine people. However, five people agreed on the fact that this is rather 
satisfying. 
 
Agreement hasn’t been reached for the third item of this cluster as five respondents said 
that trainees clearly state what they like and dislike about their tasks and profession, while 
four participants told this skill is satisfying, and one person rated it as insufficient. 
 
The majority of interviewees have shown a medium-low assessment on trainees‘ / 
apprentices‘ capacity to estimate their own abilities realistically: a part from three „good“, 
answers have been four „satisfying“ and three „sufficient“. A participant added again that a 
lot depends on the attitude, internship related-subject skills and basic skills of the person 
involved. Thus, confirming the opinion of companies. 
 
To conclude, comparing this cluster with the assessment provided by companies, we think 
VET trainers / teachers have a higher consideration of their students‘ self-perception. 
 

 

 

D. WORK ENVIRONMENT 
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According to VET teachers / trainers opinion (eight out of ten) trainees / new workers  are 
on the whole able to deal with the demands of the physical environment. Surprisingly, two 
teachers considered this skill insufficient, however they preferred not to comment their rate. 
 
Trainees’ / new workers’ realistic understanding of the demands of the workplace has been 
evaluated pretty negatively (the most negative one in the whole focus group). In fact, eight 
people rated this skill as sufficient, while two teachers preferred not to answer. In general, 
this answer seems to be even more negative than the one provided by companies’ 
representatives. 
 
According to VET trainers involved in the focus group, new workers and trainees are able to 
recognize and adapt to the values of the company, although the majority of respondents 
stated “satisfying”, and four of them considered this skill as sufficient. 
 
Also, the appropriateness of interaction with customers has been assessed by the majority 
of participants as a satisfying skill. But, a person preferred not to answer. 
 

 

 

E. EDUCATION AND TRAINING 
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Trainees‘ / new workers’ sufficient language skills to carry on their work properly has been 
rated by six people between “good” and “satisfying”, while four people considered it as a 
sufficient skill. 
 
According to two VET teachers, demonstration of digital skills looks very good, while six 
people considered it “satisfying”. On the whole, it has been assessed as an appreciated skill. 
 
All participants agreed on the fact that new workers / trainees are willing to improve their 
occupational specific knowledge and skills in a rather satisfying way. In fact, four of them 
answered “good” while six people rated it as satisfying. We consider this answer confirms 
what has been stated by companies’ representatives. 
 
Similarly to company representatives’ opinion, the question “Do new workers / trainees / 
apprentices have any skill gaps that hinder their performance” received a pretty low score: 
four people said this gap is satisfying, four participants told this skill is sufficient and two 
persons rated it as insufficient. Therefore, it appears that skill gaps may hinder trainees / 
new workers performances and that, according to VET teachers, this gap must be reduced 
before an internship takes place. A participant, anyway, highlighted that several factors may 
hinder trainees’ performance. Furthermore, two participants stated that trainees have any 
skill gaps and one of them pointed out: “According to my experience if the vocational course 
is of good level, trainees receive an adequate technical background, obviously improved with 
the experience in the field but good enough as a starting point. It is necessary that the course 
foresees many hours of technical and practical preparation through exercises, simulations, 
role-play, work on cases and for this you need experienced teachers working in the specific 
field”. 

 

The top three attributes mentioned by VET trainers/teachers to be part of a successful team 

included: 
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• listening and observing skills while maintaining a critical thinking approach (listening 

skills was mentioned again by three persons) 

• curiosity and willing to learn (two persons stated it but curiosity was considered 

important for further three respondents) 

• humbleness (mentioned by three persons) 

• spirit of initiative (considered a key attribute by three participants) 

• good basic preparation in relation to the field of work (a key factor for two persons) 

• motivation (considered important by three persons) 

• respect of rules in the working environment/ team with humbleness 

• punctuality 

• flexibility 

• creativity 

• dynamic and proactive 

• ability to get involved and accept constructive criticism 

• self-confidence. 

 

 

 

B.  Desk Research 

 
A. Describe initiatives in your country that focus on tracking of VET graduates and their 

future career paths in the working world. 

