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Context 

This case study concerns the ICOP benefit corporation, a company active all over the world and recently 

engaged in Denmark, Sweden, and Norway as a subcontractor of large firms for the realisation of metro 

lines contracted by public clients. 

The type of implemented works does not vary between Italy 

and other countries. As long as Europe is concerned, the 

company builds stations for underground metros. 

Nevertheless, in spite of the similarity of works, the 

identification of the case as a good practice has to do mainly 

with the attention to safety required in the North European 

context, an aspect considered as an opportunity for the 

company and the workers involved. 

 

 

Description of the experience 

The company does not usually hire personnel in loco when carrying out works abroad mainly for reasons 

concerning language obstacles. Instead, it prefers to post its workers there. Usually, postings do not last 

more than 12 months. 

Among apprentices, the company sends white-collar workers abroad, for instance those who are to 

achieve the job title of ‘construction site assistant’ at the end of the apprenticeship period. The 

employment contract and the individual training plan include for the selected worker the different 

training activities and attach him/her a tutor, generally a project manager who follows the worker along 

the whole apprenticeship period. Vocational training activities outside the company are anyway carried 

out in cooperation with the local paritarian vocational training school (Scuola Edile). Instead, training 

implemented by the company is provided directly on the job, therefore at the construction sites located 

abroad. 

For what concerns blue-collar workers enrolled as apprentices, the company prefers to train them in Italy, 

where all its machineries are available and where they can implement every single type of processing 

technique ICOP realises. 

Every team posted abroad includes between 5 and 20 persons, half thereof engineers, and possibly 

involves an apprentice. The selected young workers are at their first experience abroad for the vast 

majority of cases. 

ICOP, usually operating abroad by means of a local branch, ensures the availability of accommodation for 

its personnel abroad, as well as a reference person in cities where works take place. In addition, the 

company pays for a monthly trip back home. 

Anyway, what are the key features of this kind of training and why is it so qualifying? 

The main aspect concerns the preparation about safe work practices, which plays a very important role in 

the company’s activities, yet receiving even more attention and carefulness in construction sites hereby 

analysed. Periodical safety meetings take place in the sites, in English, and involve all companies therein 
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active. In addition, ICOP organises daily ‘toolbox meetings’. At the 

beginning of the working day, the whole team takes part in these 

meetings. Basically, they are operational meetings where the activities 

to be implemented are revised in detail, possible problems are 

discussed, instructions are shared. For instance, in case of lift works, 

instructions would include: don’t walk under suspended loads, follow 

orders by the rigger, revise signals, mark the concerned area… 

The case is not only about the contents of training, all persons working 

in construction sites, especially young workers, do have adequately 

certified training on occupational safety and health, rather about the 

type of training that this good practice features: the ‘tool box meetings’ 

help to create a team, to provide and receive clear instructions by 

project managers, to develop competences for the team as a whole and 

for each concerned worker. On the top of this, the practice contributes 

to make workers more aware of their role in the construction site and 

able to cooperate for the well-functioning thereof. 

 

Conclusion 

One of the reasons for the adoption of described procedures is certainly the involvement in North-

European work contexts, where the attention on occupational health and safety is a high priority. Anyhow, 

the described procedures have been gradually improved and integrated, until the introduction in 2021 of 

a bonus pay which is granted to all team members, provided specific targets about the elimination of 

accidents at work are met. This has contributed to reinforce the bond between members of each team. 

The company wishes to replicate the very same activities also in Italian construction sites. This would offer 

the possibility to develop similar competences also to those employed in Italy. In fact, apprentices sent 

abroad learn a sounder and more coherent approach about issues and basilar good practices on the 

fundamental topic of safety than their colleagues who stay in Italy. They also feature a more coherent and 

organised approach on teamwork, on the respect of precedencies, and on cooperation between teams. 

This knowledge surely represents a positive starting point and an added value for the future work career.   

Young apprentice clerks obtain a rounded training, an adequate remuneration and awareness on different 

work contexts, albeit filtered by protections guaranteed by the company and by the relatively brief length 

of posting. Altogether, these elements constitute a top-level training. 

The possibility to transfer this practice in Italian sites is hindered by the well-known size limits of domestic 

firms, usually staffed with very few employees. 

Working abroad for some periods enables the apprentices to integrate their training with competences 

hard to develop in Italy and useful for the apprentices themselves on a personal and an economic ground.  

At the same time, the company can gauge employees more comprehensively than it could in Italy only. 
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Finally, the company is considering the introduction of an assessment of competences by means of 

specific questionnaires targeting the experience abroad. 

For what concerns the possibility to transfer and upscale the practice, the company believes that the 

introduction of a European apprenticeship programme would be beneficial. This should simplify the 

reciprocal recognition of training and the creation of networks between accredited training centres, in a 

way to allow the prosecution of training also abroad, whether on the job, provided by the company, or by 

other institutions. 
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