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CHAPTER 1. Introduction 
 

 

The Italian vocational education and training (VET) system offers programmes at 

upper secondary, post-secondary and tertiary level. It is managed by the Ministry 

of Education, University and Research (under the State education system) and 

by the regions (under the regional VET system). 

VET at upper secondary level is provided under the regional system 

(istruzione e formazione professionale, IeFP) and under the State education 

system (Istruzione tecnica e professionale). On completion of lower secondary 

education, young people at age 14 may enrol in one of the following upper 

secondary VET programmes: 

(a) five-year programmes leading to technical or professional education 

diplomas, under the responsibility of the Ministry of Education (State 

education system) EQF 4);  

(b) four-year programmes leading to vocational diplomas (professional 

technician diploma) managed by the regions (IeFP - EQF 4);  

(c) three-year programmes leading to vocational qualifications (professional 

operator certificate) managed by the regions (IeFP - EQF 3). 

Each of the above can be partly undertaken in apprenticeship. 

Qualifications and diplomas are included in the National repository of 

education and training qualifications and of vocational qualifications (Repertorio 

nazionale di figure professionali). 

There is permeability across VET programmes and also with the general 

education system. On completion of a three-year vocational qualification, it is 

possible to attend one additional year leading to a four-year vocational diploma. 

The latter allows enrolling in the fifth year of the State education system and 

sitting the State exam for a general, technical or professional education diploma. 

After the upper secondary level, learners may enrol in the following 

programmes with vocational orientation:  

(a) higher technical education and training courses -HTC, (Istruzione e 

Formazione Tecnica Superiore - IFTS): one year post-secondary non-tertiary 

programmes which lead to a high technical specialisation certificate 

(Certificato di specializzazione tecnica superiore, EQF 4);  

(b) higher technical institutes - HTI, (Istruzione Tecnica Superiore -ITS): two- or 

three-year post-secondary non-tertiary programmes which lead to a high-

level technical diploma (Diploma di tecnico superiore, EQF 5). 
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The rules governing apprenticeships were amended in 2015 by the 

Legislative Decree n. 81/2015, integrated by the Inter-Ministerial Decree of 12 

October 2015, National training standards for 1st and 3rd apprenticeship schemes.  

The new apprenticeship arrangements introduced substantial changes to the 

apprenticeships schemes leading to formal qualifications. Apprenticeship 

comprises three different schemes: 

(a) Type 1 apprenticeship: apprenticeship for vocational qualification and 

diploma (apprendistato per la qualifica ed il diploma professionale), upper 

secondary education diploma (apprendistato per il diploma di scuola 

secondaria superiore) and high technical specialisation certificate 

(apprendistato per il certificato di specializzazione tecnica superiore - IFTS). 

Apprenticeships leading to a professional operator certificate and a 

professional technician diploma allow young people to fulfil their right/duty to 

education and training. There are no specific entry requirements, but 

learners need to bridge the year between the end of lower-secondary school 

and the start of apprenticeship on an upper-secondary school or IeFP 

programme, unless they are already 15 years old (1). This type targets 

indeed 15 to 25-year-olds. 

(b) Type 2 apprenticeship: occupation-oriented apprenticeship (apprendistato 

professionalizzante): This type targets 18 to 29-year-olds, does not 

correspond to any education level and leads to an occupational qualification. 

recognised in the labour market according to the collective agreement (2). 

(c) Type 3 apprenticeship: higher training/education and research 

apprenticeship (apprendistato di alta formazione e ricerca). This scheme, 

targeting 18 to 29-year-olds, leads to an array of qualification levels 

encompassing EQF levels 4-8, and fulfils various purposes. Learners can 

acquire qualifications that are normally offered through school-based 

programmes, in higher education or at universities, including a doctoral 

degree. Apprentices can also engage in research activities in private 

companies or pursue traineeship required to access the liberal professions 

                                                 
(1) Of the three schemes, Type 1 is the one which seems to respond more closely to the criteria 

of Cedefop’s analytical framework for quality apprenticeships. 

(2) Professional apprenticeship training is divided in two areas: 1. key skills training (120 hours 

over a three-year period), mainly related to a theoretical learning, is regulated by the Regions 

and Autonomous Provinces and is provided by training centres; 2. vocational skills training, 

concerning specific professional profiles, is provided directly by companies. The contents and 

training provisions are defined by collective bargaining agreements.  
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(lawyer, architect, business consultant). In this case (Type 3 for research), 

no educational qualification is achieved at the end of the apprenticeship. 