 
Through our desk research we could find several reports carried out by different institutions 
such as the Ministry of Education, University and Research (MIUR), the Institute for the 
Development of  Vocational Training of Workers (Isfol) in order to understand different aspects 
of the VET system in italy. We also found a regional report regarding Tuscany about the 
importance of vocational training to satisfy the demand of up to date digital competences and 
professionalism for companies1. However, all these reports are not specifically aimed at tracking 
VET graduates in their future career path in the world of work. As far as specific regard on this 
matter, we found two interesting programmes: AlmaLaurea and AlmaDiploma. 
 
AlmaLaurea www.almalaurea.it  
Almalaurea is an inter-university consortium established in 1994 counting 75 universities and 
representing 90% of university students. The Consortium is funded by the Universities that are 
part of it, by funds from the Ministry of Education, University and Research, by the companies 
and the bodies that use the services offered. From 2015 AlmaLaurea is member of SISTAN, the 
National Statistics System.  
 

 
1 Irpet, 2017 “I fabbisogni di competenze 4.0 del sistema produttivo toscano” downloadable from 
www.irpet.it/wp-content/uploads/2018/01/rapporto-figure4-0_fase1.pdf  

http://www.almalaurea.it/
http://www.irpet.it/wp-content/uploads/2018/01/rapporto-figure4-0_fase1.pdf


 

 
 

AlmaLaurea surveys the Profile and the Employment status of the university graduates 
annually after 1, 3 and 5 years and provides to the member Universities, to the MIUR and to 
the Italian National Agency for the Evaluation of the University and Research Systems (ANVUR) 
reliable documents and data bases to simplify the decision making processes and the planning 
of the student training activities, guidance and services. The annual report is the tool that 
deepens the educational and employment status of graduates after one, three and five years 
from graduation, investigates the prospects of the labor market and the relationship between 
university studies and employment opportunities. Returns a wide and detailed picture of the 
type of work performed, the profession, the salary of the employee and their satisfaction with 
the work done, the branch and sector in which they work, the use of skills acquired at university2.  
 
Furthermore AlmaLaurea: 

• Monitors the students’ learning paths and analyses the graduates’ features and 
performance at the university and in the job market, making it possible to compare 
different university courses and venues (universities) 

• Collects and makes available online the curriculum vitae of the graduates to facilitate 
the meeting between supply and demand of qualified jobs 

• Evaluates the needs and professional profiles required by public and private, Italian and 
foreign companies and carries out staff recruitment and search via AlmaLaurea Srl, a 
subsidiary of the AlmaLaurea consortium, authorised by the Ministry of Labour and 
Social Policies to carry out staff recruitment and selection. 

 
AlmaDiploma www.almadiploma.it  
The experience of AlmaLaurea led, in 2000, to the creation of AlmaDiploma, that aims at bridging 
and connecting secondary schools, universities and the job market. Among others, it: 

• Facilitates the access of graduates to the world of work 

• Support companies in their research for qualified personnel 

• Provide schools with information to verify the effectiveness of the training courses 
offered. 

 
AlmaDiploma is a school association aimed at supporting upper secondary schools in the 
evalution process of training systems, in the design of training activities and in their vocational 
and career guidance policies. AlmaDiploma, which is supported by the Ministry of Education, 
University and Research, counts 310 upper secondary schools among its members.  
 
Every year, AlmaDiploma carries out surveys that generate useful reports to evaluate the 
internal and external effectiveness of upper secondary education. These surveys are carried 
out on students and graduates of the educational institutes associated with AlmaDiploma: 
 

• AlmaDiploma Graduates profile: obtained from the elaboration of the AlmaDiploma 
questionnaires filled in by students shortly before getting the diploma certificate, it 
analyzes the characteristics and the performances of the graduates allowing their 
comparison. 

