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Internship: 
a competence based perspective 



Continuous swinging between promotion and restriction 

Difficulty to find and establish the real nature of internship, focusing on its 
objectives 

Internship for young people  
in the school-to-work transition  

a common view: they aim to provide resources considered crucial to 
transit from the school/university to the labour market: personal and 
behavioural dimension, contacts, improvement of knowledge and skills.  

differences arise when it comes to consider internship contents and the 
way they must be ruled. The main difference is between considering these 
contents as a training experience or as a first “special” job experience, 
characterized by a training purpose and only partially falling under labour 
law.  

A starting point for the international comparison  



Probably not useful to distinguish these two dimensions: 
The key aim of internship is exactly to foster professional competences 
through job experience. 

A solution: formally linking internship and educational programs, in sight of 
giving certainty about its connection with a training purpose, independently 
from the amount of work internship could contain:  

- internship are allowed only if they take place in the framework of an 
educational program (France)  

-  they are allowed only within few months after the completion of the training 
(Italy) 

-  they are genuine if they different from work and similar to training provided 
in educational institutions (United States) 

Formal connection with the educational program is supposed to offer a 
guarantee about internship’s quality  



Contradiction  

- Internship is a valuable on the job training experience  
-  Internship must be similar to training provided in an 

educational environment 
- Interns should not contribute to companies objectives  

Is it convenient for interns to be excluded by the company core 
activities?  
Are we doing the best by preventing them from doing any 
permanent job task?  

It is exactly by approaching to the core competencies of a 
company that a intern can learn something, not being excluded 
by the business objectives and spending time on worthless and 
redundant tasks.  



Defining internship in the school-to-work transition as a 
competencies’ development tool 

1. giving value to the work interns do in terms of training experience, 
selecting internship activities on the basis of competencies to be 
developed;  

2. recognising and promoting the value of the company as a learning 
environment; 

3. selecting internship promoters by the means of a serious evaluation of 
their ability to fit this role; 

4. sustaining and fostering the specificity of learning by doing as a 
specific teaching method different from training provided in classrooms; 

5. assessing and certifying the competencies developed by interns, 
controlling and monitoring internship’s outcomes. 



Italy: it is far from having a competence-based approach 

New Guidelines on internship: 
Internship is a training labour market active policy aimed at fostering youth 
opportunities in the labour market by improving knowledge and professional 
competences, by the mean of a direct contact with a host organization. 

Few provisions concerning quality of the training contents: 
- a formal agreement must be concluded between host organization and a 
promoting organization in charge to guarantee the internship quality  
- a training project must be joint to the internship agreement 
- it will include information about training objectives and activities 

What about competences to be developed and the way to make them 
recognisable in the labour market? 



Internship Guidelines Decree n. 13 of 2013 on competencies 
validation and certification 

A final competencies certification for interns is 
foreseen. 

Internship promoter organization must assess 
the competences developed by interns. 

No certainty about the fact that the same subject 
authorized to promote internship will be 
authorized to assess competences. 

Certification process is defined by applicable 
laws. 

Competencies must refer to the Regional or 
National Repository. 

Recording on Citizen Booklet (not implemented) 

Specific rules and procedures for assessing and 
certificating competencies developed in formal, 
non formal and informal learning. 

These functions have to be realized by 
authorised bodies. Highly centralised system 
controlled by the public administration. 

Certifications will be part of a National 
Repository of professional standards, built on the 
basis of classifications provided by national 
institutes of statistics, far from labour market 
reality. 

Recording on Citizen Booklet (not implemented) 

System not yet implemented. 



Conclusive remarks 

Economic compensa2on: it is not sufficient to provide a quality framework, if 
other important aspects, such as the competences to be developed, are 
neglected. 

Controlling interns ac2vi2es: excluding interns from the company core 
ac>vi>es must be counterproduc>ve.  

Be sure that there is a training content: it cannot be defined by assimila>on 
with training provided in educa>onal environment. 

Need to define a specific set of rules concerning  

‐ the training contents in terms of competences to be developed in a 
workplace 
‐ their connec>on with the labour market demand and  
‐ their readability and transparency in the labour market  