All the qualifications related to the Type 1 (upper secondary level) and Type 

3 (post-secondary level) can be acquired in fully school-based education and 

training system.  

Moreover, in September 2015 an agreement was signed for a pilot project 

about the Dual System (3). This project, which began in the 2015-16 school-year, 

was an opportunity to further develop the Italian dual education system, able to 

create integration between education/training and the fundamental task of 

actively combating the notable youth unemployment crisis. 

Type 1 and 3 represent the more suitable pathways for transnational 

mobility, because of the length and content of the training provided, and for the 

purposes. However type 3 involves a low number of apprentices, it is not enough 

widespread and it still needs to be implemented. For this reason, this article will 

discuss Type 1, leaving Type 2 and 3 out of its scope.  

                                                 
(3) The project entitled “Support, Development and Reinforcement of the Dual System 

within Vocational Education and Training” (Azioni di accompagnamento, sviluppo e 

rafforzamento del sistema duale nell’ambito dell’Istruzione e Formazione 

Professionale). was proposed by the Ministry of Labour and was subsequently 

completed and accepted by the Regions and Autonomous Provinces in the State-

Regions-Autonomous Provinces Conference. 
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CHAPTER 2.  
Exogenous factors influencing mobility of 
apprentices at upper secondary level 

 

 

2.1. Dynamics of skills demand and supply at the 

medium level occupation level 

At the moment, it is not possible to count on specific structured time series to 

analyse the exogenous effect of demand and supply dynamics of new skills on 

the mobility of apprentices. In general, however, in recent years, increasing 

attention has been paid to the analysis of changes in the occupational content of 

jobs, both in terms of skills shortages (skilled workers to be hired on the market) 

and in terms of updating and retraining the employed workforce. 

The last survey on professional needs (third edition) was concluded in 

December 2017. In Italy, 33% of companies with at least one employee (just over 

half a million businesses) have stated that they have at least one professional 

figure in the company for whom they have registered a training need requiring the 

timely provision of specific refresher activities, i.e. courses to practise and 

improve existing skills. The in-company professions for which such needs have 

been registered are those of skilled jobs in commercial and service activities 

(23.9%), artisans, specialist workers and farmers (22.9%) and technical 

professions (20%), followed by office-based managerial positions (18.3%).  

Information from the quantitative and qualitative surveys that explore the 

professional and training needs of the labour market is a huge asset as it 

provides useful indications to all stakeholders of the complex education system 

that have the task of planning and implementing professional training and 

refresher pathways that are as coherent as possible with the needs of the world 

of production. In this respect, there are several interesting attempts to bring 

together the world of work and training supply. For example, technical 

committees were set up to periodically review and update standards for 

professional profiles closely linked to the most vocationally oriented training 

supply chains (for example, profiles relating to vocational education and training 

pathways and higher technical education courses) according to the professional 

needs expressed by companies. 



8 
 

2.2. Attitude of employers towards training 

Apprenticeship is the only employment contract that formally assigns the role 

of trainer to the employer. This role is particularly evident in the two 

apprenticeship schemes (type 1 and 3) leading to formal qualifications, for which 

the legislator, in addition to setting minimum standards for the provision of 

training, involves companies in training courses that are also aimed at the 

acquisition of upper secondary and post-secondary diplomas and certificates, 

nationally recognised.  

The latest available data (4) on enterprises training show how, in the period 

2005-2015, the attitude of employers towards training has improved. In fact, in 

2015 the percentage of employees trained by companies increased by 10 

percentage points compared to 2010, exceeding the European average by 5.1 

percentage points.  

Medium and large size enterprises, generally, identify their training need and 

plan their training courses. Instead, small enterprises plan their training activities 

on a short-term basis.   

Besides private resources, training activities could be financed through 

plubic funds such as the Interprofessional funds, the Revolving (5) fund and the 

European Social Fund Operational Programme. However, according to an 

ongoing research (6), it has been highlighted that a "culture of training" for 

apprenticeship still seems to be missing among employers, particularly for micro 

and small-sized enterprises.  Moreover, unlike the professional apprenticeship, 

the first and third schemes are still barely known by employers, especially in 

terms of peculiarities and potential. In fact, the apprenticeship contract is still 

used by employers for taking advantages of incentives. 

These represent a real limit for developing these pathways and to a greater 

extent for apprentices’ mobility.  

 

 

                                                 
(4) Continuing Vocational Training Survey (CVTS) 2015,Survey on knowledge in the 

enterprises (INDACO) 2018, Intangible Assets Survey 2012. 