 
2 Reports are downloadable from http://www.almalaurea.it/universita/occupazione  

http://www.almadiploma.it/
http://www.almalaurea.it/universita/occupazione


 

 
 

• AlmaDiploma Graduates’ outcomes at distance. This survey analyzes the outcomes of 
graduates at one, three and five years from the graduation and allows to evaluate the 
quality of the training acquired. The survey is particularly meaningful as it involves the 
students already covered by previous surveys, identifying the changes that have taken 
place. Important issues contained in this report are about: 
o Evaluation of the school experience 
o Employment and training outcomes 
o University education 
o Non-university post-diploma training 
o Entry into the labour market 
o Characteristics of current work 
o Characteristics of the company 
o Wages/salaries 
o Satisfaction with current job 
o Use and request of the diploma in the current job. 

 
From the AlmaDiploma website it is possible to download previous reports since 20033. 
This survey includes Technical and Vocational educational institutes, however it doesn’t involve 
VET training providers accredited to the Regional authority (providers of regional vocational 
trainings). Furthermore, it is developed from the perspective of schools and former students, 
but it doesn’t involve companies. 
 
Libretto Formativo del Cittadino 
The last initiative we may mention, even though we consider it to be more a “skills portfolio” 
useful for clients than a way to track career path of individuals useful for VET institutions, is 
called “Libretto formativo del Cittadino”. It is inspired by a general legislative recommendation 
(in Law 30 and Decree 276, both  from 2003), which was defined operationally at the State-
Regions Conference and is thus an example of socio-institutional coordination. The  “Libretto 
formativo del cittadino” is a document divided into two sections. One section contains a record 
of the professional and training history of the individual, while the other section lists the 
individuals’s competences, legitimising these qualifications through certification, with a logic 
similar to the Europass portfolio4. 
In 2005, an inter-ministerial decree (Decree of 10 October 2005) gave the Libretto official status 
and established the format it should take. The Libretto is presented as the ‘citizen's identity card 
for countrywide mobility, from the point of view of both their learning experience and work 
experience’. 
The process of skill audits defined for the Libretto includes four stages: 
■ Reception and guidance. Before introducing the Libretto in detail, practitioners must inform 
the beneficiary of its general characteristics and the implications of its use. The individual's 
motivation and the nature of their personal project should also be specified at this stage. 
■ Reconstruction of the applicant's experience and competences. During this stage, the 
practitioner analyses the individual's education and training history, employment experience 

 
3 Reports and data are downloadable  from http://www.almadiploma.it/indagini/occupazione/default.aspx 
consulted on 04/12/2018 
4 Further information as well as a template for this document can be find at 
www.librettocompetenze.it/materiali/Libretto.pdf consulted on 06/12/2018 

http://www.almadiploma.it/indagini/occupazione/default.aspx
http://www.librettocompetenze.it/materiali/Libretto.pdf%20consulted%20on%2006/12/2018


 

 
 

and any self-learning they have achieved. The results of this analysis and a summary version of 
it are recorded under the responsibility of the individual concerned. 
■ Production of proof or evidence, documents "supporting" the reconstruction of the 
individual's experience. Possible types of evidence are: 
- education and training qualifications issued by the Ministry of Education or by the Regions; 
- certification and testimonials of other training activities; 
- documents concerning employment experience; 
- competences that emerged clearly through the interview. 
However, the guidelines also mention "examples of products accomplished". Practitioners must 
not merely "demand" evidence: they must also help Libretto users to find and present it. 
■ Recording of the data and information to be included in the Libretto, and its compilation. This 
stage concerns the formalisation of the information collected. As a result, the quality of this 
process largely determines the quality of the final document. 
The “Libretto del Cittadino” is differently used in the 21 Italian Regions, in Tuscany it is widely 
disseminated and used even in the Public Employment Services. 
 
 

 

 

B. Do the above-mentioned initiatives also include EU- initiatives and concepts? 

The different reports we found as well as AlmaLaurea and AlmaDiploma don’t use EU tools nor 
use EU concepts. However, in several reports we can find comparisons with other EU countries 
/ statistics. For what concerns the “Libretto Formativo del Cittadino”, we found the same logics 
as in the Europass documents. 
 

