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Foreword

0. Foreword

Working together to achieve the European climate objectives is all about taking ovenrespo
sibility for maintaining the living conditions not just of current generations, but also of future
generatons. The intention of thidNational Skills Roadmap for the Building Workfonte
Germanyis to contribute to achieving the energy and climate targets in the building sector
through ensuring that a workforce is available with the right skills and in sufficumbers

The "building workforce" is defined as skilled blue collar workers employed in the identified
occupations in the construction, finishing and building technology trades relevant imthe e
ergy-related refurbishment of buildings

The Skills Roadap for Germany was developed in dialogue with the principal stakeholders

in Germany, with the following organisations belonging to 8teering BoardBeira:
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Executive Summary

1. Executive Summary

To be in a position to achieve Germany's energy and climate targets in the building sector,

additional investment is neededon top of current activities to the tune of EUR 23.6 billion

per year between 2014 and 2020. The challenge here énsoire that sufficient numbers of

skilled bluecollar workers are available in the construction, finishing and building technology

occupations. The status quo analysis for the building sector workfaareied out in the

context of the German BUILD URIlISKProject "Qualergy 2020" showed that Germany is

well-positioned to take up this challenge

A Despite the requisite increase in the size of the workforce, available figures showathat
leastfrom a mathematical perspectivethere should be no shortagof skilled building
workers in Germany as a whole, though it can be expected that shortages will occur in
certain regions and in certain occupations

A The requisite skill sets are walhchored in the apprenticeship frameworks and master
craftsman examiation frameworks of the occupations looked at, with the frameworks
for the most part already covering the relevant technologies and processes. Existing gaps
in the apprenticeship frameworks are closed by means of the master craftsm@an pr
grammes. Moreover aomprehensive CVET system exists for building workers ind&erm
ny. Looking just at the fields of energy efficiency and renewable energy, 315 CMET offe
ings (not including the master craftsman programmes) were available in the skilled crafts
and industriakectors in 2011

Nevertheless, the status quo analysis revealed certain quantitative and qualitative gaps, as

well as a number dbarriers:

A We can already see that there will be an increasing shortage of skilled workers in the
German building sector afte2020, the result on the one hand of demand for energy
efficiency refurbishment measures continuing at a high level, and on the other hand of a
progressive decline in the supply of skilled workers on account of demographic factors.
Against this backgroundhe need to ensure sufficient numbers of skilled blue collar
workers at this early stage assumes major importance.

A The level of occupational skills available within the workforce is high and, generalk spea
ing, work specific to each trade is performptbperly. There are however deficits with
regard to interfacing with other trades

A In this context, one skill missing is the capability to think beyond one's own proagess, u
derstanding the whole house/building as one integrated system

A Existing early warng systems for skills are not used systematically and interlinked with
each other, meaning that CVET courses often do not take into account steadily increasing
requirements

A The number of participants in CVET courses is generally low and has decreasmabizont
ly over the last three years

! Cf. Weiss/Rehbold(ds) 2012
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A These courses are often not clearly structured and/or not known to target groupseaot b
longing to the respective chambers. Existing databases are not used as often omas inte
sively as possible, a situation possiblyeefing deficits in tailoring them to the needs of
the target groups

Despite the existing high skill level of the building workforce in Germany and the iexprov
ments made over the last few years, skill deficits remain. The intention of the "National Skills
Roadmap for the Building Industry" is to come up with suggestions and measures capable of
overcoming them. In doing so, the German BUILD UP Skills project "Qualergy2020i-has co
tinued the strategic process begun in 2011 and set up-a&tution Steerirg Board Alorg-

side the actual consortium members, tigteering Boardncludes representatives from the
most important stakeholder groups (ones with a multiplier effect) from Negional ills
Patform (NationaleQualifikationsplattform as well as frormdustry.

The Steering Boardnet three times between September 2012 and January 2013he in-
tial meetingthe recognised quantitative and qualitative deficitere discussedinitial rec-
ommendationsput forward and further gaps andarriers identified on the basis of the
knowledge and experience of the experts. This led to a survStesring Boaranembers,
looking for initial ways of solving the problems and for suggestions for their institutional i
plementation. These steps have led to the crystdilisaof three main focuses for which
concrete measures and actions now need to be developed.

A Overcoming quantitative deficits measures for ensuring an adequate supply of skilled
blue collar workers

A Overcoming qualitative deficitsmeasures for upgradp the skills of skilled blue collar
workers, and

A Overcoming théarriers.

In a secondSteering Boardneeting, parallel workshops (each wi8i10 participants) for
each focus were held with the aim of coming up with concrete proposals for the National
Sklls Roadmap. The results constituted the basis for a first draft of the National Skills
Roadmap, which was discussed, approved and further detailed in a $t@ering Board
meeting at the end of January.
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In developing the National Skills Roadmap, ati@mtvas paid right fromthe word "go”-to
the measures

A having as wide an effect (reach) on the workforce situation as possible (quantitétive e
fectiveness)

A having a longerm effect on the quantitative and qualitative workforce situation (qualit
tive effectiveness), and

A gaining wide acceptance and support from the stakeholders involved (acceptance and

support).

In the context of this process, strategic objectives were defined for each of the three focuses
and a total of 40 proposals for measures deyed. These proposals were then prioritised
according to the criteria listed above, i.e. with regard to their reach, their-teng effects

and their acceptance.

Finally, the 40 proposed measures of the National Skills Roadmap were "poured" into 26
concrete actions, each with a list of planned steps, and institutions responsible for teir i
plementation and gplannedimplementation timeframe. As individual actions are alss d
pendent on external factors (such as funding options), the constraints ardistisd. The a-

tions contained in the overall action plan are divided into three blocks according to mfeir i
plementation priorities:

A Measures and actions with a high implementation priority, for which implementation is
foreseen under Pillar 1l of the BUD UP Skills Initiatige

A Measures and actions with a high implementation priority, though not to be implemented
under Pillar 11,

A Measures and actions with a low to medium implementation priority.

Looking specifically at the situation in Germany, theufots not so much on concrete skill
measures, as Germany already has a-fugittioning apprenticeship system, as well as a
comprehensive offering of CVET courses. For this re@dhp UP SkilRillar Il actions are
supposed to be designed in such a \lagt they strategically support and strengthen thg-e
isting systems, as well as addressiagtors with a multiplier roléwithin the system. Thes
tablishment of career development concepts for workers in SMEs in the building sector, the
creation of an arly warning system for skills, a CVET database targeting specific groups and
reflecting market requirements and regional "train the trainer&twork conferencesare

some of the instruments foreseen. Nevertheless they need to be flanked by measures aimed
at solving the biggest problems associated with enengjgited building refurbishment and
construction in Germany: the interfaces between trades and the lack of understanding for a

The groundwork already accomplished is to be continued in a secoiHd>BUP Skills project. This follap
project involves the development of new one further development of existing skill upgrade measures
based on the deficits identified and the measures recommended in the National Skills Roadmap.

4
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house/building as one integrated system. In this area, actions are pro@osertl at ancho
ing these aspects in apprenticeship frameworks and CVET offerings.

Turning to the implementation of this strategic approach, the established andoiedl
"National Xills Platform™ is to be continued, with it being involved in the furthéevelq-
ment of the German VET system for the building sector.
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2. Introductory questions

In this chapter we will be discussing the aim of this paper (Chapter 2.1) and presenting a few
key figures on the building sector (Chapter 2.2) as a starting poinddeeloping a Skills
Roadmap. The results of the status quo analysis are presented in Chapter 3, and used as a
base for developing a strategy (roadmap) for achieving the targets (Chapter 4) and specifying
the concrete measures needed to implement the stgatgChapter 5). Chapter 4 will also
show how the Skills Roadmap has been developed from an organisational perspectpe. Cha
ter 6 then describes the concrete action plan for implementing the measures identified

The "building workforce" is defined as stdlblue collar workers employed in the identified
occupations in the construction, finishing and building technology trades relevant imthe e
ergy-related refurbishment of buildings

2.1 The aim of the National Skills Roadmap

The aim of this National Skills &bap is to come up with and reach agreement on
measures ensuring that sufficient numbers of skilled workers with the right skills ara-avalil
ble in order to achieve the EU -20-20 energy and climate targets in the building sector.
One of the main intentins of this paper is to gain the political support of as many relevant
stakeholders as possible, thereby allowing the measures to be implemented effectively and
efficiently and to achieve a broad and letegm effect throughout Germany.

2.2 National Skills Roaahap for the Building Industry: background data

The ambitious EU 2020 climate targets announced in 2007 constitute the starting point for
this roadmap. These seek a 20% cut in greenhouse gas (GHG) emissions, a 20% improvement
in energy efficiency and 20%asle of renewables in EU energy consumption by 2020.

With buildings responsible for some 40% of total energy consumption and for about a third
of all CO2 emissions in most EU Member States (including Germany), the building sector
plays a decisive role folhe achievement of the EU's ZD-20 targets.

I OO2NRAY3I G2 (GKS . a2 A Qa-saving target B 1h&S dlB &f primarg | =
energy involves reducing overall German consumption from its 2008 level of 14,5@0 PJ
11,200 Pby 2020 After sibtracting consumption and losses within the energy sector, Stati
tical variances and neenergyrelated consumption of primary energy, final energynco
sumption is around 9,100 PJ.

For buildings alone, final energy consumption in 2008 accounted for 3 h1Ureler the s
sumption that energy consumption is to be cut by the same proportion in all energy fields,

® In line with the international unit measurement systeédgsteme Internationale d'unitéenergy is mesured

in joules. Dependent on the field of application, other units may also be used. In the field of buildings, a
kilowatt hour (kWh) is a frequently used unit. One joule (J) corresponds to 2.78 kB, i.e. 1 PJ = 0.278
TWh.

6
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this means that buildings will need to consume 700 PJ of final energy less. Mappingfinal e
ergy consumption to the individual "consumers" within altimg (heating, hot water, vent
lation and airconditioning (VAC) and lighting), the following amounts (see Table 1) need to
be saved by each ‘consumer" area:

Tablel: Final energy consumption reduction targets
Residential buildigs (housing)

Area Share of energy Share of final energy Target £20%) Amount to be
consumption consumptiort saved
Heating 82.68 % 1,832.5 PJ 1466.0 PJ 101.9 TWh
Hot water 15.33 % 339.8 PJ 271.9 PJ 18.9 TWh
VAC 0.00 % 0.0PJ 0.0 PJ 0.0 TWh
Lighting 1.99 % 44.0 PJ 35.2 PJ 2.4 TWh
Total 100 % 2,216.4 PJ 1,773.1 PJ 123.2 TWh

Non-residential buildings

Area Share of energy Share of final energy Target £20%) Amount to be
consumption consumptioréd saved
Heating 70.90 % 922.2 PJ 737.7 PJ 51.3 TWh
Hot water 6.74 % 87.7PJ 70.2 PJ 4.9 TWh
VAC 3.87 % 50.3 PJ 40.3 PJ 2.8 TWh
Lighting 18.49 % 240.4 PJ 192.3 PJ 13.4 TWh
Total 100 % 1,300.6 PJ 1,040.5 PJ 72.3 TWh

Source:BMWi 2011 pwn calculations

Lookng specifically at buildings, there is a potential of 123.2 TWh of energy savings in the
residential sector (101.9 TWh of which is attributable to heating) and of 72.3 TWh for the
non-residential sector (51.3 TWh of which is for heating).

2.2.1 Situation in thebuilding trade

Whether with regard to its economic performance or to the size of its workforce, thd-buil
ing trade constitutes one of Germany's most important economic sectors, as illustrated by
the following two indicators:

A In 2011 the sector employed 68bthe total German workforce.

A In 2011 8.9% of real GDP was attributable to investment in the building sector

Moving on to look at which building subsectors account for the real building investraent t
talling EUR 217.5 billion in 2011 (€éhler! Verweisquelle konnte nicht gefunden werdgn.

it quickly becomes clear that housing plays an important role.

*  The shares of final @mgy consumptions were calculated on the basis of the 2008 figures.
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Figurel: Real building investment by sector, 199011
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Source: Destatis (2012)wn calculations.

Camplementing this picture of the amount of investment made over the last two decades, it
is worthwhile looking at the status quo of the building stock in Germany in relation to the
abovementioned savings target.

Table 2 shows current energy consumptiondis¢ by type of building; and verified factors
for energy efficiency improvements through refurbishment measures.