(5) The Interprofessional Funds and the Revolving Fund are financed by a share of the 

payroll paid by private-sector enterprises to the National Institute for Social Security 

(INPS), finalised to the employees’ training.  

(6) INAPP is carrying out case studies on Type 1 and 3. The final report will published in 

2020. 



CHAPTER 3.  
Apprenticeship schemes in Italy 

 

 

3.1. Overview  

Apprenticeship is one of the main educational instruments used to integrate 

young people in the labour market. 

Apprenticeship is a special employment contract merging a regular 

employment relationship, characterised by reciprocity between work and pay; 

and a period of learning aimed at the acquiring the knowledge and skills needed 

to obtain a qualification. 

During an apprenticeship, the apprentice alternates learning periods at an 

education and training institution (regional training centre/schools/universities) 

and a company. Type 1 and Type 3 for higher training/education apprenticeships 

are associated with a formal education and training qualification, while Type 2 

and Type 3 for research activities are not. 

3.2. Apprenticeship Governance 

The Italian apprenticeship system is characterised by multilevel governance with 

the broad-ranging involvement of national, regional and local stakeholders. The 

Ministries of Education and Labour lay down general rules and common 

principles for the system, whilst Regions and Autonomous Provinces are in 

charge of VET programmes and apprenticeship schemes. 

Regions have exclusive jurisdiction over vocational training and for 

regulating apprenticeship at local level, in accordance with the provisions of the 

national legislation. Their role is more evident in Apprenticeship types 1 and 3, 

since they are asked to agree at local level with social partners and educational 

institutions on the regulatory framework and to establish their own legislation. 

Social partners, beyond their advisory task at national and local level, are in 

charge of the regulation related to the employment contract of all three 

apprenticeship types through collective bargaining: contents, provisions related to 

specific occupations, and tools to carry out professional training, as well as salary 

and contractual entry level. They also establish the standards for professional 

qualifications to be acquired and the certification procedures, complemented by 
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requirements for enterprise tutors. De facto, so far, they have performed a crucial 

role mostly in relation to occupation-oriented Apprenticeship’s regulation. 

Since apprenticeship competences are divided between the State and the 

Regions and autonomous provinces, initiatives to promote the mobility of 

apprentices can be undertaken at regional level or through the Erasmus + 

Program. However, there is no qualitative and / or quantitative evidence on the 

transnational mobility of apprentices, which may indicate the attitude of regional 

Administrations towards apprenticeship mobility. 

3.3. Duration of apprenticeship and on-the-job training  

The national law establishes that the duration of the contract is determined 

according to the certificate or diploma to be attained; it cannot exceed the 

duration of the training programme or be less than the national minimum 

standard (six months for all apprenticeship types). Therefore, maximum duration 

varies by type: 

(a) Type 1: apprenticeship leading to qualifications at operator or technician 

level last 3 or 4 years, apprenticeship leading to a upper secondary 

education diploma last 1-4 years; while apprenticeships for a higher 

technical specialisation certificate lasts maximum a year (Type 1); 

(b) Type 2 apprenticeship duration cannot exceed three years, or five years for 

craft occupational profiles; 

(c) Type 3: the maximum duration of for higher training/education 

apprenticeships is established at regional level throughout local agreement 

between Regions or Autonomous Provinces and local level social partners 

and education and training providers. However, the maximum duration 

cannot exceed the duration of the school/university-based programme. 

Apprenticeship for research, which is not linked to any education certificate 

or degree, can last maximum three years. 

During Type 1 and 3, learners receive formal training in an education and 

training institution (external formal training) and in the company (internal formal 

training) and they work (7). The external formal training cannot exceed the 

following limits: 

                                                 
(7) Professional apprenticeship training (Type 2) comprises two parts: i) acquisition of 

key skills (maximum 120 hours over a three- or five-year period) regulated by the 
Regions and Autonomous Provinces and provided by training centres (external 
formal training); ii) acquisition of vocational skills for specific occupation areas 
provided directly by companies. 
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Table 1. Share of the external formal training in Type 1 and 3 of apprenticeship 

Apprenticeship 
Type 

Final 
Certification/diploma/qualification 

etc. 

