EEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEE

A EUROPEAN IN-SERVICE TRAINING
PACKAGE AND MODEL FOR EARLY
CHILDHOOD EDUCATION AND CARE STAFF

JUNE 2026
WORK PACKAGE 4, ACTIVITY A4

’-~

%

| Co-funded by
the European Union

Funded by the European Union. Views and opinions expressed are however those of the author(s) only
and do not necessarily reflect those of the European Union or the European Education and Culture
Executive Agency (EACEA). Neither the European Union nor EACEA can be held responsible for them.
[Project number: 2023-1-SE01-KA220-SCH-000156400]




Section 1 - Purpose and underpinning framework

1.1 The challenge: why a new approach to ECEC professional development

If you work in early childhood education and care anywhere in Europe, you know that the job has
changed. The children in your centres come from more diverse backgrounds than a decade ago.
Expectations from families, municipalities, and national governments have grown.
Sustainability, inclusion, digital literacy, family participation, these are no longer optional add-
ons but part of the daily work. And yet the way most countries organise professional development
for ECEC staff has not kept pace with these changes.

The INTEC partnership carried out a comparative analysis of CPD systems in five EU countries,
namely Belgium (Flanders), Italy, Latvia, Spain (Catalonia), and Sweden. The findings were
striking. None of these countries has a structured curriculum for the in-service training of ECEC
professionals. Each has its own mix of guidelines, regulations, and local arrangements, but there
is no common framework that tells a teacher or a pedagogical coordinator: here is what you
should be working on throughout your career, and here is how.

The analysis identified several recurring problems. Financial resources for professional
development are limited everywhere. In most EU countries, with some exceptions like Latvia and
Spain (Catalonia), CPD is either not mandatory or only loosely defined as a professional duty
without specifying minimum hours. Free-child time for training is rarely guaranteed in
employment contracts, which means professionals often need to use their personal time. And
perhaps most importantly, the CPD landscape is fragmented: different providers offer different
programmes with little coordination, making it hard for professionals to build a coherent
development path over time.

At the European level, there is no shortage of ambition. The EU Quality Framework for ECEC
(2014), the Council Recommendation on High-Quality ECEC Systems (2019), and the European
Education Area strategy all point in the same direction: well-trained, continuously developing
ECEC staff are essential for quality services. But these policy documents do not come with
operational tools. They tell member states what to aim for, not how to get there.

There is one more gap that matters specifically for this model. The number of ECEC organisations
holding Erasmus+ accreditation has been growing steadily across Europe. These accreditations
give municipalities and service providers access to KA1 funding for staff mobility, that is, money
to send teachers and coordinators abroad for training. But accreditation alone does not solve the
practical problem: where do you send people? What courses are available? How do you make sure
the experience abroad connects to the professional’s development needs back home? For many
accredited organisations, especially smaller municipalities, these questions remain unanswered.
They have the funding but lack a structured offer to use it well.

This is the space that the INTEC model was designed for and contributes to fill.



1.2 What INTEC has built

INTEC, Developing an Innovative In-service Training Model for ECEC Staff, is an Erasmus+ KA2
Cooperation Partnership that brought together six organisations from five countries between
2023 and 2026. The partnership includes three universities with strong ECEC research and
training profiles (Bambini Bicocca Foundation at University of Milano-Bicocca in Italy, Fundacié
Universitaria Balmes (University of Vic-Central University of Catalonia) and RTU Liepaja
Academy in Latvia), the Erasmus Brussels University of Applied Sciences and Arts in Belgium,
one municipality with an established ECEC system (Vanersborg Municipality in Sweden, the lead
partner), and one transnational network of local authorities (SERN, Sweden Emilia Romagna
Network).

Over three years, the partnership developed a set of interconnected products that together form
a European in-service training system for ECEC professionals:

A Transnational In-Service Training Curriculum (TITC) that provides the shared values,
competence framework, and methodological principles underlying all training activities. The
curriculum is not a rigid prescription but a compass, orienting training while leaving room for
local adaptation.

Five thematic training courses developed and tested by the university partners, covering
sustainability, internationalisation, family participation, diversity and inclusion, and STEAM
education. Each course is designed for both local and international participants and follows the
methodological principles of the TITC.