Introductory questions

Table2:  Building categoriesassumptions regarding potential energy efficiency improvements and tee r
sulting prerefubishment final energy consumption

Type of building Energy consumption Energy efficiency
[TWh] improvement?®

Detached semidetached houses

before 1949, not refurbished 84.7 0.806
before 1949, partially refurbished 16.5 0.611
before 1979, not refurbished 134.9 0.806
before 1979, partially refurbished 26.2 0.611
before 1996 34.9 0.563
before 2001 7.3 0.300
from 2001 onwards 51 0.000

Small blocks of flats

before 1949, not refurbished 44.8 0.788
before 1949, partially refurbistte 8.8 0.578
before 1979, not refurbished 71.2 0.788
before 1979, partially refurbished 13.9 0.578
before 1996 20.7 0.576
before 2001 4.2 0.300
from 2001 onwards 2.9 0.000

Large blocks of flats

before 1949, not refurlsihed 8.9 0.781
before 1949, partially refurbished 1.7 0.563
before 1979, not refurbished 14.2 0.781
before 1979, partially refurbished 2.8 0.563
before 1996 4.1 0.563
before 2001 0.9 0.300
from 2001 onwards 0.6 0.000

Nonresidentid buildings

before 1977 216.8 0.806
before 1984 20.6 0.750
before 1995 11.8 0.563
from 1995 onwards 7.2 0.000

Source Own calculations taking BMVBS 2011 figures into account; Schroder et al. 2011; FGK 2011;
dena 2010; dena 2011; Diefeach et al. 2010; Wolff 2007; GDI 2006 and BMWi 2011

A potential scenario was used in the project as a basis for calculating that additional annual
investment to the tune of EUR 23.6 billiaill be needed between 2014 and 2020 to achieve
the EU targets.

°>  Efficiency is expressed as the relation between actual energy consumption and the 2020 targetgonsum

tion of 35 kWh/a*m2 (Diefenbach 2012y orrelations between demand and consumpticargametes were
not taken into account.

9
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2.2.2 EUrequirements

It is quite obvious that, in order to achieve the targets, sufficient numbers of workers with
the right skills are needed in the building sector. The measures needed to build up-the r
quired skills in the building industry are primarilyet responsibility of the individual EU
Member States. Nevertheless, the European Union has several opportunitielsiding &-

tion plans and directivesat its disposal to influence nationdvel activities and to set ce

tain skill requirements. In thpast, it has made extensive use of these opportunities.

The EU Directive on the energy performance of buildifaysinstance stipulates in its Article

17 that "Member States shall ensure that the energy performance certification of buildings
and the inpection of heating systems and @onditioning systems are carried out in am i
dependent manner by qualified and/or accredited experts ...". Moreover, the EU Directive
on the promotion of the use of energy from renewable soufcipulates that "Member
Sates shall ensure that certification schemes or equivalent qualification schemes become or
are available by 31 December 2012 for installers of ssualle biomass boilers and stoves,
solar photovoltaic and solar thermal systems, shallow geothermal systechieat pumps.”

Last but not least, the EU's new Energy Efficiency Actior? 8anrds skills and training a
major role in achieving the energy efficiency targets in the building sector. This is one of the
reasons behind the European Commission launghiis BUILD UP Skills initiative in Europe
"to support Member States in assessing training needs for the construction sector, gevelo
ing strategies to meet them, and fostering effective training scherhdhé following se-

tion therefore looks at how Gernmg is reacting to these EU skill requirements and how they
are being transposed into national legislation.

2.2.2.1 Transposition of the requirements deriving from the EU Directive on the energy
performance of buildings

Even before the EU Directive on the energyfprmance of building€ had actually been
adopted, Germany had already gone ahead and revised its Energy Saving Regulation (EnEV)
in 2007, setting the skill standards required of issuers of energy performance certificates
The EnEV now stipulates, in Agticle 21, that only a specific group of people with the right

skills are allowed to issue such certificates. As a first requirement, these issuers must either
have d least aBachelor degree in one of the following disciplines (architecture, constructio
engineering, building technology systems, physics, construction physics, mechanieal eng
neering or electrical engineering) or a master craftsman qualification relating to a constru

tion, finishing or building technology trad@ second requirement invadg issuers' specific

skills Graduates must have specialised in enegfficient construction or have at least two

Cf.EU201Q

Cf.EU20009.

Cf.EU2011.

Ibd., p. 8.

10 cf.EU2010.

1 Cf. German Fextal Government 2007.

© 00 N O
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years proven practical experience in a construction or building technology Tikisl second
requirement can also be fulfilled by successfampletion of a CVET course in the field of
energyefficient construction, independent of whether the person is a university graduate or
a master craftsman in the construction, finishing or building technology trade. The contents
of such a CVET course aefined in Annex 11 of EnEV 2007, although without stipulating a
minimum duration (in hours) of the cours&he second requirement is covered for instance
by a course offered in nearly all skilled craft chamber districts, which teaches the skills nee
ed for a person to become a certified energy performance consult@etbgudeenergielve

ater). Generally speaking, such consultants (certified by a craft chamber and thus entitled to
issue energy performance certificates) have completedyged@ apprenticeshipni a ca-
struction, finishing or building technology trade, have then gained a master craftsman qual
fication (up to 1700 hours of instruction) and have, on top of this, taken a specific course on
energy performance, in most cases involving a further-2BM hours of instruction

In Germany, the entitlement to issue energy performance certificates for existing buildings is
the basis for recognition as a "specialist” for eneeffjcient construction and refurbishment

in many statefunded programmes. For stance in the KfW construction and refurbishment
programmes related to energy efficiency the only people allowed to work as building-asse
sors are those entitled to issue energy performance certificates under 8 21 EnEV or certified
consultants registeredni the "local consultation programme” (the staseibsidised po-
gramme defined in the directives of the Federal Office of Economics and Export Control
(BAFA)) of the Federal Ministry of Economics and Technology (BMWi). These are aiso the o
ly people entitledto conduct the increasingly popular Kf$bsidised project supervision
("Baubegleitung") of statsubsidised energyelated refurbishment projects. With regard to

the abovementioned local consultation programme, the BMWi now requires (as of
1.1.2013) tha building assessors must, alongside being certified to issue energyrperfo
mance certificates under 8 21 EnEV, also be able to prove that they have successiully co
pleted a CVET course listed in the special CVET catalogue (Annex 3 of the regulatens for |
cal consultations}? In addition, local consultants must be independent and be able to prove
that are not following any business interests when providing advice resulting in investment
decisions.

As a way of gaining greater transparency with regard to wshgualified to perform energy

efficiency consultancy work, a list of certified consultar@smmissioned by the respective

Federal ministriess currently beinggcompiled Online since July 2012, this list provides-

lection of specialistsequired unaer the statefunded programmes in the fields of:

A Energy consultancy for residential buildings

A Energyrelated planning and supervisidor highly energyefficient construction ande-
furbishmentprojects,as well as for

A the energyrelatedrefurbishment of teritage buildings.

12 cf.BMWi 2012.
11
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All specialists listed here are at least qualified to issue energy performance certificates under
821 EnEV, as well as pessing a further qualificatioantitling them to perform consultancy

work in such programmes as the BAFA "locakodtation programme”. This list of specialists
has the purpose not just of introducing greater transparency but is also to be seen as-a qual
ty assurance measure. Before being listed, the qualifications of the specialists are checked.
To stay listed, spéalists must be able to prove (every two years) that they have taken part

in skillupgrade courses and must submit reports on the work conducted. Moreover random
checks are carried out by neutral specialists, checking the work performed. For mare info
mation, seewww.energieeffizienzexperten.de

2.2.2.2 Fulfilling the requirements found in the EU Directive on the promotion of the use
of energy from renewable sources

Article 14.3 of the EU Directive onettpromotion of the use of energy from renewable
sources (EU Renewables Directive) stipulates that "Member States shall ensure that certif
cation schemes or equivalent qualification schemes become or are available by 31 December
2012 for installers of smaticale biomass boilers and stoves, solar photovoltaic and solar
thermal systems, shallow geothermal systems and heat pumps. Those schemes may take i
to account existing schemes and structures as appropriate, and shall be based on the criteria
laid down inAnnex IV

In this context, the question arises of the current skills status quo in Germany and what still
needs to be done to implement the Directive. The Federal Ministry for the Environmant, N
ture Conservation and Nuclear Safety commissioned an eatetudy specifically to look4

to this question** The detailed study of the apprenticeship frameworks and other reguir
ments relevant to implementation found that there was no explicit need for additional
measures to implement the Directive. "Lookingtla¢ IVET and CVET systeamently exig-

ing in Germany in the skilled craft sector and the current IVET requirements, we see no need
for additional measures with regard to the certification and qualification schemes stipulated
under Art. 14.3 of the EU Rewables Directive® Craft sector installers already obtain the
requisite skills for installing, maintaining and repairing renewable energy systems within
their apprenticeships. The only recommendation put forward is that a voluntary gkill u
grade programra for older installerbe established, i.e. for workers too old to have benefi

ed from the modern apprenticeship frameworks.

The study confirms that the German apprenticeship system ensures high skill levels not just
for conventional technologies but al$or recent and innovative ones.

Although no immediate measures are needed to fulfil the requirements of the EU Renew
bles Directive, the German Confederation of Skilled Crafts (ZDH) has nevertheless taken the
decision to draw up a Federal CVET progranfongraining "certified specialists for renew

3 Cf.EU2009 p. 34.
4" Cf. Kuhbief Wuppertal Institut/ WM Consultant 2011
> Ibd, p. 386.
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Introductory questions

bles". This initiative saw representatives of the skilled crafts chambers and specialists from
the directly concerned trade federations setting up a working group for the purposesof di
cussing the basic desigifi such a programme, the necessary examination requirememts (u
der 842a of the Craft CoddHwO) and a national curriculum.

This all ended with the ZDH presenting its Germarde recommendation for a CVETopr
gramme for training "certified specialists fieenewables" in December 2012. All skilled crafts
chambers are now called on to adopt this recommendation in their respective districts. The
examination regulations cover 5 specific training modules and one basics module: Cand
dates will be examined on tlireknowledge of the basics and in two of the five specific areas
relating to different renewables. In doing so, account is taken of the need for programme
participants to be able to increasingly cope in the future with aspects transcending their
base trade The CVET courses will involve some 200 hours of instruction, and will end with a
state examination for certification as a renewables specialiSegriifte Fachkraft fir Erne
erbare Energieb).

With this new Germanyide CVET programme the skilled cradictor has created a fo

ward-looking offering going beyond the requirements set forth in the Directive and guara
teeing a high skill standard for specialists in renewables energy systems in Germany.
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of the status quo analysis

3. The situation in Germany as the starting point for dewping a national
roadmap- findings of the status quo analysis

The status quo analysis for the building workforce in Gerfiampwed that a major boost

to current investment levelsvill be needed to achieve the climate protection and energy
efficiency tagets in the building sector. Between 2014 and 2020 EUR 23.6 billion a year of
additional investment needs to flow into the refurbishment of residential and -non
residential buildings in order to bring down the energy consumption of buildings by 20%.
This ha major consequences on the demand for skilled workers. To cope with this nise in i
vestment levels, some 90,000 additional skilled blue collar workers will be needed ic-the o
cupations of relevancdor carrying outenergyrelated refurbishmentmeasuresbetween

2014 and 2020.

Even so, the model calculations of the @i8am'’ show that, despite the surge in demand,
there will notbe any nationwide shortage of skilled workersat least on paper and that

even in 2020 the supply of skilled workers willl dti¢é slightly greater than demand. The
forecast additional demand is expected to reduce the existing surplus of workergdo
pendent on the model used150,000 workers (BIBBEMOS) or 50,000 (BHBBI). This does

not however mean that there will be n@gional shortages of skilled building workers before
2020. Moreover, when looking at specific occupations, it can be seen that shortages of
skilled labour can be expected with regard to electricians, metalworkers, engineersl-instal
ers and fitters. Even no shortages of skilled labour are being experienced in certain regions
with regard to occupations relatetd energy and heating systems.

What can also be seen is that the skilled labour situation will deteriorate throughout &erm
ny from 2021 onwards, whethe "babyboomers" start retiring, demographic change i
creasingly hits labour supply and when investment levels in enmigyed refurbishment
remain at a high level or even increase. The gap between a (demographically induked) sin
ing labour supply and continuing high level of labour demand in the building sectoxis e
pected tocontinue to expand until 2030.

Against this background, measures need to be taken at an early date to ensure adequate
numbers of skilled building workers. This is an importafiicus in the National Skills
Roadmap. In tapping new labour sources, care needs to be taken that the requirements of
this target groups are taken into account when designing new VET concepts. Also &f dec
sive importance are incentives aimed at getting pele to remain employed in the occup
tions they originally trained for.