 

C. What initiatives are there in your country to define skills and competences? 

Vocational training is a regional competence in Italy. However, a national harmonisation process 
has started in order to make regional qualifications comparable and recognisable. 
 
That’s why, the first important initiative we must mention in order to define skills and 
competences concerns the institution of a formal, non-formal and informal competence 
recognition and certification system that is uniform at national level, but that at the same time 
is sufficiently flexible (able to adapt to the regional specificities recognised by Italian legislation). 
As a result of years of debate and initiatives since 2012, a national legal framework on validation 
of competences has progressively developed in Italy: 
■ The National Law 92/2012, reforming the Labour market, foresees the immediate  institution 
of a national system of competence certification and validation of non-formal  and informal 
learning. 
■ Subsequently on 16 January 2013, the national Legislative Decree on the national certification 
of competence and validation of non-formal and informal learning was declared, starting with 
an implementation phase. 
On 30 June 2015, an Inter-ministerial Decree, DI (Ministry of Labour and Ministry of Education) 
defined,  as follows, the National Framework of Regional Qualifications according to Decree 
13/2013 established: 



 

 
 

1. A mechanism of mutual recognition among regional qualifications 
2. Process, attestation and system standard procedures for the services of 
identification/validation of non-formal and informal learning and certification of competences. 
 
Key points of the Decree 13/2013 concern the definition of three types of standards for 
validation and certification services: 
■ process standards that outline three main steps: identification, assessment and attestation  
■ attestation standards that outline what kind of information must be registered  
■ system standards that outline the roles and responsibilities and guarantee adequacy, quality 
and protection of beneficiaries. 
 
The Decree 13/2013 mentioned above therefore establishes a ‘National Framework of 
Vocational, Education and Training qualifications5. This tool, which is the single framework for 
the certification of competences at NA level, is a comprehensive collection of national, regional 
and sectoral frameworks that already exist, under the responsibility of the competent 
authorities or “entitling bodies”. 
 
The National Qualifications Framework lists the different professional roles (figure professionali 
in Italian) and their respective qualifications and learning pathways, as well as minimum 
educational and training standards (applicable at national level). The qualifications referring to 
a given national professional role must be described in terms of learning outcomes and 
referenced to the correspondent EQF level. 
 
Atlante del lavoro e delle qualificazioni 
The second initiative which has been developed to define skills and competences and, in 
particular, has been created to support recognition among the different Italian regions, is 
promoted by a team of experts of Isfol and it is called “Atlante del lavoro e delle qualificazioni” 
(Atlas of Professions and Qualifications)6. This is a detailed map of professions and qualifications, 
described according to a common and shared language. It is composed by several informative 
tools, each one with a specific purpose and use. It is organized into three main sections: 
 
• Atlante Lavoro, which describes the contents of different professions in 24 professional 
economic sectors following a scheme that identifies for each sector the work processes, the 
process sequences, the Areas of Activities (Aree di Attività - ADA) and the specific activities to 
be carried out. 
• Atlante e professioni that collects the regulated professions (Directive 2005/36 / CE and 
subsequent additions), the apprenticeship professions framework (made of all the professional 
roles available in the National Collective Labour Contracts related to the vocational 
apprenticeship), the Associations of Professionals (Law n.4 / 2013) which gathers the professions 
not organized in professional registers. 
• Atlante e Qualifiche which collects the qualifications issued in the various areas of the lifelong 
learning system: School, Education and Vocational Training, Higher Education and Regional 
Vocational Training. “Atlante e Qualifiche” includes the National Framework of qualifications 
(mentioned in the first initiative) which consists of four different sections. At the moment only 

 
5 https://atlantelavoro.inapp.org/repertorio_nazionale_qualificazioni.php  
6 https://atlantelavoro.inapp.org  

https://atlantelavoro.inapp.org/repertorio_nazionale_qualificazioni.php
https://atlantelavoro.inapp.org/


 

 
 

two of the four sections are available for consultation, in particular: Vocational education and 
training, which includes three-year and four-year vocational education and training (IeFP), 
higher technical education and training (IFTS and ITS); the National Framework of Regional 
Qualifications (at the moment the frameworks of 18 Regions are available)7. 
 