An intensive training programme for pedagogical coordinators (the Intensive Training
Programme), tested in Brussels in January 2026, which uses narrative collaborative coaching to
address all five thematic areas in a condensed, cross-cutting format aimed at ECEC leaders.

A job-shadowing model with 5-day programme templates, observation guides, and evaluation
tools that enable professionals to learn by observing authentic practice in ECEC centres abroad.
Each of the five themes is supported by a dedicated Programme Guide (JS1—JS5) that translates
the template into a structured, day-by-day learning experience.

Five learning pathways that combine courses and job-shadowing into coherent professional
development trajectories, each with a specific aim, from strengthening inclusive practice to
building European-minded leadership.

The present document describes how these components fit together into a model that any ECEC
service provider in Europe can adopt. Section 1 (this section) presents the purpose and conceptual
foundations. Section 2 describes the model itself, the training formats, pathways, and how
professionals navigate through them. Section 3 offers practical guidance for organisations that
want to integrate the model into their existing Continuous Professional Development
(CPD)arrangements. The Annex provides the operational tools: templates, agreements, and
evaluation instruments.



1.3 Shared values

The INTEC model is grounded in a set of values that the partnership identified through
comparative research, analysis and debate. These reflect what the five countries’ policy
documents, professional standards, and educational traditions converge on when it comes to
quality in early childhood education. They provide the common ground on which a genuinely
transnational training can be built, while acknowledging that each country, each provider, each
centre will express these values in its own way.

Children’s rights and holistic development

Children are active participants in their own learning and development, not passive recipients of
care. The UN Convention on the Rights of the Child and the EU Quality Framework both place
the child at the centre, with the right to education, play, participation, and protection. ECEC
professionals need training that deepens their understanding of how children learn, through play,
exploration, relationships, and making sense of the world around them, and that respects
children’s agency.

Inclusiveness

Every child and every family should feel welcomed, valued, and supported in the ECEC centre,
regardless of background, ability, language, or family structure. Inclusion is not a separate topic
to be addressed in isolation; it runs through every aspect of professional practice, from how the
physical space is organised to how communication with families is handled. Training that
strengthens inclusive competence is training that improves the quality of the entire service.

Sustainability

Early childhood is where attitudes toward the environment and toward living together in society
begin to take shape. ECEC centres have a responsibility, and an opportunity, to embed
sustainability in their daily routines, their relationship with the local community, and their
pedagogical approach. The INTEC model connects to the UN Agenda 2030 and the Erasmus+
horizontal priority on environment and climate change, not as distant policy goals but as practical
orientations for everyday educational work.

Community of practice and teamwork

Effective ECEC work is never the achievement of a single professional. It depends on teams that
plan together, reflect together, and support each other. The concept of a community of practice,
a group of professionals who share a concern, learn from each other, and collectively develop
their expertise, is central to the INTEC approach. This extends beyond the individual centre: the
model creates transnational communities of learners who carry insights back to their home
teams.

The European dimension

Working in ECEC in Europe today means working in a diverse, multilingual, mobile society.
Professionals benefit from understanding how colleagues in other countries approach the same



challenges, not to import solutions wholesale, but to broaden their own perspective and
strengthen their professional identity. The European dimension is not an add-on to CPD but a
source of professional enrichment that the INTEC model makes accessible through structured
transnational mobility.

1.4 The competence framework

The TITC identifies five broad competence areas that ECEC professionals should develop
throughout their careers. These areas emerged from a comparison of competence profiles in the
partner countries’ national guidelines, mapped against the European Quality Framework. They
are deliberately broad as the aim is not to identify a single competence model for all of Europe,
but to identify the common ground that makes transnational training meaningful.

The five areas are described below. Each connects to one or more of the thematic courses and
pathways described in Section 2.

1. Pedagogical and didactic competence

This is about knowing how to create learning environments where children can thrive. It includes
the ability to observe children, to design activities that respond to their interests and
developmental needs, to use a range of pedagogical approaches (including play-based, inquiry-
based, and project-based learning), and to document educational processes. Professionals need
cross-curricular knowledge spanning verbal, artistic, physical, social, and scientific domains.
Most importantly, ECEC professionals are facilitators, observers, and co-constructors of
knowledge, not transmitters of predetermined content.