The status quo analysis for the building workforce in Germany also showed that the siece
sary skill sets are already wedinchored in the apprenticeship frameworks and master

18 cf.Weiss/Rehbold (Eds.)
7 Ct.ibd.
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craftsmanexamination regulations of the occupations studied and that the relevant thec
nologies and processes were basically coveéfedExisting gaps in the apprenticeship
frameworks are closed at a later stage in the context of gaining a master craftsman qualif
cation, meaning that the latter can be seen as playing a decisive role in training and quality
assurance

In addition, Germany has a very comprehensive CVET system for the building workforce. Just
looking at the field of energy efficiency and renewables, &4128urvey of organisations

the crafts and building industrgffering CVET programmes revealed 315 offerings (mot i
cluding programmes for gaining a master craftsman qualificatfonjthin this very broad

range of offerings, two focuses can be observ@d:the one hand, a large number of short
length courses (550 hours of instruction) focus on skill updates or on providing information

on new statutory requirements, while on the other hand there are a large number of lenger
length courses (>200 hour®r acquiring new skills, for instance qualifying a person as-a ce
tified energy performance consultant. Looked at overall, these CVET offerings coves-all rel
vant technologies and processes.

Nevertheless the status quo analysis has revealed a numbaraditative deficits and other

barriers:

A Though workers have high skill levels and generally perform the work directly related to
their trade well, there are often deficits in their "linkage" to other trades

A In this context, one skill missing is the cagiibto think beyond one's own processn-u
derstanding the whole house/building as one integrated system

A Existing early warning systems for skills are not used systematically and interlinked with
each other, meaning that CVET courses often do not takeaictount steadily increasing
requirements

A The number of participants in CVET courses is generally low and has decreased kontinua
ly over the last three years. The reason for this can be seen in the good economic situ
tion of craft companies in the consietion, finishing and building technology trades

A These courses are often not clearly structured and/or not known to target groupseiot b
longing to the respective chambers. Existing databases are not used as often omas inte
sively as possible, a situatigossibly reflecting deficits in tailoring them to the needs of
the target groups

All these problems need to be tackled in order to ensure a continuing supply of workers with
the right qualifications in the building industry

® This is due to the fact thatpprenticeship frameworks are worded without reference to specific

technologies. This in turn means that, especially in the innovative "energy" field, apprenticeahips
constantly adapted to the latest technologies and processes.

In addition, manufacturers offer a wide range of training courses for their produsisaspect not however
looked at in the context of the study.
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4. A strategic approach to ehinating the identified training deficits

On the basis of the findings of the first phase of the project (the status quo analysis), the
next step involves first defining the fundamental considerations to be taken into account
(Chapter 4.1) and subsequentthe methodology to be used in developingethSkills
Roadmap (Chapter 4.2).

4.1 Strategic considerations in developing the Skills Roadmap

With regard to tackling the identified problems (explained in the following chapter), the

strategy involved focusing oihé following objectives/success factors:

A Quantitative effectivenessattempting to come up with measures having as wideran i
pact as possible on the skilled labour situation in Germany.

A Longterm effectivenessattempting to come up with VET measures rethto achieving
the climate protection targets and having a letegm effect on the quantitative and qura
itative skilled labour situation in Germany.

A Acceptance and supporattempting to come up with measures that will be accepted and
supported by as wida range of stakeholders as possible, thereby enabling the first two
objectives to be better achieved. This success factor plays a decisive role in the design of
the methodology to be used in defining the Skills Roadmap and in the associatecueomm
nicationprocesses.

4.2 Achieving the climate protection and energy efficiency targets: the methédo
ogy used in defining the National Skills Roadmap

Despite the already high skill levels found in the building workforce in Germany and the work
done over the last few yea to further improve the situation, there still remain certain skill
deficits needing to be overcome.

In this respect, the German BUILD UP Skills project "Qualergy2020" has initiated a process of
defining a national strategy. The first step involved isgttup aNational Skills Rtform (cf.
Figure2) uniting 56 stakeholders from the relevant fields. These were in turn informed at an
early stage of the study findings.

In a second step and on the basis of the national status rgport and gap analysis, an
Steering Board@onsisting of representatives from 26 different institutions was set up.gilon
side the actual consortium members, tisteering Boardncludes representatives from the
most important stakeholder groups (ones wighmultiplier effect) from the national skills
platform (Qualifikationsplattform). These include the competent Federal Ministries, the
trade unions, important trade associations, chambers and institutions closely associated
with energyrelated refurbishmentprogrammes and training. Furth&teering Boaranem-

bers are representatives of important industry federations in the field of buildingatisa

and windows (sed-igure2). Through limiting the number ddteering Boardnembers,the
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intention was to enable an #epth discussion of all relevant issuesthe National Skills

Roadmap.

Figure2:

BUILD UP Skills GERMANQUALERGY202(;, Steering Board and National Platform
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The following institutions wereepresented:
Consortium:
A Zentralverband des Deutschen Handwegké/ German Confederation of Skilled Craf@DH)

A Forschungsinstitut fur Berufsbildung im HandweResearch Institute for Vocational Training in
the Skilled Craft Sector (FBH)

A HeinzPiestInstitut fur Handwerkstechik / Heinz Piest Institute for Crafeghnology (HPI)

A Deutsche Energidgentur GmbH German Energy Agency (dena)

A Bundesinstitut fiir BerufsbildungFederal Institute for Vocational Education and Training (BIBB)
A Zentralverbandles Deutschen Baugewerbe&erman Building Industry Federation (ZDB)
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Federal Ministries

A Bundesministerium fiir Umwelt, Naturschutz und Reaktorsichevhegderal Ministry for the fE
vironment, Nature Conservation and Nuclear Safety (BMU)

A Bundesministerim fiir Verkehr, Bau und Stadtentwickluh§ederal Ministry for Transport, Bui
dingand Urban Development (BMVBS)

A Bundesministerium fur Wirtschaft und Technologigederal Ministry of Economics and Teghn
logy (BMWi)

Trade unions:

A Deutscher Gewerkschaftsbdit German Trade Union @federation (DGB)
A IG BauermAgrarUmwelt (IG BAU) (Germany's main building union)

A IG Metall (IGM) (Germany's main metalworkers union)

Associations:

A Bundesvereinigung der Deutschen Arbeitgeberverbdngederal Confederation of Geam
Employer Associations (BDA)

A Zentralverband der Deutschen Elekttmd Informationstechnischen Handwerk€onfederation
of German Eectrical and IT Crafts (ZVEH)

A Zentralverband Sanitar Heizung KlifmtdVAC Confederation (ZVSHK)

A Zentralverband des Deutsen Dachdeckerhandwerksoofers Confederation (ZVDH)

Chambers

A Deutscher Industrieund Handelskammertag e.¥German Confederation of Industry andr©o
merce Chambers (DIHK)

Skilled Crafts Charmabfor Munich and Upper Bavaria

Berlin Skilled Crafts Chéer

Munster Skled Crafts Chamber

HildesheimSouthern Lower Saxony Skilled Crafts Chamber

> > > >

Institutions related to processes on the building site:
A Kfw-Bankengruppe (KfW) (the state bank providing refurbishment grants and loans)
A BundesarchitektenkammérFederal Chamber of Architects (BAK)

Industry:
A Gesamtverband DammstoffindustrieConfederation of Insulation Manufacturers (GDI)
A Verband Fenster und Fassadeederation of Window and Facade Manufactur@/gF)

Labour market institutions
A Bundesagentur fiiArbeit/ Federal Labour Agency (BA)

To define the National Skills Roadmap, 8teering Boardame together three times. Taking
place on 10 September 2012, the first meeting was used by the consortium to present the
identified quantitative and qualitate deficits, and to discuss these and initial recomneaend
tions, derived from the gap analysis, wiBteering Boardnembers. In doing so, thBteering
Boardmembers were able to gain a common background for their future work.
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A roundtable discussion was &m used to identify any further qualitative gaps deriving from
the many years of experience and knowledge in the field of building and refurbishment pr
cesses available tBteering Boaranembers. The objective of the first meeting was to gain
consensus orhe core qualitative and quantitative problems of the building workforce and
on the main issues needing to be taken into account when devredop National Skills
Roadmap.

After the meeting a list of the main problems was compiled and broken down inte sub
problems. Possible solutions were also outlined. An overview of the identified problems is to
be found in Figure 3.

Figure3: Quantitative and qualitative problems

Apprentices/ skilled workers
not entering the

Skilled workers leaving
the sector

building sector

A lack of understanding for the
Interfaces between the trades / for
a house as an integrated system Lack of participation in
skill upgrade programmes

Missing skills with regard to
specific occupational processes
and to quality assurance

Trades without offic &l skill
requirements and
subcontracting practices

This in turn was used as a basis for a survey conducted aRi@eging Boaranembers in
mid-September. They were asked to come up with concrete ideas for solutions to the- ident
fied problems and also to give details of which institutions could help implement tle sol
tion.

As a result of these two steps, three foeatas were identified, for which concrete solutions
need to be provided in the further development of the Roadmap.

19



Identification and prioritisation of measures needed to achieve the220 targets

A Overcoming quantitative deficits measures for ensuring an adequate supply of skilled
blue collar workers

A Overcoming qualitative deficits measures for upgrading the skills of skilled blue collar
workers, and

A Overcoming thebarriers.

The three focal areas will be looked at in greater detail in Chapter 5, with the basic problem,
the defined strategic objectives and the recommended measheasg described.

In a secondSteering Boardneeting on 5 November 2012, all subject areas were first di
cussed.Steering Boardnembers' knowledge on the three focal areas was then tapped in
three parallel workshops, each with-80 participants. In thes concrete solutions wereed

fined as input for the National Skills Roadmap. The workshops results were then presented
and discussed in plenary session. They constitute the basis for the first draft of the National
Skills Roadmap presented in Chapter 5althird Steering Boardneeting in late January

2013 the National Skills Roadmap was finalised. Since then, everything is being done to enlist
support for it.

5. Identification and prioritisation of measures needed to achieve the-20-
20 targets

The resultsof the workshops and discussions of the thigtering Boardneetings const
tute the basis for the National Skills Roadmap presented in Chapter 5.1. Chapter 5.2-consol
dates the identified measures in a catalogue, attaching to each an implementatiortypriori

5.1 Identification and description of necessary measures

5.1.1 Overcoming quantitative deficitss- measures for ensuring an adequate supply of
skilled blue collar workers

One of the main factors influencing the Federal Government's objective of achievirrg a ca
bon-neutral building stock by 2050 is the continued availability of sufficient numbers of
skilled blue collar workers in the building sector. This applies especially to th@23tge-

riod. While energyrelated refurbishment activities need to continue ath&gh rate after
2020, this dictating the continuing availability of a skilled workforce, the supply of building
workers is expected to drop significantly on account of demographic factors.

Against this background the course needs to be set at as eatga as possible to ensure
sufficient numbers of skilled workers in the building sector. It needs also to be remembered
that demographic change will fuel competition between economic sectors for the best
workers in Germany. Th8teering Boardliscussiorled to four strategic areas being ident
fied:
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Identification and prioritisation of measures needed to achieve the2®®0 targets

A Tappingunused potential

A Enhancing the attractiveness and image of the identified occupations

A Stopping skilled workers leaving the trade and improving retention rates
A Promoting mobility and integration

In these four areas, the following key questions need to be looked at:

A Which target groups are particularly relevant for ensuring an adequate supply of skilled
workers in the building sector?

A How can the image and attractiveness of working in the buildingosdm further a-
hanced, especially for young people?

A What can be done to stop skilled workers who have been trained inter alia to perform
energyrelated refurbishment work leaving the trade?

A What can be done to encourage young people and skilled workems ébroad to take up
work in the identified occupations in Germdhy

It is also important to recognise that the four areas are closely linked, with the question of
attractiveness and image playing a decisive role in all four. We continue by first defiming
prioritising the main target groups, and then looking at the concrete fields of action.

5.1.1.1 Tapping unused potential target group analysis

In a workshop dedicated to the question of ensuring a continued adequate supply of skilled
workers, the relevantarget groups needing to be addressed were discussed arStaaying
Boardmembers and prioritised in accordance with their importance. The main groups-ident
fied were:

a. School students whatever qualification level reached

b. University dropouts- those haung studied construction or electrical engineering, or a
chitecture

c. Women

d. Older people(55 +)

In addition there are also other target groups needing to be taken into account:

e. Skilled workers and schodeavers from abroad
A Young people who have dropped oof school and have no schotéaving certificate
A Unemployed and lowskilled workers

This "ranking" indicates that the main priority is attached to tapping domestic potential and
that the target candidates should already be sufficiently qualified.

With regard in particular to these main target groups {al.), one of the main focuses-i
volves enhancing the attractiveness of the building sector as a whole, as well as boosting the
image of specific occupations. If this is achieved, i.e. when the releanpations remain
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outside the spotlight, it will not be possible to make greater inroads into the availablenpote
tial. The measures to be taken in this field are described in greater detail in Chapter 5.1.1.2.