Among others, Atlante del Lavoro e delle Qualificazioni is useful for: 
• The transparency and reorganization of the qualification system of Italy 
• The national recognition of regional qualifications and the identification of potential 
equivalences 
• The recognition of formative credits / debits towards formal learning paths 
• Support for the validation and certification of competences acquired in non-formal and 
informal learning contexts 
• Career guidance, also with a view to profiling and skills audit 
• Support in the planning the public training offer 
• Support for the alignment of production needs expressed by the business system with the 
supply of skills provided in the qualification systems 
• Support the evolution of skills in the demand of the labour market. 
 
Regional Framework of Professional Roles – Tuscany 
Referring to Tuscany region, where FormAzione CO&SO Network is located, the definition of 
skills and competences is well supported by the Regional Framework of Professional Roles. The 
professional Roles included in the Regional Framework of Professional Roles (RRFP), are 
connected to the 22 national roles referred to in the ministerial decree of 11 November 2011 
and to the State-Regions Agreement of 19 January 20128, and represents the starting point for 
planning training courses aimed at the qualification as a result of three-year courses of 
Vocational Education and Training (IEFP). 
A database9 allows access to the Regional Framework of Professional Roles of Tuscany Region, 
elaborated as part of a project for the construction of a standardized regional system for the 
recognition and certification of competences for individuals. The database allows to explore the 
contents according to three areas: 

• Regional economical/professional sectors 

• Professional roles 

• Areas of Activities - Knowledge – Skills10. 
This regional framework is part of the National Framework of Regional Qualifications. 
 

 

 

D. Do the above-mentioned initiatives also include EU- initiatives and concepts? 

 
7 https://atlantelavoro.inapp.org/atlante_repertori.php  
8 http://archivio.pubblica.istruzione.it/dg_post_secondaria/avviso180112.shtml  
9 
http://web.rete.toscana.it/RRFP/gateway?passo=index&applicativo=RRFP&funzionalita=index&operazione=ind
ex&anonimo=y#  
10 For further information about areas of activities in the RRFP please check question E 

https://atlantelavoro.inapp.org/atlante_repertori.php
http://archivio.pubblica.istruzione.it/dg_post_secondaria/avviso180112.shtml
http://web.rete.toscana.it/RRFP/gateway?passo=index&applicativo=RRFP&funzionalita=index&operazione=index&anonimo=y
http://web.rete.toscana.it/RRFP/gateway?passo=index&applicativo=RRFP&funzionalita=index&operazione=index&anonimo=y


 

 
 

The modular and the learning outcomes (LOs) approach has been implemented in different 
areas of the Italian qualifications system, although differences, mainly terminological, still 
remain among different subsystems.  
To be included in the National framework each qualification must be referenced to EQF and over 
time there will be progressive work of descriptive standardisation to allow greater permeability 
between sub-systems and recognition of credits.  
Thanks to this framework, therefore, it is possible to match the individual’s competences in to a 
certain EQF level. 
 
Application of ECVET principles to VET qualifications 
 
According to the Recommendation (European Parliament and Council of the EU, 2009), the 
ECVET was to be gradually applied to VET qualifications at all levels of the EQF and used for 
transfer, recognition and accumulation of LO as from 2012. However, various reasons prevented 
rapid progress: lack of clarity of the ECVET concept and technical specifications and 
incompleteness of the testing phase seem to hinder Italy, followed by ECVET not being a priority, 
missing components and lack of capacity or resources. 
VET and HE structures are compatible with ECVET principles. Most reforms included designing 
learning outcomes-based curricula and units. The Ministry of Education, University and Research 
issued guidelines for ET providers that include learning outcomes. Higher technical education 
and training is organised in modules and units; training credits are recognised by HE institutions 
and are ECTS-compatible. In principle, the ET system enables switching between learning 
pathways. 