2. Professional knowledge and identity

ECEC professionals operate at the intersection of care and education. They need a solid
foundation in child development, educational theory, and the legislative and policy frameworks
that govern their work. But professional knowledge goes beyond academic preparation as it
includes the capacity for critical reflection on one’s own practice, a commitment to continuous
learning, and the ability to connect daily work with broader professional and societal goals. A
global perspective, and engagement with research, are also part of this competence area.

3. Working with families

The relationship between ECEC centres and families is one of the strongest predictors of quality.
Professionals need skills to recognise the shared responsibility of professionals and parents, to
build trust without judgement, to involve families actively in children’s learning, and to work with
the diversity of family values and cultures that children bring into the centre. This goes beyond
occasional parent meetings; it requires a systematic approach to partnership that is embedded in
the centre’s routines and culture.

4. Leadership

Leadership in ECEC is not limited to the head of the centre. The INTEC model embraces
distributed leadership: the idea that quality is co-created by all professionals, each taking



responsibility within their role. Leaders, whether formal or informal, review teaching quality,
connect theory with practice, define the centre’s vision, support colleagues through mentoring
and coaching, and create the conditions for a learning culture. Training that strengthens
leadership capacity strengthens the entire organisation.

5. Social engagement and community connection

ECEC centres are part of their local community, and professionals are ambassadors between the
centre and the wider society. This competence area covers the ability to work as part of a team,
to collaborate with community actors and services, and to support families within their social
context. It also includes the capacity to see the ECEC centre as a space where social cohesion,
democratic participation, and community well-being are actively fostered, starting from the
earliest years.

1.5 Methodological foundations

How training is delivered matters as much as what it covers. The INTEC model adopts a
methodological perspective shaped by both research evidence and the practical experience of the
partnership. Three principles, based on recent literature, have guided the design of all training
activities.

Principle 1: mixing theory and practice

Effective CPD does not separate theoretical input from practical application. It connects them in
a continuous loop: professionals encounter a concept, try it out in their setting, reflect on what
happened, and return to the theory with a richer understanding. This is not a new idea, but it is
one that many traditional training formats fail to implement. The INTEC courses are designed so
that participants work with real situations from their own centres, analyse practice together, and
leave with concrete plans for action, not just new knowledge.

Principle 2: building communities of learners and professionals

Learning is stronger when it happens in a group. The INTEC model deliberately creates spaces
where professionals from different countries, different types of centres, and different professional
roles learn together. During courses, this takes the form of group discussions, peer feedback, and
collaborative analysis of practice. Beyond the courses, participants are encouraged to maintain
contact and form professional learning communities that continue to exchange ideas and
resources. The transnational dimension adds particular value here: seeing how a colleague in
Latvia or Spain handles a challenge that you also face in your own centre opens up perspectives
that purely local training cannot provide.

Principle 3: experiential learning through mobility

Some things cannot be learned in a seminar room or through a screen. Seeing a real ECEC centre
operate in another country, how they organise the physical space, how they involve families, how
the team communicates, how they handle a difficult moment with a child, produces a depth of
understanding that no lecture or handbook can match. This is why the INTEC model gives a



central role to job-shadowing: structured observation of authentic practice, guided by clear
objectives and followed by systematic reflection. The Intensive Training Programme for
coordinators takes this further by combining site visits with narrative coaching, helping leaders
make sense of what they observe and connect it to their own organisational reality.

Within these three principles, the INTEC model draws on several established methodological
approaches:

Action-research: a cyclical process of planning, acting, observing, and reflecting, where
professionals investigate questions arising from their own practice and use what they learn to
improve it.

Practice analysis: a structured approach to observing, understanding, and discussing what
happens in educational situations, with the aim of making tacit knowledge explicit and
identifying more effective strategies.

Working with narratives: using stories and accounts of professional experience as tools for
learning and reflection. Narratives help professionals uncover underlying values, assumptions,
and patterns of thought that shape their practice.

The ALACT cycle: a model that combines experiential learning with reflective practice in an
iterative process, taking action, reflecting on outcomes, learning from the experience, and using
that learning to inform the next action.

These approaches share a common thread: they treat the professional’s own practice as the
starting point and primary material for learning. They ask professionals not just to absorb new
content but to examine what they already do, question it, and develop it further. This makes
training directly relevant to daily work, which is, in the end, the only test that matters.