External formal 
training 

(maximum % of 
the total amount 

of training) 

Internal 
training 

(minimum % 
of the total 
amount of 
training) 

Type 1 

upper secondary regional VET 
qualifications or diplomas 

1st year 60% 40% 

2nd year 60% 40% 

3rd year 50% 50% 

4th year 50% 50% 

high technical specialisation certificate  50% 50% 

upper secondary State technical or 
vocational education diploma 

3rd year 

65% 35% 4th year 

5th year 

Source: INAPP 2019 

 

Type 1 of apprenticeship is regulated by the Regions and Autonomous 

Provinces through specific State-Regions Conference agreements. Content, 

which is divided into theoretical and practical learning, the specific qualifications 

offered, and the number of training hours are established by the Regions and 

Autonomous Provinces according to minimum standards agreed at national level. 

The maximum duration of training set for each type of qualifications, 

including Apprenticeship for research (type 3) considered in type 1 , established 

at nation level and generally included in the regional regulations, would 

theoretically allow the transnational mobility of apprentices, both short and 

medium term. However, there employers tend to take on apprentices during the 

third and fourth year of training path, that is when students are more mature and 

trained. Therefore, the duration of the contract is generally less than the 

maximum established by the national law (8). 

3.4. Organisation of alternance 

Alternance does not follow standard schemes, this flexibility allows employers to 

tailor the on-the-job training according to their needs and, for instance, would 

favour apprentices’ mobility. The alternation can depend on the amount of the in-

                                                                                                                                   
 

(8) INAPP, L’apprendistato tra continuità ed innovazione. XVIII rapporto di monitoraggio, 

2019. 
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company and out-of-company training established at regional level; the final 

degree, certificate or qualification to be acquired; the company’s production 

needs; the training and education institution organisation (especially State 

education institutions); the distance between the training centre and the 

enterprise. 

The flexibility of alternation could represent an element in favour of the 

implementation and promotion of transnational mobility, especially for those 

pathways lasting 2-3 years. 

3.5. Type of contract, status of apprentices and 

remuneration 

Apprenticeship in Italy is as an open-ended labour contract with a specific 

training purpose, including both on-the-job and classroom training. The 

apprenticeship contract, which is distinct from other work-based learning tools, 

must be drafted in written form, defining the roles and responsibilities of all 

parties, as well as the terms and conditions of the apprenticeship, the 

probationary period, the occupation tasks, wage, both the entry and final pay 

grade levels and the qualification to be obtained. The individual training 

programme is an integral part of the contract. Both the contract and the training 

programme must be signed by the employer and the apprentice. 

Apprentices bear the ‘double status’ of worker, during the on-the-job training, 

and student, during the off-the-job training. 

As apprenticeship has been considered the main tool to help young people 

to get into the labour market, some measures were taken to promote and 

enhance apprenticeship (such as incentives), while others are part of the 

apprenticeship contract, such as reduction of remuneration and social security 

contributions. The law permits the employer to take on an apprentice with a pay 

grade up to two levels lower than the final one and/or to pay a reduced share of a 

qualified worker pay, according to the provisions of the collective agreement 

applied. Moreover, for those who sign a Type 1 and 3 contracts, the employer 

must pay the apprentice 10% of his/her wage, when the apprentice attends 

internal formal training (9), while for the external training hours no pay is foreseen. 

Since apprentices are considered employees, they are entitled to insurance 

benefits for job injuries and accidents, occupational diseases, health reasons, 

                                                 
(9) Formal training is training leading to the final VET qualification. 
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ageing and disability, maternity, household allowance and, since 1 January 2013, 

labour social security insurance. 

3.6. Curriculum and training standards 

The training content, learning outcomes and the share between off and on the job 

training are defined in the Individual Training Plan (ITP). The ITP is part of the 

labour contract and it is drafted by the education and training institutions in 

collaboration with the employer. The ITP is designed using the curricula of 

school-based programmes leading to the same qualification. Training contents 

are defined on the basis of company and apprentice profiles and in accordance 

with the curricula and final qualifications. Therefore, the individual training plan is 

highly individualised and generally depends on the apprentice’s entry profile: age; 

last formal qualification achieved; number of completed years of 

education/training; on the gap between the learning outcomes required for the 

final qualification and on the knowledge and skills necessary for the apprentice to 

work in the company, which will depend on business-specific tasks and activities. 

Although high flexibility in designing training programme could foster 

apprentices’ mobility, recognising competences acquired during on-the-job 

training abroad could represent a limit. Transnational mobility implies a good 

knowledge of a foreign language and since foreign languages teaching is not 

considered in training courses, apprentices have few chances to improve their 

knowledge of foreign languages.  