In addition, the following measures havedreidentified for the individual target groups:

a. School students

Alongside boosting attractiveness, the main thrust for this target group involves "winning
over" school students for a career in the construction, finishing and building technology
trades thiough information campaigns and vocational guidance. We are already seeing
skilled craft organisations adopting a range of measures to direct students' atterdgion t
wards craftsman careers. These activities need to be further enhanced, with a part@ular f
cus being put on construction, finishing and building technology occupations. Measures i
clude getting kindergarten children to work with their hands, going into schools and promo
ing the building trade, compiling learning/teaching aids focused on the teedincreasing
vocational guidance activities in VET centres. There are a number of innovative "best pra
tices" available in this context.

A For instance, skilled crafts chambers in Saxony have been cooperating with the "Haus der
kleinen Forscher" (Housd the little researchers) Foundation since 2009, with the aim of
fostering the enthusiasm of 36 yearolds for scientific and technical phenomena. This
involves providing kindergarten staff with the necessary background knowledge. Staff
take part in sermars where they are shown ways of fostering the interests and guclin
tions of 3- 6 yearolds in the fields of science and technology through play. Creative e
periments help to waken the curiosity of the children and to get them working with their
hands®

A A further good opportunity of getting kindergarten children interested in building are the
Pixi books!

A In its "SchulBaustelle Klima" (climate protection school building site), the Hamburg Skilled
Crafts Chamber is leveraging the rebuildingfurbishmentof schools to underline their
relevance for teaching. The basic idea is to leverage building projects, most of which have
an energyefficiency aspect, as places for learning more about construction, skilled crafts
and climate protection. In cooperation thithe Hamburg's teacher training institute, 15
project ideas and almost 50 learning modules have been developed, with which tde buil
ing work in progress can be directly integrated into school lessons. The teaching proposals
have been tried out in severeference schools. Along with establishing links between
practical examples and theoretical teaching requirements, a further focus is on explaining
the importance the way a building is built and used has on climate protection and which
technical options aravailable to save energy. In discussions with building sector gmplo
ees, students also gain insights into various building occupations with good prospects for

% cf.Dresden Skilled Craft Chamt2009

2L Pix books are small children's books. A whole series of Pixi books relates to the skilled craft sectbr, inclu
ing (titles translated) "My brother is a carpenter”, "One of my friends is a roofer", "One of my friends is a
butcher”, "One of my frinds is a badr" or "Our car repair garage".
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the future in the skilled crafts sector. A good example of "hamwls vocational gud-
ance€?, this initiative points the way towards expanding development of such practical
learning material.

Along with increased information and awareness campaigns for construction, finishing and
building technology occupations in kindergartens and schools, vocatjuidance towards
building trades must be stepped up. The first step here is to make the requirements for an
apprenticeship in these occupations known to school studemts. students need to know
what will be required of them to take up an apprenticgsim the building sector. Vocational
guidance in VET centres needs to be stepped up, with a focus being put on trades- of rel
vance to the energyelated refurbishment of buildings. This must be accompaniednby i
creased offers of work placements, summergadnd other opportunities of getting a taste

for the work, enabling young people to get to know more about "their" building occupation.
It is up to company owners to offer more such "get to know" opportunities and to thus get
young people interested in theareer perspectives offered in the building sector in general
andin their company in particular.

The school students target group

1. Kindlingchildren's interest for construction, finishing and building technology oae
tions from a very early (kindergam) stage

2. Developind'’handson" learning material for schd®

3. Informing about the requirements needing to be fulfilled to take up an apprenticesh
the building sector

4. Expanding opportunitiefor students to do a work placemehsummer job in a builing
company

b. University dropouts

An as yet widely ignored target group are students who have dropped out of university, and
especially ones having previously studied construction or electrical engineering, or erchite
ture. Insofar as they have no inteati of completely changing their field, university gro

outs are good candidates for the building sector workforce. Dependent on how far they have
got in their studies before they dropped out, they already have knowledge which makes it
easier for them to std a career in theconstruction and finishingector. This might fomk
stance allow them to take a shelngth apprenticeship, possibly complemented by an
overall career development plan charting a career path beyond the apprenticeship. Genera
ly speakingdropouts often bring with them a level of qualifications enabling them to take
up managerial positions at a later stage in their caré@fhe skilled craft sector offers for

22 Cf.Hamburg Skilled Craft Chamber 2012.

2 A similar approach is being used in the skilled craft career development programme (started in 2042), an i
itiative of the Unterfranken Skilled Craft Chamber in cacjion with the University of Wirzburg. See
www.karriereprogramrrhandwerk.de Here companies can post their apprenticeship offers. The main o
cupational fields involved are business, electronics Bndrecision engineering, metalworking and weo
working. As well as enjoying aygar reduction in the duration of their apprenticeship, university dropouts
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instance the opportunity of gaining an "dap" qualification alongside an apgnticeship.
Various "ontop" qualifications Zusatzqualifikationemr ZQ) exist, for instance as an assi
tant to the manager Betriebsassistentor as a certified technical management specialist
(Technischer FachwjrtStudents with a successfully complegtapprenticeship and such an
"on-top" qualification can expect to move up the career ladder quicker, assuming positions
of responsibility in management or production. In addition, certain-topi' qualifications

can be counted as part of a master craftsnteaining, as is for instance the case with cert
fied technical management specialists in the Erfurt skilled crafts disfrict.

In order to tap the potential of university dropouts, the skilled crafts organisations (ZDH,
chambers and guilds), the buildimgdustry and the universities need to cooperate closely
with each other. The first step involves identifying the dropout rate of students in tlee rel
vant disciplines and how such students can best be approached. Further importantrsteps i
volve analysing ahassessing existing training offers and clarifying how existing gaalific
tions can be taken into account. In this context, a pilot project of the Federal Employment
Agency and the skilled crafts organisations is to be carried out, looking into waysaaf-att

ing university dropouts to theonstruction and finishingector in selected regions. One-f

cus here will be put on establishing close contacts with student unions in universities and
polytechnics.

Theuniversity dropout target group

5. "A career in thebuilding industry after dropping out of university'a pilot project with
the aim of gaining university dropouts in specific disciplines for a career in the con
tion and finishing sectors

This target group should not just encompass students wheetdrepped out of university

but also students who have dropped out of their apprenticeship. The aim here is to keep
them in the skilled craft sector, wherever possible encouraging them to take up anrappre
ticeship in a construction finishing or buildingckmology trade. Already existing initiatives
such as "Vera" need to be expanded. In the context of this initiative, apprenticeship ¢ounse
lors have been available since 2010 to counsel young people encountering problems during
their apprenticeship. The appach involves building a "tandem" between counsellor and
apprentice. In this way apprentices receive support, for instance when they suffer fxem e
amination fears, have language deficits or conflicts with the company in which theyare d
ing their apprentteship. In this way, breaking off an apprenticeship can be avéiied.

can take the chamber examinations to gain the qualification of a Certified Technical ManagemeatiSpe
(Technischer Fachwirt) and/or of a certified apprentice instructor.

4 Cf. Erfurt Skilled Craft Chamber (no year).

% Cf. BMBF (no year).
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c. Women

Even if a lot of building work is associated with heavy physical work, construction, finishing
and building technology trades still offer a wide range of opportunities for empdoyiore
women. To kindle more interest for these fields, women need to be much better informed of
the advantages and opportunities awaiting them in the building sector. The image campaign
to be staged by the skilled crafts sector needs to also target womeithe one hand hig-
lighting specific aspects and on the other hand giving women increased prominence. This
can be done for instance by the simple use of photos, but also by presenting best practices
underlining the success of women in the building secthen addressing this target group,

the training and career opportunities in the building sector open to women also need to be
stressed.

Nevertheless, one preondition for mobilising this target group involves giving greater
weight to the problem of reonciling family and work. A key aspect here is that the state
whatever levelg must offer an appropriate childcare infrastructure and that the companies
in the construction, finishing and building technology sectors offer flexible employngent o
portunities.

The women target group

6. Giving greater prominence to women in image campaigns (also via best practioe
ples)

d. Older people (55+)

Older people are of twofold importance when looking at ways of ensuring sufficient nu
bers of skilled workers. Orhé one hand, the focus must be on retaining older building
workers as long as possible in the companies where they work. This involves makiag avalil
ble to older employees employment opportunities involving less heavy physical work. In this
context it shoull be remembered that one of the main reasons for workers taking eerly r
tirement is the heavy physical work in certain occupations and the fact that at some stage
they are no longer able to do such work. On the other hand, the aim must be to open co
pany dors to older and physically fit people with experience in the building trade.

One way of retaining people in employment involves developing a CVET programme with the
aim of training quality assurance officers ("Qualitatsbeauftragten am Bau"). Such-a pr
gramme would give older workers the opportunity to expand the skills they have built up
over years to include quality assurance processes, thereby allowing them to be retained by
their companies and in the building sector. Such training could also offengreert-
ly/temporarily disabled workers (as a result of a woekated accident or workers in a rah
bilitation phase) the opportunity of continuing to work in their occupational field in a skilled
capacity.
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The 55+ target group

7. Checking the feasibilityf@setting up a CVET programme for training quality assurafic
ficers in the building sector

5.1.1.2 Enhancing the attractiveness and image of building occupations

To ensure sufficient numbers of skilled building workers in the future and to get mare pe

ple from the abovementioned main target groups into the sector, a decisive factor imto e

hance the attractiveness of the building sector in general and to improve the image of those

occupations relevant for the energglated refurbishment of buildings. In theontext, it is

necessary to:

A boost the image of the building sector, promoting the benefits, overcoming prejudices
and underlining the prospects for the future;

A better visualise career paths, and

A offer more work placements, summer jobs and other "gekitmw" opportunities.

Imageboosting measures

Though building occupations actually offer a lot of benefits and advantages, these are not

generally perceived and indeed hardly transmitted at all. They need to be more highlighted

in the future, thereby helmg to boost the image and attractiveness of building tradis.

vantages/ benefitsinclude:

A High levels of technologyMany occupations in the construction, finishing and building
technology trades have become very technolagiented in recent years. This especia
ly true with regard to technologies for renewable energy, and occupations in thisdeld r
quire high technical competence and are characterised by continual innovation and
change

A Handson trainingc An apprenticeship involves a great amowifihandson training,
mainly in the company and on building sites. The focus is on comprehensive processes
covering all aspects of the wark

A Visible results; As is the case in most skilled craft occupations, people working in energy
related refurbishmenprojects actually see the results of their work

A Teamworke Most work in this field is done in small teams, and nobody has to work by
himself

A Employment opportunities both locally and worldwide\ successfully completegha
prenticeship in a building tde opens the door to jobs both in the home region and
throughout the world. German building workers are welcome on building sites throug
out the world on account of their comprehensive and specialist training

A Good wagesg It needs to be pointed out thatarnings in the building sector are relatively
good compared to workers in other trades with similavel qualifications
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A further way of enhancing the attractiveness of construction, finishing and buildilg tec

nology occupations lies in accentuatirigeir future prospects

A Jobs with a future Jobs in the construction, finishing and building technology trades are
jobs with a future and offer high job security, especially as the objective of achieving a
carbonneutral building stock by 2050 requires mereasing rate of refurbishment work
and the construction of new and increasingly eneedficient buildings

A Helping Germany achieve the "Energiewenddloreover it needs to be made clear to
young people in particular that working in the building sectaans being able to help
shape Germany's "Energiewende", its shift to "clean" energy.

Putting across these benefits, overcoming prejudices, and highlighting the future prospects
for jobs in the building sector belong to the main tasks of the skillett organisations in

the building sector and the building industry itself. The sector's image campaign launched
two years ago needs to be extended, promoting the attractiveness of working in the building
sector. The campaign has already led to a much grgaiblic awareness of the skilled craft
sector, with young people in particular now more aware of what the sector has to offer.
Moreover the sector's social standing has improved. The campaign also highlights the role
played by the skilled craft sector @ermary's "Energiewende" (sdéigured).

Figure4: Examplesfrom the sector's image campaign, focusing on green technologies
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Energiewende.