Section 2 — The Model: training formats and learning pathways

2.1 Overview: how the model works

The INTEC model is built in layers. At the foundation sits the Transnational In-Service Training
Curriculum, which provides the values, competences, and methodological principles described in
Section 1. On top of that foundation, the model offers three distinct training formats, each
designed for a different type of learning experience. And connecting everything are five learning
pathways that help professionals and their organisations choose a meaningful route through the
available opportunities.

The diagram below shows the overall architecture. Read it from top to bottom: the TITC grounds
the whole system; the four formats are the building blocks; the pathways are the navigation layer;
and at the bottom is the individual professional, making choices based on their role, interests,
and development needs.

The INTEC In-Service Training Model

Transnational In-Service Training Curriculum (TITC)

Shared values - Fve competence areas - Three CPD principles - Ev n framewark

Thematic courses Winter School Job-shadowing Local transfer

Back in the home centre

Team sharing sessions

1. Inclusive Practice Essem.ials

2. European Dimension & Callaborat.jon
3. Pedag.ogical Innowation in Practice
4, Leadership for Inclusive Centres

5. Community Engagement & Social Responsibility

The ECEC provider



Figure 1 — The INTEC in-service training model: layers and components

The model is not sequential as a professional does not need to start at the bottom and work
upward, nor do they need to engage with every format. The pathways provide direction, but
flexibility is built in. A ECEC professional might begin with a single thematic course, follow it
with a job-shadowing experience the next year, and gradually build towards a complete pathway.
A pedagogical coordinator might start with the Intensive Training Programme and then deepen
one area through a course. The point is that however small every engagement with the model is
grounded in the same competence framework and contributes to the professional’s long-term
development.

The training formats and five pathways are described in detail in the following subsections.

2.2 The three training formats

The INTEC model offers three complementary ways to learn. They differ in duration, target
group, setting, and the type of learning they produce. The idea is that no single format can do
everything: a three-day course gives you new concepts and tools, but it doesn’t show you how a
real centre operates day to day. Job-shadowing does that, but it doesn’t provide organised
theoretical inputs. The intensive training program gives leaders a cross-cutting overview that
individual courses cannot. And none of these transnational experiences fully deliver their
potential unless what is learned is shared with the home team. That is why the model includes all
four.

Format 1: Thematic international courses

The partnership developed five thematic courses, informed by the SDG goals, each hosted by a
different university partner. They follow a 3-day international format (typically structured as 6-
hour sessions or an 8-8-4 pattern) and are designed for mixed groups of local and international
participants, ideally including both experienced professionals and student teachers, to create a
heterogeneous learning environment.

The five courses are:

Social and Green Sustainability (RTU Liepaja Academy, Latvia) — focuses on embedding
sustainability principles into ECEC daily routines and connecting the centre with the local
community around environmental and social responsibility.

Internationalisation of Preschool Activities (SERN, Italy) — supports professionals in
developing international perspectives within their pedagogical practice, including strategies for
transnational collaboration.

STEAM — Mumabot (Fondazione Bambini Bicocca, Italy) — combines inquiry-based STEAM
education with multisensory and creative approaches, using low-tech materials and project-
based learning.



School-Families Relationship and Family Participation (University of Vic, Spain) —
builds capacity for creating trust-based partnerships between centres and families, with attention
to diverse family contexts and rights-based approaches.

Diversity and Inclusion (Erasmus Hogeschool Brussels, Belgium) — addresses equity,
unconscious bias, and inclusive practice, with a focus on creating welcoming environments for
all children and families.

Each course is rooted in the TITC competence framework and follows the three methodological
principles described in Section 1. Courses combine theoretical input with practice analysis, group
reflection, and concrete planning for application in participants’ own settings. They are designed
to be repeated annually and are open to participants from any European country.

Format 2: Intensive training programme for pedagogical coordinators

The Intensive Training Programme is a 5-day intensive training programme specifically designed
for ECEC leaders: headmasters, pedagogical coordinators, managers, and other professionals
with leadership responsibilities. It was developed and first tested in Brussels in January 2026,
hosted by Erasmus Brussels University of Applied Sciences and Arts in Belgium.