The individual training plan (ITP) defines the allocation of competences 

among the two learning venues and, for Type 1 and Type 3 for higher 

training/education apprenticeships this is based on the curriculum of the relevant 

formal education and training programmes (there are no specific apprenticeship 

curricula). 

Type 1 apprenticeship covers VET programmes at upper secondary level 

(currently there are 21 qualifications and 22 diplomas codified as nationally valid 

and included in the national repository) and post-secondary level (specialisation 

certificate). Type 3 apprenticeship cover an array of diploma/certificate at post-

secondary non-academic and tertiary level. All of these are recognised at 

national level.  

Type 2 qualifications are recognised by the relevant collective agreement 

applied in the hiring company, outside the VET system (2 075 qualifications 

reported in the national repository). 

http://www.normattiva.it/uri-res/N2Ls?urn:nir:stato:decreto.legislativo:2005-10-17;226!vig=2019-12-20
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CHAPTER 4.  
Initiatives put in place for apprentices’ 
mobility 
 

 

The European framework aims at promoting higher awareness on the benefits 

experienced by apprentices that take part in a transnational mobility experience 

so as to progressively increase the participation of such target group to the 

Erasmus+ mobility in the VET field.  

At national level, the limited participation of apprentices (Type 1 or 2) in the 

transnational mobility opportunities offered by the Programme (see table 2 below) 

is closely linked to the weak participation of enterprises and socio-economic 

actors as both project beneficiaries or project partners. As a matter of fact, 

enterprises play a crucial role to explore such possibility in the framework of the 

apprenticeship contracts and, therefore, involving a higher number of enterprises 

would potentially foster a wider involvement of apprentices in the Erasmus+ 

mobility.  

 

Table 2. Apprentices Type 1 or 2 on total Erasmus+ mobility participants (outgoing 

mobility of Italian beneficiaries) 

 

2014 2015 2016 2017 2018 TOTAL 

Participants 7 722  6 770  99.79  7 285  99.79  10 037  99.74  9 932  99.50  41 746  99.75  

Apprentices -    14  0.21  15  0.21  26  0.26  50  0.50  105  0.25  

Total 7 722  6 784  100  7 300  100  10 063  100  9 982  100  41 851  100 

Source: Erasmus+ National Agency INAPP 

 

In 2017 the Erasmus+ National Agency carried out a survey aimed at 

identifying the obstacles and benefits experienced by the enterprises in 

accessing the Programme, involving both participating and non-participating 

socio-economic actors. The first findings highlight positive aspects as well as 

areas for further improvement: on one hand non-participating enterprises have a 

weak interest in accessing the Erasmus+ decentralised actions in the VET field 

while, on the other hand, enterprises that had a previous Erasmus+ experience 

share a highly positive appreciation of the benefits incurred. The related data 

were the basis for the planning and implementation by the National Agency of 

targeted awareness-raising and information initiatives aimed at increasing the 
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participation of socio-economic actors and the involvement of apprentices in 

transnational mobility.  

Nevertheless, since 2017 the aforesaid participation of apprentices in the 

mobility opportunities ensured by the Programme is increasing, with a significant 

growth in 2018. This could be also due to the launch of the ErasmusPro activity 

in 2016, which highlighted the vocationally-oriented benefits of long-term 

transnational mobility thus encouraging a higher number of organisations to 

explore the related valuable opportunities. 

Besides the quantitative data analysis, it is worth highlighting a national 

success story that involves, inter alia, the Erasmus+ transnational mobility. At 

national level, Enel (10), one year ahead of Law no.81 /2015, launched a Work-

Study Experience Type 1 Apprenticeship programme that included the possibility 

for youngsters between 15 and 25 to achieve a secondary education diploma. 

The initiative involved around 300 students and several schools throughout Italy 

in apprenticeships within the company. In the framework of their training on-the-

job the students acquired the competences of electrical grid technicians, 

developing technical knowledge and multi-disciplinary soft skills that are essential 

in a work context thus promoting a virtuous circle between the world of education 

and the world of work. The model allows for an anticipated access to employment 

for students that are still completing their formal education pathway, enabling 

them to acquire the “soft skills” essential for success in the labour market, such 

as team work, problem-solving and proactivity. At the same time, the initiative 

fosters a positive dialogue between the company and the school, opening up the 

Enel technological labs to students, enabling effective innovative work 

experiences, enriched by the post-diploma professional training period within the 

company. The Alliance recognised Enel's programme as “Best European 

Experience of Quality Apprenticeship”, with the EAFA Award 2017 for large 

companies.  