The campaign also has a special feature targeting young people (therk&unner"). This
cludes videos spotlighting ten different apprenticed occupations, as well as tutorials about
innovative young craftsmen. Moreover, young people tell stories of their first stepmin e
ployment®®

One recommendation for the future is thttis successful campaign focusesherever p-

sible - on construction, finishing and building technology occupations, underlining their
modern and forwardooking orientation, as well as their numerous positive aspects. There
are three organisational lels with responsibility for this campaign. At the top, the ZDH is
responsible for the overall campaign without any particular focus on any specific accup
tions. In the middle, the building trade associations focus on specific aspects, while at the

% Cf.DHKT 2012.
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lowest kvel the individual companies also do their bit. We are already seeing numerous
trade associations in the skilled craft sector tailoring the campaign to their specific needs, as
witnessed by the ZDB's "Profis am Bau" initiative. Two industry confederatibasGerman
Confederation of Roofers and the German HVAC Confederati@making extensive use of

the campaign as a way gainingskilled workers. These activities need to be stepped up. At
the same time companies in the construction, finishing andding technology sectors need

to be motivated to fill the campaign with life and thereby to also help enhance attectiv
ness. Companies need to increasingly assume the role of "ambassadors". This saw the ZDH
conducting a survey in the third quarter of ZDon the subject of "the importance of pram

tional activities in skilled craft companies”. One intention of the survey was to find out which
quality and performance features were important for companies in the way they sam-the
selves and in their own proational activities, which online channels they used for adserti

ing and public relations, and which advertising templates they judged to be most beneficial.
The results are expected to help better tailor the campaign to company requirements.

When tryingto reach young people, all new channelsncluding the social media and
YouTube need to be used

Improving the image and attractiveness of building occupations

8. Recommendation to upgrade the craft sector's image campaign to promote the po
aspectsand the modern and forwartboking orientation of construction, finishing ar
building technology occupations

Highlighting career opportunities more

Alongside promoting the abowaentioned positive aspects, the career opportunities open

to building wokers need to be highlighted more. The occupations in questias with all

other occupations in the skilled craft sectodisplay a high degree of career permeability.
Starting with an apprenticeship (with or without an “6op" qualification), journeyme have
several career options open to them, independent of whether they have studied at unRivers
ty or not. Moving up the career ladder via the system of career development courses in the
building industry, one can advance to become a foreman or (certifige)manager. On the
other hand there are many skill upgrade courses available for journeymen, all built on the
knowledge gained as an apprentice. Gaining a master craftsman qualification in a specific
trade offers a different route up the career laddeenabling people to become self
employed and start up their own business (or take over an existing one). Such a qualification
also opens the door to university, allowing people to pursue an academic path based on
their practical knowledge. Even staying wilie skilled craft sector, gaining a master cgaft

man qualification also opens the door to becoming a business econoBastgbswir} un-

der the Skilled Crafts Code or a certified energy performance consul@etidudeene
gieberater(HWK). Figure 5 chartee career opportunities open to workers in the building
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sector (the lefthand column shows the standard career development path in the skilled
craft sector).

Figureb: Standard career developmerpath in the skilled craft sectof career development opport-
nities in the building sector

This standard career development path in the skilled craft sector needs to be furthek deve
oped to accommodate the requirements of specific occupajcallowing concrete career
planning and deslopment (see Chapter 5.1.3). Showing which career opportunities are
available is first and foremost the responsibility of the ZDH and the trade associations i
volved in energyrelated refurbishment work. It needs to be done using as far as posshble r
allife examples from the trade. The recently launched series "Handwerk ist méin Le
en"d W/ Nk ¥& af, ih ™dchihe careers of young master craftsmen are shown it-exci
ing video clips is exemplary and needs to be further develdped.

Increased promotin of career opportunities in the building sector must not be solely the r
sponsibility of the skilled craft sector, but must also be taken up by the Federal Employment
Agency and the respective ministries. IVET counsellors in job centres are in daityt votita
young people and therefore in a position to inform them on the attractiveness of @ccup
tions in the construction, finishing and building technology sectors, as well as on the career
opportunities open to them here. To keep job centre staff abredghe changing job -

files, more information sessions need to be held for them by the skilled crafts chambers and
relevant trade associations.

Similarly, ministries also need to put more effort into promoting the career opportunities in
the building setor in the context of their employment initiatives. One such initiative is the

21 Cf. DHKT 2012.
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joint action of the BMWi and BMBF, "Praktisch unschlagbar" (practically unbeatable), which
promotes the “benefits of an apprenticesffand which could be supplemented by a sjpe
ic segment targeting construction, finishing and building technology occupations.

2 KSGKSNIJ LINPY2UAY3 GKS aSOd2Nna FaGdNY OGA@GSy
sector, one decisive factor will be to get the message across in schools.i@eesatttis, pat-

nerships between schools and building companies (but also between trade associations and
schools) need to be intensified, with appropriate promotional material being made available.

Highlighting career opportunities in the buildingector nore

9. Leveraging the skilled craft sector's image campaign and propagating successful
stories

10.Informing potential candidates about the attractiveness and career opportunitie€-0
cupations related to the energielated refurbishment of buildingsmore vocational
guidance events

11.In addition: Information sessions for job centre staff for updating their knowledge o
relevant building occupations

12.Leveraging existing initiatives (such as "Praktisch unschlagbar") to promote the
opportunities available in the building sector

Providing more opportunities to get a taste of the work (work placements, summer jobs)

A further possibility of getting young people in particular interested in the relevant @ecup
tions involves enabling them to get aste of the work through work placements, summer
jobs, etc. in companies belonging to the construction, finishing or building technology
trades. More such openings need to be offered by the companies in quessibart-term
employment opportunities are ¢&én sought by school students, especially during schobl ho
idays. The same is true for work placements. These are also an opportunity for th@-comp
nies to present themselves and what they do, and thus to get the students interested in
working there. Whethe on a work placement or a summer job, students should be-ad
guately remunerated, thus providing an incentive for them to come back and to think about
taking up an apprenticeship in one of the relevant occupations.

Regional job centres and local VET cestshould also help bring companies and youngrpe
ple (including women) together, for example through organising local or regional work
placement/ summer job markets. One possibility in this area is to make use of the structures
2F SEAA&GAY3IYa NPIDEBEI@ibDBOE K A LI

% cf. BMBF/BMWi 2013.
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Providing more opportunities to get a taste for the work (work placements, summer jo
etc.)

13.More work placements and summer jobs

14.Introduction or further development of local or regional work placemestimmer job
GYNJ S ace

Increasing apprenticeship remuneratiohwages in general

In the view of the trade unions, there is a need to bring apprenticeship remuneration in the
skilled craft sector up to the same levels found in the commercial and industrial sectors. This
is seen as a major factor influencing the attractiveness of apprenticeships in the asnstru
tion, finishing and building technology trades. In addition, more attractive wages and-colle
tive agreements are seen as necessary to retain employees in the lgusdator. It is undr

puted that the levels of apprenticeship remuneration and wages place a major role-in d
termining the attractiveness of apprenticeships and jobs in the building sector. Thenrespo
sibility for setting apprenticeship remuneration and wdgeels is in the hands of the social
partners.

5.1.1.3 Increasing the retention rate

To ensure the future availability of sufficient numbers of workers skilled in enetgied

building technologies, those already having the requisite skills in the constmydinshing

and building technology trades nedd be retained in the sectoin this context, the focus

must be put on establishing appropriate staff development policies within companies, an

lysing factors motivating people to remain in (and to enté® identified occupations, and

establishing ways of allowing employees to keep on working when they get older.

A Staff development policyAlongside a high degree of employment security and attractive
wages, the availability of career development opportigstplays a decisive role in bin
ing skilled employees to a company and thus retaining them in the building sector. To
achieve this, suitable young candidates need to be shewherever possible during the
apprenticeship by the company owner what caredevelopment opportunities are open
to them. This should be backed up by a corresponding career development plan including
the courses needed to climb the career ladder and achieve the set career goals. Turning
to older employees, CVET courses play a &kyin retaining them in the company. Such
staff development policies are however rare in building companies, mainly because most
companies in the construction, finishing and building technology trades are very small
and because the daily workload hardljoss the time to compile and implement such
strategic plans. What is needed here are guidelines for a staff development policy. These
would help small and mediursized companies to establish a strategic staff development
policy and conduct career planninghe employment of older workers also needs to be
taken into account.
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A In this context, CVET courses for employees working in the field of eredeggd refu-
bishment should take place much more than is currently the case in the winter months,
thereby usng periods of shortime working for upgrading skills (see Chapter 5.1.3).

A Moreover, there is relatively little data available on the reasons why people enter the
construction, finishing and building technology trades and why they stay in the trade after
completing their apprenticeships. More recent surveys of young people's decisaaiing
behaviour with regard to a job either in the skilled craft sector or in industry show that
wage levels are less important than assumed in many quarters. It would tnerséem
to be a good idea to focus more on namonetary factors, such as working conditions and
career perspectives (e.g. opportunities to upgrade sKills).this respect, the factors m
tivating people not just to enter the skilled craft sector but alscstay there need to be
studied in greater depth as a basis for defining strategies for retaining skthekers in
the building trade.

A To help older skilled workers to stay longer in a company, the feasibility of developing
specific CVET courses foistltohort needs to be studied. On account of their long years
of practical work on building sites, these workers have a wealth of experience that can be
utilised in the field of quality assurance, with a particular focus on interface problesas (b
tween trades). As described above, one way of retaining such skilled workers isnto co
pile a CVET programme enabling them to become "building QA officers" (Qasalitat
beauftragte am Bau). With the pension age set to be raised, ways of adapting work to the
capabilitiesof older people need to be introduced. One focus here involves improving the
infrastructure of building sites with the aim of taking greater account of waning physical
capabilities. Examples include the provision of wanmrooms in winter months, thent
creased use of lifting and moving equipmeand better building materials.

A Moreover, the trade unions and other Steering Board memebers deeecissary t@n-
sure more attractive collective agreements for the building sector, making the sector
more compettive visa-vis other sectors and thus improving the retention rate. Attractive
wage structures are indisputably an important instrument for tying skilled workers to a
company. Nevertheless, many workshop participants &téering Boardmembers
deemed thisto be the domain of collective bargaining between the social partners. The
trade unions are also proposing-salled "demographic collective agreements" for older
workers. There are however certain reservations against them and they need to be colle
tively bargained. They are therefore not listed as a measure to be impleméhted.

2% Cf. Wolf 2012
%0 The union proposals providerffinand | f & dzLJLJ2 NIi 6 24amonths)Hor ofdryidrkers padtié NJ
pating in a CVET programme while continuing to work in an employment matching their qualification.
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Increasing the retention rate

15.Developing staff development concepts for SMEs in the construction, finishing
building technology trades

16.16. Concentrating CVET courseshe winter months, thus utilising periods of sho
time working to upgrade skills

17.Analysing the factors motivating people to stay in g@nstruction, finishing and buai
ing technologytrades

5.1.1.4 Promoting mobility and integration

Against the backgroundf increasing competition for skilled workers within Germany and
the decreasing size of the overall German workforce, possibilities for gaining young people
and skilled workers from abroad for employment in the construction, finishing and building
technobgy trades need to be looked into. In this context, the current status of labour supply
and demand varies greatly within the European Economic Area, with a number of European
countries currently facing historic unemployment peaks as a result of the ecanamai f-
nancial crisis. In Greece and Spain, youth (w2dgrunemployment now exceeds 50%. In a
number of countries, the high unemployment rate is the result of bursting real estdte bu
bles and has resulted in large numbers of building workers beingfaidgainst this bdc
ground, increased migration would be a boon for both giving and taking countries.

In this context, the German Federal Government has adopted a special programme (Mob
Pro-EU) aimed at promoting the occupational mobility of young peopterested in an p-
prenticeship in Germany and of young unemployed workers from other European countries.
Established as ayear programme, MobiPr&U started in January 2013 and targets people
from EU countries in the 1835 age range. EUR 40 milliaryear are earmarked for funding
language courses in the country of origin, partially financing travel expenses for job inte
views, or reimbursing costs for recognition procedures and coufséke programme is
funded by the Federal Ministry for Employmeand Social Affairs and implemented by the
Federal Employment Agency in conjunction with in conjunction with the Agency'ssProfe
sional Placement Service (ZAV). The German Confederation of Industry and Commerce
Chambers (DIHK) and the German ConfederatioBkilled Crafts (ZDH) were involved in the
implementation planning.

However, with regard to young people, but also to older workers, the mistakes made in the
past must not be repeatetf A strategic approach needs to be adopted, including an analysis
of the chances of getting more people to come to Germany and to stay here, and taking into
account the necessary additional qualifications needed. This means that the followisg que
tions need to be answered:

31
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Cf. Bundesagentur fur ArbéitFederal Employment Agency 2012.

Criticism is voiceddre with regard to the fact that no institutional support is foreseen under the MobiPro
EU programme. This means that skilled crafts chambers receive no financial support when wanting to su
port young people all skilled workers coming from abroad.
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A Under what conditions would (young) people be pregzhto come to Germany? Which
factors are most important for them?

A Which factors lead them to stay in Germany? What needs to be done to ensure their su
cessful social integration?