 

 

 

E. Does your organization have and use standardized curricula/concepts, maybe self-

developed ones, to define skills and competences? 

Vocational training is a regional competence in Italy. Regions issue public calls to subsidize 
different training courses at all levels (post-secondary school, post-graduation, updating, 
placement and relocation of workers). Accredited training agencies apply for these funds and, if 
the project is approved, they are entitled to start the training course. Only accredited training 
providers can apply for grants through public tenders. Public tenders are usually state funded / 
EU funded e.g. through ESF. 
 
Our organization, FormAzione CO&SO Network, is part of the VET system of Tuscany region and 
is therefore accredited as training provider by Tuscany Region. Since vocational qualifications 
are recognized at regional level and a region may recognize a qualification that another one 
doesn’t, actions realized by different organizations may be similar and overlapping. Therefore, 
the private sector plays a complementary, very important and active role in offering and 
organizing vocational training courses both for workers (lifelong trainings), for unemployed 
people of all ages, for disadvantaged, etc. 
 
As far as the use of standardized curricula / concepts to define skills and competences, our 
training agency makes use of the Regional Framework of Professional Roles (RRFP) of Tuscany 



 

 
 

region or, if a professional role hasn’t been implemented yet in this framework, we make use of 
the old Regional Framework of Professional Profiles  (RPP) which is slowly disappearing. In fact, 
the RRFP is slowly replacing the RPP. 
 
As already mentioned, the RRFP allows the exploration of professional roles through Areas of 
Activities, (ADA) that is to say a description of the worker’s performance in a certain area of 
activity. Each area of activity has got a unit of competence, that is to say the indication of skills 
and competences the individual must own in that specific area. 
 
This way of describing a Professional Role is more usable for credit transfer and recognition / 
comparison of professional roles/qualifications between different regions. Furthermore, the 
RPP didn’t describe the professional profile using Areas of Activities, thus making the profile less 
transferable. Here below we attach two examples of job descriptions: both of them referred to 
the job profile of “home care assistant” according to the old (RPP) and the new (RRFP) 
framework. 
 
To conclude, our VET programmes are all based on the concepts developed in the RRFP: we can 
either issue a whole qualification and we can issue a certificate of competence, stating that the 
individual has acquired a specific Unit of Competence. In both cases, qualification and certificate 
of competence are built using the ADA concept. 
 



 

  

 

 
 

 Example of new Regional Framework of Professional Roles (RRFP) of Tuscany region: 

 
Job description 

List of Areas of 

Activities 

1st Area of Activities 

Description of skills in this 

specific area 

Description of competences 

in this specific area 



 

  

 

 
 

Example of old Regional Framework of Professional Profiles (RPP):  

 

Job description 

Basic knowledge 

needed 

Technical-

professional 

knowledge needed 

Transversal 

knowledge needed 



 

  

 

 
 

 

F. How do you identify skill mismatches and skill gaps in your organization?  

 
Qualification courses must respect the contents and provide the knowledge / skills / 
competences that are required by the competent regional authority. These are described in the 
Regional Framework of Professional Roles (in the case of Tuscany Region) or similar.  
 
In Tuscany accredited training providers (such as FCN) must involve companies in the evaluation 
process of each student during a qualification training course by supplying the company tutor 
a questionnaire to be filled in by the end of the internship / work placement period foreseen 
by the training. The questionnaire serves to understand the main tasks carried out by the 
student and skills acquired as well as possible skill gaps in relation to the profession in question. 
 
An example of evaluation questionnaire used by FCN can be found below.   
 
At last, for the whole duration of the vocational training course, some assessment grids may be 
used to assess students’ entry or ongoing skills level. These evaluations may lead to further 
training path (when the foreseen level of a specific skill hasn’t been reached). However these 
assessment grids are not mandatory.  
 

 
 

 

 

 

 

Main tasks 

Evaluation of the student’s attitude towards the job 

profile in question, his/her curiosity, committment, 

punctuality, autonomy, team working, problem solving 

and time management skills, personal hygiene, ability to 

acquire new skills. Evaluation is on a 1-10 scale  