What sets the Intensive Training Programme apart from the thematic courses is its cross-cutting
nature. Rather than focusing on a single topic, it moves across all five thematic areas in an
integrated way.

The programme combines input sessions led by each partner university (each contributing their
thematic expertise), site visits to local ECEC centres in the hosting city, and structured reflection
and peer exchange. The aim is not to transmit specific content, as the thematic courses do that,
but to strengthen the coordinator’s capacity to lead CPD within their own organisation, to connect
different thematic areas in their centre’s development plan, and to build a transnational peer
network of ECEC leaders.

The Intensive Training Programme is designed to be held annually, rotating among partner cities
to offer participants different national contexts.

Format 3: Job-shadowing

Job-shadowing is the experiential heart of the INTEC model. It involves a professional spending
five days in an ECEC centre in another country, observing how things work in practice: how the
team communicates, how activities are planned and documented, how families are welcomed,
how children’s learning is supported in real time.

Each job-shadowing experience is organised around a specific thematic focus aligned with the
participant’s chosen pathway. The INTEC model provides five job-shadowing programmes, each
with defined learning objectives, observation guides, and reflection tools:

1. Observing Inclusive Pedagogies and Family Engagement part of with Pathway 1,
focusing on how centres create equitable and welcoming environments.



2. Experiencing Internationalisation in Everyday Practice part of with Pathway 2,
focusing on how international perspectives are embedded in routines.

3. Innovative STEAM Inquiry and Sustainable Practices part of Pathway 3, focusing on
creative, inquiry-based approaches.

4. Leading Inclusive, Collaborative, and Internationally Oriented Communities part
of Pathway 4, focusing on leadership structures and cultures.

5. Sustainable Community Practices and Family Participation part of Pathway 5,
focusing on the centre as a community actor.

Each of these five themes is supported by a dedicated Programme Guide (JS1—JS5). Developed
alongside the JS Sending & Hosting Template, each guide provides a pre-departure orientation
for participants, the learning objectives and observation sub-questions for that theme, a
suggested day-by-day programme for Days 2—4, structured observation guidelines, reflective
journal prompts, a Day 5 local transfer planning tool, and a preparation checklist for the hosting
centre. The template remains the operational, contractual document; the Programme Guides are
the pedagogical companion that gives each job-shadowing week its structured learning design.

The 5-day structure typically begins with an introduction to the hosting centre and its context,
followed by three to four days of observation (alternating between classroom teachers and
specialist staff), and closes with a feedback session, plenary discussion, and evaluation.
Participants receive observation grids and are expected to keep a reflective journal throughout.

Job-shadowing experiences can be hosted by ECEC centres in any of the consortium countries.
Over time, the hosting network can expand as new organisations join the system.

Format 4: Local transfer

The three formats described above, thematic courses, the Intensive Training Programme, and
job-shadowing, are the training activities developed and tested by the INTEC project. But the
partnership recognises that transnational training only delivers its full value if the insights, ideas,
and tools that professionals bring back are shared with their colleagues and integrated into the
centre’s daily practice.

The INTEC model therefore strongly recommends that organisations using these training
activities plan for local transfer as part of their CPD strategy. This could take different forms: a
presentation to the team, a joint reflection session, a collaborative experiment where the
returning professional tries out a new approach with the support of colleagues, or documentation
that makes the learning visible and accessible to the whole centre.

At the individual level, the (individual) learning agreement (see Annex) includes a section on
planned local transfer activities, to be agreed between the professional and their coordinator
before departure. This ensures that the return phase is planned and supported, not left to chance.

At the organisational level, however, local transfer rests largely on the conditions that the
organisation can create. A provider that sends staff on INTEC training activities should consider
how it will introduce local transfer into its regular routines. This means allocating time for team



sharing, not as an occasional extra, but as a scheduled part of the centre’s calendar. It means
giving the returning professional a clear role in the team’s ongoing professional development
going beyond the simple presentation what they saw and learned, but actively supporting
colleagues in experimenting with new approaches. And it means connecting individual mobility
experiences to the centre’s broader development plan, so that for example a teacher’s
participation in a course on inclusion feeds into a centre-wide effort to strengthen inclusive
practice.