A Are the (young) unemployed and older workers sufficiently qualified? Doifigaal
tions/skills need to be upgradéd

For the first two blocks the proposal is made to conduct arthmaspot survey of (young)
people in conjunction with foreign partners participating in the BUILD UP Skills initiative. The
objective of the survey wodlbe to find out under which conditions (young) people would

be prepared to leave their home towns and emigrate to Germany. A further focus of the su
vey would be to investigate their expectations associated with a move to Germany, and to
living and workig there. The stories of young people and skilled workers who have already
moved to Germany could be helpful here, and they should thus also be covered byrthe su
vey. Answers to and appraisals of these questions can help the responsible institutions to
better cater for the young people and to shapé conjunction with the host companies
social integration in such a way that they become willing to remain in Germany. The planned
support in the context of the MobiPr&U programme with regard to languageifriag is an
important instrument- though not only the one in this respect. Further measures encou
aging young people to stay in Germany could involve specific support for them during their
apprenticeships, linkages to staff development and skill upgradasures, as well as a pos

tive career outlook. Generally speaking the focus must be on making the young people feel
that they are welcome in Germanyan aspect that Germany needs to put a lot more effort
into. This is also a task of the trade assocraijocand can take the form of campaign®pr
moting the workrelated integration of immigrants and the elimination of possible negative
opinions in the companies.

Even so, the immigration of young (unemployed) people and skilled workers from abroad
should na be a oneway street. Complementing the aboweentioned survey, a further su

vey could investigate the conditions under which young Germans or skilled workers would
be prepared to work abroad. The BUILD UP Skills partners should thus conduct a joyt surve
of the relevant groups in the selected countries.

With regard to the question of whether qualifications will need upgrading, at least a ceuntry
by-country analysis will be necessary. What is however more probable is that each case will
have to be lookedt individually. The insights gained in the context of transposing theiEU D
rective on the recognition of professional qualifications (2005/3§fE@to the corresponl-

ing German law (Anerkennungsgesetz) could be of use here.

% Cf. B 2005
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Promoting mobility and inegration

18.Conducting a survey in individual EU Member States on conditions encouraging
people to come to Germany and to remain there

5.1.2 Overcoming qualitative deficits measures for upgrading the skills of skilled workers

The gap analysis has shottrat the skill sets necessary for achieving theZ20 targets by

2020 are already taught in Germany within the country's IVET and CVET system. This finding
was based mainly on an analysis of the statutory provisions relating to the identified process
steps and technologie¥.Nevertheless, further problem areas were identified in discussions
with a number of experts, especially those belonging to the National Qualification Platform
and theSteering BoardThese all need to be looked at, with possible Bohs including the
development & further training measuresin the field of qualitative gaps, the following
problem areas are seen:

1. "A lack of understanding for the interfaces between traflest understanding a
house/bulding as an integrated system",

2. "Missing qualifications of skilled workers with regard to individual occupational pseces
es',

3. "Missing qualifications in specific groups of people" and

4. "Certain trades without statutory skill requirements, as well as the whole aspectbef su
contracting'.

In the following section, the first three problem areas are looked at, with possible solutions
and the associated measures being presented. The section summarises the results of the
discussions, survey and workshop focused on the qualitative problens.avéith regard to

the fourth problem area, no immediately implementable solutions were put forward,mea

ing that only the problem is described in the text.

5.1.2.1 Gaining a better understanding for the interfaces between trades and understan
ing a house/buildingas an integrated system

The discussions have shown that not all people performing easigyed building work
have sufficient understanding of the interfaces between the various trades involvedr{in pa
ticular communication and cooperation aspects),0bthe consequences of their own work
in connection withan understanding o& house/building as an integrated system (in partic
lar aspects related to building physics). Both these areas are however of major reléoance
ensuring high-quality energyrelated refurbishment and aregherefore very closely inte
linked.

Successful cooperation between individual trades requires a sybtsad approach taking
into account the work of other trades on a building as an overall system, an understanding

% Cf. Weiss/Rehbol(Eds.2012, Chapter 9.
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of how individual work processes are interlinked and the importance of good comraunic
tions between the trades. An understanding for a house/building as an integrated system is
necessary in order to be able to assess and perform ave'swork in an overall context.
Thefollowing measures are proposed as ways of improving this understanding.

a. Including the basic principles of a systebased approach in the apprenticeship fran

works
The twotier apprenticeship scheme in the building sector already takes account of the inte
face problems between individual buildimgcupations®® However more account needs to
be taken of the interfaces between building and building technology occupations. This
means that the technical knowledge (in particular relating to building physicaydem the
interfaces between a building's envelope and its system technology (HVAC systetns, ele
trics, energy production and supply) needs to be taken into greater account in training. On
account of the major importance of such an understandingeicgcutng highquality ener-
gy-related refurbishment projects, a greater focus on this topic during an apprenticeship is
required. Nevertheless it should not be forgotten that the primary objective of any appre
ticeship is to make sure that an apprentice has adjoommand of his own trade. To avoid
overloading an apprenticeship, all that should be done at this stage is to heighten amappre
tice's awareness of the interface problems and his understanding of a house/building as an
integrated system.The interface poblem is already playing a major role in the realignment
of occupations in the building and building technology sectors. Those involved inahe re
lignment (Ministries, social partners, Bundeslander) will also be paying special attention to
the interface poblem in future realignment processes focusing on the journeyman and
skilled worker level.

In this context, the possibility of executing crassde projects as part of the intesompany
apprentice instruction programmeJperbetriebliche_ehrlingsunterwisung was discussed.
Apprentices from different trades could carry out a joint project in which their attention
would be drawn to the interfaces with other trades and to understanding a house/building
as an integrated system. Representatives from the éradsociations have however pointed
out that inter-company apprentice instruction programmes are for the most part drawn up
by the Heinz Piest Institute in conjunction with the trade association responsible foethe r
spective occupation. This procedure negkit more difficult to draw up crodsade inter
company instruction programmes and generally limits the flexibility of such programmes. A
further problem involves the difficulties associated with organising such a medsutieis
respect the trade assoations have pointed out that there is a danger of overloading@n a
prenticeship and of overburdening apprentices. The aim of an apprenticeship should be to
let an apprentice gain full knowledge of his chosen occupation and acquire the necessary
skills fa executing the work specific to the occupation in a safe and skilled maNesa-
theless, both the BIBB and the HPI are of the opinion that the possibility and extent of cross

® Buildingoccupations in this context are occupations coming under the Building Industry IVET Regulation

(Verordnung Uber die Berufsausbildung in der Bauwirtschaft)
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trade cooperation during an apprenticeship needs to be looked into in theesbrdf VET
college curricula and intecompany apprentice instruction programmes. Reference is made
here to a successful model already practiced in schools, where a teaching programme has
been developed for dealing with creimde teaching/learning situ@ns in building and rfi-

ishing occupations.

Inclusion in apprenticeship programmes

19.Including the basic principels of a systéased approach in the apprenticeship rira
works

19.(@) Checking the feasibility of a Germamide inclusion of modefested crosdrade
learning situations in building sector apprenticeship programmes

b. Compilation of a cros¢rade CVET programme covering "interfaces between trades
understanding of a housé building as an integrated systein
Apprenticeship frameworks are definaglithout reference to any specific technology and
with a process focus. This in turn means that, especially in the innovative "energy" field, a
prenticeships can be regularly adapted to the latest technologies and processes. Agprentic
ship frameworks therefre do not have to be continually amended to take account of new
technologies and their influence on associated processes. This means however that including
the basic principles of a systebased approach in the various apprenticeship frameworks
will be atime-consuming affair. As a way of addressing this topic in the short term and in
sufficient depth, an appropriate CVET programme targeting the journeyman level needs to
be established.

In the context of such a programme, the technical skills relatindpeanterfaces between a
building's envelope and its technical facilities (HVAC systems, electrics, energy production
and supply) and to an understanding of a house/building as an integrated system need to be
taught. A further aspect involves teaching wayf improving communication between those
involved in an energyelated refurbishment project.

The discussions showed that certain training measures possibly meeting these skik+equir
ments already exist in this field. Examples include the CVET progsatraiming people to
becomeadt OS NI A FA SR LI &ziE@r8pedk Building enérdy ¥peBtNGE anxe
ecution expert for energgaving buildings" (programme currently under development as
part of the "InnoQua® project).

The secondmentioned prgramme was developed by 7 European VET institutions in the
context of a project commissioned by the European Commission. Its objective is to teach

% The course leadingto aqualificdi A2y +a + GOSNIAFASR LI aaAdfauB2dzasS o
ergy and Environment Centre and is offered in conjunction with various members of the Federal Association
of German Energy and Climate Protection Agencies (eaD). For more infornsg@mww.eadbildung.de
For concrete course details, sesvw.passivhausiandwerker.de

" Cf. ZDH 2012
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participating journeymen the basic principles of building physics and interfaces between the
trades, therebyenabling them to implement in practice the wide range of requirememts e
anating from building energy counselliffy.

In the context of a further project involving a CVET programme to become an "execution e
pert for energysaving buildings" (under 842.a Hwa@)first step has been taken in this dire
tion. Its aim is to provide journeymen with the skills enabling them to fulfil the futere r
quirements of people commissioning their services independently and with the right set of
skills. Through practieeriented knowledge of the interfaces between the different trades,
journeymen are expected to develop a crassde feeling forthe work they do in the co-

text of anenergyrelated constructionproject. Improved communication between thefdi
ferent trades on a bilding site is a further objective of this cresade CVET programmié.

Against the background of already existing training measures with this focus and the wish to
develop a CVET environment displaying the greatest possible transparency, existing or
planmned programmes need to be looked at, checking what they have to offer in the field of
interfaces between the trades and an understanding of a house/building as an integrated
system. Should the assumption be confirmed that suitable training measures (sutie a
ones mentioned above) covering these requirements already exist, the latter should be
made use of in the devetmment of a new CVET programme.

Inclusion in a cros¢rade CVET programme

20.Including the topicsinterfaces between trades" and "understaind a house/building
as an integrated system" in a cresade CVET programme

c. Giving greater weight to the CVET programme leading to recognition as a "certified e
SNHe& LISNF 2 N I §joOntasteD@aftsmeri) (0 | y ( ¢
One crosdrade CVET programme alreadyisting in Germany and focusing on providing a
comprehensivaunderstanding of a house/building as an integrated system is the C\ET pr
gramme leading to recognition as a "certified energy performance consultant". In the co
text of this programme, master aftsmen gain the qualification to carry oabmprehensive
building energy advisory work. Within the programme they learn how inspect and assess a
building from different perspectiveswhether building physics, technology status, compl
ance with building egulations, or ecological or economic consideratierzsxd to develop
concepts aimed at improving the building's energy balance in the long term. They perform
consultancy work, supervise the resulting energlated building measures and issue energy

® The CVET programme for training "European buildimgrgy expert" covers a total of 15 modules. Apart

from Germany, iisalso available in Spain, France, Great Britain, Ireland and Denmark. The objective of this
training programme is to raise and standardise the skill levels of European building seckersyevith a
specific focus on the energglated refurbishment of building€f. Kompetenz Zentrum Holzbau & Ausbau,
"Ausbildung zum Européischen Gebatkteerge-Werker jetzt zertifiziert" Kompetenz Zentrum Holzbau &
Ausbau 2011 (no year).

% Cf. Dresderskilled Craft Chamber 2012

38



Identification and prioritisation of measures needed to achieve th@Q0 targets

performance certificates in accordance with statutory requirements. Since 1997, more than
20,000 people have already taken part in the programme, gaining the title of a certified e
ergy performance consultanihis programme, which ends witim @xaminationset by the
responsible chambennder 842" HwWO in a skilled crafts chamber, needs to be given greater
weight, thereby ensuring that more people participate in it not just now but also inudke f
ture.

Giving greater weight to the CVET programme training pedjgidecome a certified ene
gy performance consultanf(HWK)

21.Giving greatemweight to/developing the CVET programme trainingster craftsmero
become a certified energy performance consult@diwK)

d. Checking the feasibility of a CVET programme for "estep-shop" for refurbishment

services
Increased availability of "onstop-shop" refurbishmentservices could serve as a solution to
the lack of interaction between trades. "Owstop-shop” services would not just be a cosee
sion to homeowners calling for inovative services (such as a "est®p-shop") to put a stop
to them having to spend a lot of time looking for and coordinating different companies
working in different trades. They are also to be seen as accommodating the meaningful
(from an energy policygrspective) call for greater coordination of the different trades and
greater supervision of the interfaces between the trades. This necessitates however energy
related competences going far beyond those required in one's own trade. Moreover; offe
ing "onestop-shop” services is in practice a field sown vwatrriers. These include lega-i
sues such as the liability for individual lots (associated with a specific trade) and warranty
aspects, but also business issues.

The CVET programme for training cegtifienergy performance consultants could be aauit
ble first step towards offering "onstop-shop"refurbishmentservices in the field of energy
related refurbishment, as it is specifically designed to provide the participating master
craftsmen with a commhensive understanding of a house/building as an integrated system,
taking into account the interaction between the different trades.