                                                 

(10) Enel S.p.A., or the Enel Group, is an Italian multinational energy company that is 
active in the sectors of electricity generation and distribution, as well as in the 
distribution of natural gas. In 1999, following the liberalisation of the electricity market 
in Italy, Enel was privatised. The Italian state, through the Ministry of Economy and 
Finance, is still the main shareholder, with 23.6% of the share capital as of 1 April 
2016. Enel is the 84th largest company in the world by revenue, with €73.1 billion. It 
has a stock market capitalisation of EUR 39.4 billion, making it Europe's largest 
integrated utility by capitalisation. 

 

https://en.wikipedia.org/wiki/Multinational_corporation
https://en.wikipedia.org/wiki/Natural_gas
https://en.wikipedia.org/wiki/Privatization
https://en.wikipedia.org/wiki/Ministry_of_Economy_and_Finance_(Italy)
https://en.wikipedia.org/wiki/Ministry_of_Economy_and_Finance_(Italy)
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In 2018 Enel joined the Erasmus+ 2018 Programme, involving a selection 

of young E-Distribuzione (an ENEL company branch, in charge of electricity 

distribution activities) in a mobility experience. The aforesaid young apprentices 

(hired through type 1 apprenticeship contracts) are currently carrying out their 

mobility experience abroad through the involvement in an Erasmus+ mobility 

project developed by Uniser, a training agency promoting learning mobility 

initiatives. In particular Enel’s apprenticeship model involves a 36-month training 

pathway, divided into two phases: the first phase – type 1 apprenticeship – lasts 

23 months, it takes place during the fourth and fifth year of studies at a technical 

institute for electronics and electro-technology for the acquisition of the upper 

secondary school diploma. The second phase – type 2 apprenticeship – lasts 13 

months and leads to the professional certification for the basic qualification as an 

electrician. In this second phase the apprentice works full time at the company 

full-time while being involved in 120 hours of in-company training. The Enel 

company (trough E-Distribuzione) effectively exploited the opportunity provided 

by the Erasmus+ Programme, involving seven apprentices, coming from seven 

different E-distribuzione locations (Milano, Pordenone, Cagliari, Catanzaro, 

Latina, Salerno e Palermo), that carried out the training part of their 

apprenticeship in Spain and France. The apprentices were trained in companies 

active in the electric sector, in particular in the sector of civil engineering, dealing 

with the design of the electrical systems of the Riyadh subway or in the electrical 

installation sector or telecommunication dealing with optic fiber. They spent 

approximately 3 months abroad. The aforesaid Erasmus+ project initiative is 

currently ongoing and no qualitative information are yet available. 
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CHAPTER 5.  
Conclusions 

 

 

In Italy, most efforts have been undertaken by the Regions to enhance the 

number of apprentices enrolled in apprenticeship Type 1. According to the annual 

monitoring activity on apprenticeship policies put in place by Regions and 

Autonomous Provinces, there is no evidence that transnational mobility is 

considered a priority in regional agendas, while it may represent a next step. To 

move in this direction, two measures should be taken: increasing financial 

resources and strengthening the involvement of employers and VET providers.  

Data shows low participation levels of apprentices in the Erasmus+ mobility 

programme. There are no empirical data indicating which factors enable or 

disable the mobility of apprentices. However, some of them are deducible from 

the structure and organisation of the system apprenticeship. As apprenticeship is 

an employment contract, all the aspects related to labour law (insurance benefits 

for job injuries and accidents, occupational diseases, health reasons, maternity, 

et cetera) represent an obstacle for mobility, as the related costs are shared 

between different enterprises in different countries. Moreover, especially for the 

apprenticeship Type 1 scheme, a mutual recognition among Member State is still 

lacking.  

Based on interviews carried out by the authors with relevant stakeholders at 

regional level (11), although some significant experiences have been carried out 

by Regions and Autonomous Provinces, some actions should be implemented to 

improve and develop apprentices’ mobility, such as: 

(a) promote communication campaign for families, apprentices, VET providers 

and enterprises; 

(b) support participation at transnational network for VET providers and 

enterprises, aimed to enhancing apprentices’ mobility; 

(c) take more advantages of Erasmus+ Mobility programme, included foreign 

languages courses. 

                                                 

(11) INAPP has carried out field research on apprenticeship Type 1, whose results will be 

published at the end of 2020. 65 interviews were conducted involving: apprenticeship 

regional representatives, VET providers, enterprises, apprentices and social 

partners. 

https://context.reverso.net/traduzione/inglese-italiano/a+communication+campaign
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