Offering "onestop-shop" refurbishmentservices however requires further competences, in
particular in the fields of legy and businesselated issues. In certaiskilled craftchambes
discussions have already started on setting up appropriate CVET programmes. The reco
mendation here is to take a look at existing offerings and to check whether a Genmnday
CVET programmteaining people- on the basis of already existing CVET programmes such as
for certified energy performance consultantdo be in a position to offer "onstop-shop”
refurbishmentservices needs to be established. The first question needing to be argwere
this respect is to what extent such a CVET programme would have a realistic change of ma
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ket success. The German Federal Chamber of Architects holds a dissenting opinion in this
matter.*°

Checking the feasibility of a CVET programme for "estep-shap” refurbishmentservices

22.Checkingthe feasibility of a CVET programme for "estep-shop" refurbishmentser-
vices. A first possible step: identifying and categorising existing offerings. Secon
development of a new adaptation of an existing progname

e. Increasing the awareness of training staff for the topics of "interfaces between trades"
and "an understanding of a house/buding as an integrated systemdtesign andin-
plementation of a CVET concept as well as the development of information makeria
In Germany, apprentices can only receive training from people with the requisite personal
and professional competences. Professional competence exists when the instructor has a
professional and teaching qualification entitling him to provide instructiothe apprentie-
ship subjects. In a skilled craft subject to registration, a master craftsman title in thecrespe
tive or a related trade is generally requiréiThese professional requirements demanded
from instructors are one of the main factors behiraethigh quality of Germany's appre
ticeship system.

In order to give greater weight to the topics "interfaces between trades" and "an mnde
standing of a house/building as an integrated system" in apprenticeships in the construction,
finishing and buildingechnology trades, instructors and teachers providing irtempany
apprentice instruction need to have a greater awareness of these topics. To achieve this, a
CVET programme needs to be developed, focused on bringing together the relevaet stak
holders (eg. different trades, instructors from different trades, architects, etc.) and dsscus

ing such interface problems. This concept needs to be designed in such a way that it can be
rolled out in different regions of Germany and thus multiplied.

In addition,information material needs to be compiled, again with the focus of increasing
the awareness of training staff (wherever they work) for these topics.

Raising the awareness of training staff

23.Designing and implementing a CVET concept as well as develojpimgation material

5.1.2.2 Overcoming skill deficits related to individual processes
Looking at Germany's VET system as a whole, the skill sets needed for-elatey refu-

bishment measures are already available. Nevertheless, on examining specific agprenti
ship frameworks certain skill deficits were identified, raising the question of whether these

“ In the opinion of the Federal Chamber of Architects, there is no need to check a CVET offering for "one

stop-shop"refurbishmentservicesThe measures should instead focus on improving the execution af-buil
ing work on a bilding site. It would be a great help to have planners (architects, engineers) networking
more with those responsible for executing the work.
* Cf. ZDH 2012
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were actually gaps or whether the deficits were related to tasks that can only be carried out
by master craftsmen. The main deficit areas involved skills skitged to occupatiorspecific
processes, such as journeymen identifying refurbishment needs or providing advice. Quality
assurance in the execution phase is a further topic dealt with in this section.

a. Taking greater account of thémaintenance' process icluding identifying refurbis-

ment needs)
The topic "identifying refurbishment needs" and the associated "triggering consultancy
work" was the subject of controversial discussions. On the one hand it was arguedwhat gi
ing greater weight to the topics dfnterfaces between trades" and "an understanding of a
house/building as an integrated system" would also help journeymen gain a greatee-awar
ness for identifying refurbishment needs. On the other hand it was pointed out that tpis to
ic was already dealt ih in the course of an apprenticeship, even if it had not yet been e
plicitly included in the official apprenticeship frameworks. As a solution to this problem, it
was agreed that, when updating such frameworks, this process should be explicitly included.

Inclusion in apprenticeship frameworks

24.Including the processésnaintenance"/"identification of refurbishment needs" in the
apprenticeship frameworks and framework curricula

As the identification of refurbishment needs is deemed to be a very reletzskt in the
scope of tasks done by a journeyman, this deficit identified in the study needs to be further
looked into, clarifying whether this topic needs to be explicitly included in an existing CVET
programme or whether a specific CVET programme neetls titeveloped.

Checking whether greater account of this process needs to be taken in CVET offering

25. Studying the need ttake greater account of the process "masnt
nance"/ "identification of refurbishment needs" in CVET offerings

b. Identification of the necessary skill sets for an advisory competengdevelopment of a
CVET programme

The process step "provision of advice" (including noting customer wishes and providing cu

tomers with information after work has been completed) was similarly identified gap at

journeyman levef? This was the subject of a controversial discussion as to whether suff

cient capabilities, knowledge and skills regarding this topic were taught during anrappre

ticeship. What is involved here is however solely the noting ofocosr wishes and thenk

forming of customers after work has been completed. The cré&ated provision of advice

to a (potential) customer is (and will continue to be) a service performed exclusively by a

master craftsman. The discussions showed that austoorientation is already a feature of

all modern apprenticeship frameworks, and should also be taken into account whet-upda

ing older frameworks. On the other hand, an improvement of customer comraunic

2 Cf. Weiss/Rehbold=ds) 2012, Chap. 9.
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tion / advice was seen as an important topic. Greateight needed to be attached to it in

the context of CVET programmes. One important target group for such a programme were
high-performing journeymen. One prerequisite for such a programme was however that the
requirements that journeymen needed to meehen advising customers would have to be
ascertained in an intensive dialogue with the trade associations. Without this, no final a
sessment could be made as to whether an additional CVET programme fepenfghming
journeymen needed to be developed. lhig context, a study was needed, looking into
whether CVET programmes addressing this topic already existed, and how such a&VET pr
gramme could be integrated into the career development concept of the skilled craft sector.

Taking greater account of thprocess step "noting customer wishes"; checking whethe
CVET programme is needed for the provision of advice process

26.Givinggreater weight to the topic "customer orientation" in apprenticeship framewo

27.ldentifyingthe necessary skill sets needed dyourneyman to provide highuality ad-
vice. If needed, development of an appropriate CVET programme

c.{SGGAy3 SESOdziAz2y ljdzqtAde adGlyRIFENRE | YR 6a¢
BbOSNIAFTASR NBySslotS SySNHe SELISNI&E

In the context of developing th8kills Roadmap, a further item discussed was how quality
standards in the execution of energglated refurbishment projects could be improved. It
transpired that, as part of various projects (including ones in which the German Energy
Agency (dena) had picipated) checklists for building supervisors had been drawn ue- Th

se were however currently not often used. This already existing material was to be examined
as to whether it could be used generally. If this was the case, anddtsibleadaptations,

it was to be dissminated for more general use.

Making greater use of existing quality assurance material

28.Examining existinguality assurance material (e.g. checklists). If proved to be gene
useable, disseminating it for more general use, possifiky adaptation

A further finding at journeyman level was that apprentices were not given any training in
quality assurance and customer acceptance processes on completion cPvildtkse po-

cesses were however the responsibility of the master craftswho had been taught the
necessary capabilities, skills and knowledge during his master craftsman trdihenquality
assurance and customer acceptance processes carried out by a master craftsman are to be
seen as a guarantee for high quality and shdhlerefore remain in the hands of a master
craftsman.

In this context, the discussions also focused on the installation of renewable energy systems.
As already stated in Chapter 2.2.2a2survey has confirmed that the German apprenticeship

43 cf.Weiss/Rehbold (Eds.) 2012, Chap. 9.
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system simildy ensures a high quality standard for these modern and innovative technol
gies. The fitters trained under the new apprenticeship frameworks thus fulfil the requir
ments demanded for installing renewable energy systems. However, the creation ofra volu
tary skill upgrade programme for older fitters was recommended. Against this background,
the DHKT issued a recommendation in December 2012 to all skilled crafts chambers to adopt
the CVET examination regulation for "certified renewable energy experts" un@er 84O.

Older purneymentaking part inthis CVET programme ate be trainedto install, comms-

sion and maintain renewable energy systems in accordance with customer wishes, using the
necessary equipment and tools, calling on the services of any reqoémdders and obser

ing accidenprevention regulations. They should also participate in the associated planning
process. This CVET programme explicitly targets renewable energy systems, dealing with
such subjects as the selection, planning and sizingeogyistems, their installation as well as

the execution of certain maintenance procedur&s.doing so, a contribution is made to-e
adzNRAy 3 ljdz £t AG@ Ay Evektbing sHHEHISH® doie\t@ sGgportLiie RS & &
lishment of this new programmaegspecially for older journeymenin line with the federal
level recommendation.

Alongside the use of renewable energy, a further key task involves the optimal insulation of
a building's envelope, thereby minimising overall energy needs. A further requirerment
therefore to take account of recent developments in the fieldrefrmalinsulation and ins-

lation technology. Nevertheless no additional training measuregaseyet)deemed neces-

sary. The existing occupational profiles already cover the necessawlddge and skills,
whether at apprentice level or up to master craftsman level. In addition, a wide range of
CVET courses exists in this fields the examination regulations in these field have neither
been standardised throughout Germany nor recommendigdthe DHKTthey can only be
promoted regionally by CVET providers.

Branding the "certified renewable energy expert" qualification

29.Branding theCVET programme leading to a "certified renewable energy expert" gu
cation

5.1.2.3. Training for certan groups of people

a. Analysis of the initial programmes for training immigrants

Insofar as the demand for skilled workers is also to be met by workers from abroad- the i
sue of which qualifications these people bring with them and whether any specifienigain
measures are necessary needs to be looked at. In the context of the discussions on tapping
unused potential, skilled workers and schédmdvers from abroad are seen as an important,
though not toppriority group. The primary focus should be on activgtihe potential of the
domestic population. Nevertheless the subject of apprentice and skilled worker mobility

4 Cf. Weis/Rehbold Eds.) 2012Chap.7.4.
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within the European Economic Area is playing an increasingly importaiit reled with it,
the issue of which training measures are needed égpgle who have not received theiov
cational training and education in Germany in order to be able to work in Germany.

As national VET systems and cultures differ greatly even within Europe, there is no point in
developingone_singletraining/ skill upgade measure for all immigrants, whatever their
country of origin. Each individual case needs to be looked at separately.

Before deciding on whether a trainiigskill upgrade measure is necessary, sufficientrinfo
mation about the target group such ascountry of origin, skills acquired there or therpe
sonal situation (e.g. the motivation for migrating to Germ&hyeeds to be gathered.ed
pendent on the target group, individual trainingkill upgrade measures need to be
planned. With regard to assesgimualifications gained in the country of origin, procedures
used in assessing foreign professional qualifications in the context of the Federal Act on the
Recoghnition of Foreign Professional Qualifications could in future act as a starting’point.

Whendrawing up a skill upgrade programme for immigrants, great importance shoultt be a
tached to a person's capability to communicate with others when executing an energy
related refurbishment project. This applies especially to technical terms, and it istanpor

that all people using such terms have the same understanding of what they mean.sfhe di
cussions showed that projects focusing on training immigrants already exist. These therefore
need to be identified and analysed with regards to the results achieMameover exper

ence gained in the context of the Federal Act on the Recognition of Foreign Professional
Qualifications can also be leveraged.

Analysing initial experience on training immigrantsupgrading their skills

30.Identifying projectsinvolving taining immigrantg upgrading their skills and analysi
the results

b. Developing labour demand and training concepts for building companies targeting the
low-skilled

The issue of whether workers have sufficient skill levels also applies to the cohdoivef "
skilled workers". Of major importance in this area is the establishment of staff development
concepts within companies. SMEs in particular need greater support in staff development
and need to be informed about opportunities for training their staffieTdevelopment of

% Cf. Chapter 5.1.1.4

% Cf. Chapter 5.1.1.4

" The objective of this Act, which came into force on 01.04.2012, is to facilitate the recognition of pnofessio
al qualifications gained abroad. Under it the (partial) egléncy of the foreign qualification is ascertained
through comparison with a German reference qualification. The idea behind the Act is to facilitateghe int
gration of migrants living in Germany. A further intention of the Act is to provide incentiveskiibed
workers from other countries to come to Germany. Cf. BIBB (no year).
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such a concept, focused primarily on the needs of SMEs, is seen as a relevant aspect. The
importance of such a concept was also discussed with regard to recruiting skilled workers
and overcomindparriers and is looked at in greater detailChapter 5.1.3.

Training lowskilled workers

31.Drawing up laboudemand and development concepts for building companies

5.1.2.4 The problem of certain trades without statutory skill requirements, as well as the
whole aspect of subcontracting

In the cantext of the survey ofSteering Boardnembers and in theSteering Boardliscis-
sions, the competition through subcontractors and competitors without the right quadific
tions and the resultant downward pressure on prices were identified as a major prolsiem. |
many cases, such competitors do not comply with training and quality standards and can
therefore put pressure on established companies.

Three problem levels can be distinguished here. The first refers to the 2004 revision of the
Skilled Crafts Code, imhich 53 trades are now listed in the new Annex B1 as no lorgger r
quiring official approval to set up a company. These come on top of the trades previously
listed in Annex B2. These trades include a number of building and finishing trades where
previouslya master craftsman (or sardevel) qualification was needed to set up a company.
This revision has led to a wave of new companies, especially in such trades as tilers, screed
layers and parquet layers. In most cases, the companies arpensen businesse

Secondly, the May 2004 EU accession wave saw 8 countries from Central and Easter Europe
(as well as Cyprus and Malta) joining the European Union. In this contexadlled "small

family businesses" became able to enter the market. The result is shete the May 2004
accession wave, there has been a major increase in the number of craft companies set up by
nationals from these accession countries. The foreign owners are making use of the easier
access to the skilled craft sector opened up by thesiewi of the Skilled Crafts Code, and
registering companies in Annex Bl trades where there are no longer (as of 1.1.2004) any
statutory qualification requirements.

A further problem is that larger companies often make use of "subcontractor chains". In
manycases this often means that it becomes very difficult to ascertain who is responsible for
performing which service and whether those performthg work have the right skills.

With its revision of the Skilled Crafts Code and the abolishment of the igatibh requie-

ments, the legislator has set the wrong signal, leading to (possible) negative consequences
for the quality of work on building sites in Germany. With regard to the increasing demand
for energyrelated refurbishment work and the constructiai new energyefficient homes,

the focus should be on strengthening the importance of having a master craftsman gualific

tion and not on wekening it- as is now the case.
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As the shaping of these statutory qualification requirements is however soleheihands
of politicians, all that can be done in the context of this project is to point to the acknow
edged aberration.

5.1.3 Overcomingbarriers

Thecurrent problem of too low/ increasingly lower participation in CVET programmes-is a
tributable to two factors With reference to the barriers presented in the Interim Reffort
these can be described as follows:

(1)The influence of a company's business situation on CVET participation

With the skilled craft sector dominated by small companies, participation in GMEJes is

to a great extent dependent on the business situation of individual companies. When order
books are full, all available resources are needed to fulfil the orders, leaving staff very little
time to attend courses. Conversely, when ordeoks arenot so full, there are often not
sufficient financial resources available to pay for staff training.

(2) The influence on attendance figures of not having an overview of CVET offerings

The survey of CVET offerings in the fields of renewable energy amgyeefficiency carried

out in the contextof the status quo analysis has clearly shown that the CVET market has a
wide-ranging and multfacetted programme of courses on offer, but also that, on account of
this plethora of offerings and the way they areustured, it is difficult to gain an overview

of what is availabl€. The training measures offered by the different providerisagnbers,
industry and trade association¥ET centres, and manufacturerfsbuilding products andle
ementg are in no way cooldated. Instead they often have different names and lead to-si
ilar-sounding qualifications under various examination regulations (examination under
8§42/ 42a HwWO, certificates, certificates of attendance). This makes it difficult for company
owners and &ff to find the courses they need.

Based on the findings of the written surveys of tB&eering Boardthe discussions in the
CVET course uptake and transparemoykshop and the discussions between consortium
members and with other experts in the coureéthe project, three strategic objectives for
overcoming thebarriers described above can be defined. These objectes to be
achieved through the implementation of concrete measures.

5.1.3.1 Offering incentives and creating opportunities allowing more peoptetake part
in CVET programmes

With small skilled craft companies not having any specific HR structure, company owners
need support in systematic career planning and development for their staff. The skilled craft
sector already has its own "career copte(Berufslaufbahnkonzept). Up to now this has
been mainly used a template for systemiswmrationaltraining, with a few trade assai

8 Cf. Weiss/Rehbol(Eds.R012, Chap. 10.
49" Cf. Weiss/Rehbol(Eds.R012, Chap. 7.4.
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tions including in it specific CVET courses and career paths. Through the furtherpdevelo
ment of this already existingpol and its adaptation to the needs of small companies, t
gether with the compilation of guidelines for its use, the systematic career development of
skilled workers can be improved. This is also seen as a way of tying workers to the company
they work for.

In addition, such a systematic discussion of career paths and the acknowledgment ef the n
cessity to provide career perspectives for the different target groups will have a podtive e
fect on recruiting youn workers.

32.Further developing the career coreas an instrument for career planning and dey
opment in skilledcraft companies

Although grants and subsidies are available for allowing staff to take part in CVET courses,
experience has shown that these are not always fully taken up. What is needadrease
uptake is a consolidation, systemisation and understandable presentation of the currently
existing support measures. Similarly, discussions need to take place on developing
new/alternative forms of funding or on adapting existing programmesllmafinancial co-
tributions to be put into a training fund. This would enable employees to take CVET courses
when orderbooks are not so full.

33. Systemising, consolidating and constantly updating the support instruments for fu
training

As the willigness to send employees on CVET courses is dependent on theboadest-

tus, one possibility for increasing uptake would be to include a training entitlemenmin e
ployment contracts. This could be achieved via company agreenmnillective VET
agreemeats and a binding VET law (DGB). As this suggestion is only being pursued by the
trade unions, no concrete measures are presented here.

The building sector is subject to seasonal fluctuations with regard to orders and workload.
This means that employeeseanot available for CVET courses in months when workloads

are high. CVET providers are therefore looking into whether they can get more peojle to a

tend courses by scheduling ti&/ETourses more in the winter months

34.Contracting CVET offerings in thenter months
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5.1.3.2 Ensuring transparency in the existing range of offers on the CVET market

On account of the wide range of CVET courses offered by different providers, there is a need
to register all existing offerings, compare them and then structure theapendent on their
current reach and comprehensiveness, they should then, whenever deemed meaningful, be
standardised.

Three forms of standardisation are seen as possible:

A Germanywide standardisatiorin accordance with § 42 HwO,

A a chamber regulationnder § 42a HwO on the basis of a recommetioia issued by the
DHKT/ZDH, or

A astandardisatiorof the titles and possibly the contents of similar courses at regional le
el.

Standardisation has the advantage of enabling standardised course titles and leu¢siails
taught, contents, duration, organisation). In doing so, CVET in general will gain the status of
a recognisable and wethown quality signal. When checking standardisation possibilities,
recourse can be had to the existing criteria found in @ET AgreemenVéreinbarung zur
Beruflichen Fortbildurjgconcluded between the DGB and the business umbrella omanis
tions belonging to the German VET coordinating body, the Kuratorium der Deutschen
Wirtschaft fur Berufsbildung. Any possibly needed d&tiniof rules can then be built to the
agreed standard.

The DHKT recommendation (adopted in 2012) regarding certified renewable energy experts
can serve as an example for activities already taking place in this direction. Watntitgly
harmonisedcourse titles, the CVET programme for certified energy performance consultants
is a further programme worthy of consolidation under a single "umbrella brand".

Parallel to this standardisation of CVET coursés,iittendedto encourage a certain "course
branding” in the skilled craft sector, thus encouraging the kgrgn development of high

quality CVET courses. The focus here is on courses with a duration of 200 hours or more and
which end with an examination under statutory regulatidnsthe responsiblehamber

35. Standardising training measures on the CVET market

As a way of regularly informing both employees and companies of existing CVET offerings,
appropriate media material needs to be developed and implemented to make courses better
known. This woull involve the compilation of lorterm regional marketing strategies dxa

ing attention to CVET opportunitie$his could be done via television and radio advertising
spots, the distribution of flyers on building sites or via information sessions condbytied

cal skilled crafts chambers and/or trade associationsall events, the objective must be to
attract as much attention as possible.
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36.Increased'branding"”, together with the development and distribution of promotior
material making the range of CVé&fferings better known

On account of its popularity, a key role is attached to Internet. A database tailored to the
needs of companies and their employees is seen as a way of facilitating the distributien of i
formation. The Internet allows permanent eess to the dat& information material, while at

the same time allowing the database to pemoted viaother websites.

Decisive importance is attached to campaigns highlighting specific courses of spezial rel
vance for upgrading employees' skills amdincluding these in career developmentneo
cepts.

In designing a centrally coordinated database tailored to the needs of different target
groups, the aim is to allow all companies and their staff to gain access to existing offerings
quickly and in line wit their needs. What is important here is finding the right relati@ b
tween regionality and centrality with regard to access and data availability.

In addition, through aligning such a database with the career development concept, it can be
used to suppa employee career planning and development in SMEs in the skilled craft se
tor.

37.Creating &CVETatabase tailored to the needs of specific target groups and the ma
and taking career development concepts into account

As a way of increasing transgaicy, such databases can play an important role. At the same
time it should be remembered that they are no substitute for faodace career develw

ment meetings. What is needed in this field is qualified CVET guidance. In this context, a
CVET guidance roept needs to be developed. This would interact with the database and
with the proposed career development concepts to provide holistic and comprehengive su
port in individual career development.

37.(a) Creating aCVETdatabase tailored to the needs of spkc target groups and the
market, and taking career development concepts into account

5.1.3.3 Making sure that current and future training requirements are taken into account

Technological, economic, ecological, semittural and statutory changes can affeéillsre-
guirements. They therefore need to be identified at an early stage, allowing an assessment
to be made of how they can be taken into account in the overall IVET and CVET system.

Various VET actors related to the building sector already have atdlsgiosal instruments
for identifying new training needs at an early stage. However, these are currently nbt suff
ciently interlinked and, with specific regard to the building sector, not fully and permanently
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implemented. Provided that sufficient funding available, this will soon be done. The mte
tion is to examine the available instruments with regard to their application, wheresaece
sary to further develop them and combine them in such a way that future training requir
ments in the building sector oabe continually identified at an early stage.

38. Setting up a skills earlyarning system as a cooperation project between the ZDH, H
FBH and BIBB

5.2 Prioritising and developing concrete implementation proposals

The results of the discussions and worksh@how that certain measures are repeated (on
account of different starting points), and that they might therefore be of special relevance
for overcoming deficits anbarriers. In our opinion, simply listing measures is not sufficient.
What are needed ara consolidation of the different measures and an appraisal of théir re
evance and effects. Such a basiagesdedto prioritise them. As already described in @ha

ter 4.1, the measures are to be appraised with regard to their reachtilemg effects and
acceptance. Moreover, each measure is to be given an implementation priority, taking into
account all the abovenentioned assessments and the extent to which they can be-infl
enced by the stakeholders. This additional appraisal is necessary in order tafguutsaon
particularly relevant and implementable measures.
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Table3:  Priorisation of the measures (+=high priority; +=medium; 0=low priority)

Measure Assessment Assessment with Assessment with Implementa-
with regard regard tolong- regard toac-  tion priority
to reach term effects ceptance
1 Kindling children's interest for construction, finishing and + + ++ +

building technology occupations from a very early (kirde
garten) stage

2 Developing "handson" learning material br schools + + ++ +

3 Informing about the requirements needing to be fulfilled to + + + +
take up an apprenticeship in the building sector

4 Expanding opportunities for students to do a work plec + ++ ++ +
ment/ summer job in a building company

5 "A career in the building industry after dropping out of un + + ++ ++
versity" - a pilot project with the aim of gaining university
dropouts in specific disciplines for a career in tlhenstruc-
tion, finishing and building technologgectors

6 Giving greatemprominence to women in image campaigns + + ++ +
(also via best practice examples

7 Checking the feasibility of setting up a CVET programme fc 0 + + 0
training quality assurance officers in the building sector




Identification and prioritisation of measures needed to achieve th@Q0 targets

work placement/ summer job "markets”

Measure Assessment Assessment Assessment Implementa-
with regard to with regard to  with regard to tion priority
reach long-term ef- acceptance
fects
8 Recommendation to upgrade the craft sector's imageca ++ ++ + ++
paign to promote the positive aspects and the modern ar
forward-looking orientation of @nstruction, finishing and
building technology occupations.
9 Highlighting career opportunitiesn the building sectomort ++ ++ + ++
- leveraging the skilled craft sector's image campaign an
propagating successful career stories
10 Informing potential candidates about the attractiv@ess ar + + ++ +
career opportunities of occupations related to the energy
related refurbishment of buildingg more vocational guil-
ance events
11 Information sessions for job centre staff for updating thei ++ ++ ++ ++
knowledge of the relevant building occupations
12  Leveraging existing initiatives (such as "Praktisaf u ++ ++ + +
schlagbar’) to promote the career opportunities available
the building sector
13  Providing more work placements and summgabs ++ + ++ +
14  Introduction or further development of local or regional ++ + ++ +
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