Pedagogical coordinators play a critical role in this respect. They are the link between the
individual’s learning journey and the organisation’s strategic priorities. A coordinator who has
attended the Intensive Training Programme will be better equipped to facilitate this connection,
which is one reason the model includes a specific training format for leaders. But even without
the Intensive Training Programme, any coordinator can use the TITC competence framework
and the pathway structure to plan mobilities that serve both the individual and the organisation,
and to create the conditions for meaningful local transfer when staff return.

Section 3 provides more detail on how organisations can set up these structures as part of their
(multi) annual CPD planning.

2.3 The five learning pathways

The learning pathways are the navigation layer of the model. They answer a simple question that
professionals and their managers often face: with multiple courses, job-shadowing options, and
an intensive school available, where should I start, and what combination makes sense for me?

Each pathway combines two or three thematic courses with a dedicated job-shadowing
programme, creating a coherent professional development trajectory with a specific aim. The
pathways are not rigid sequences — professionals can start with any component and build over
time, even across academic years. But they provide a logic and a direction that prevents the model
from becoming a disorganised menu.

The table below summarises the five pathways.

Courses included Job-shadowing

focus
1. Inclusive Strengthen capacity to Diversity and Observing inclusive
Practice create equitable, Inclusion; Family pedagogies and family
Essentials responsive, and welcoming Participation engagement in everyday
learning environments. practice
2. European Introduce international Internationalisation; Experiencing
dimension and pedagogical perspectives plus Diversity and internationalisation in
collaboration and support first steps in Inclusion or everyday preschool
transnational Sustainability practice

partnerships.



3. Pedagogical Enrich the learning STEAM-Mumabot; Innovative STEAM

Innovation in environment with creative, Sustainability inquiry and sustainable

Practice multisensory, and practices in action
contemporary approaches.

4. Leadership Prepare leaders to build Family Participation; Leading inclusive,

for Inclusive equitable, collaborative, Diversity and collaborative, and

Centres and outward-looking Inclusion; internationally oriented
school cultures. Internationalisation ECEC communities

5. Community Mobilise the ECEC centre Sustainability; Family Sustainable community

Engagement as a community actor for Participation; practices and family
and Social well-being and Diversity and participation in everyday
Responsibility  participation. Inclusion ECEC life

Table 1 — Overview of the five INTEC learning pathways The job-shadowing themes named for each
pathway are detailed in the corresponding JS1—JS5 Programme Guides (see Section 3.7 and Annex).

A few things to note about how the pathways work in practice

Pathways are for individuals, not for groups. Two teachers from the same centre might follow
different pathways depending on their professional profiles and interests. A teacher working
primarily with children from diverse language backgrounds might choose Pathway 1, while a
colleague interested in outdoor education and sustainability might follow Pathway 3. The
organisation benefits from both.

The intensive training programme stands alongside, not inside, the pathways. The pathways are
primarily designed for teachers and educators. The Intensive Training Programme is for
coordinators and leaders. A coordinator might participate in the Intensive Training Programme
and then support their staff in following specific pathways which is in fact the ideal scenario,
since the intensive training programme equips leaders to guide CPD strategically.

Pathways can be completed over multiple years. A realistic timeline for a full pathway is two to
three years: one course in the first year, a second course and a job-shadowing in the second, with
local transfer activities running throughout. This matches the multi-annual planning cycles as
well current limitations set out at Programme level of most Erasmus+ accredited organisations.

Not every professional needs to complete a full pathway. A single course combined with
a job-shadowing is already a substantial learning experience. The pathways are an offer, not a
requirement. They add coherence and progression for those who want it, but the model
accommodates shorter engagements too.

How courses connect to the TITC competence areas



The diagram below shows which competence areas each training activity primarily develops. All
activities contribute to professional knowledge and identity (row 2), reflecting the TITC’s cross-
cutting emphasis on reflective practice. But beyond that common thread, each course has its own
profile: STEAM—-Mumabot focuses heavily on pedagogical competence, the Family Participation
course is strongest on working with families, and the Intensive Training Programme is the only
format that primarily targets leadership. This matrix can help coordinators match staff to the
right activities based on which competences they most need to develop.

How INTEC training activities map to the TITC competence areas
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Figure 2 — Mapping of INTEC training model

2.4 Navigating the model: from individual needs to a development plan

For the model to work in practice, someone needs to make the connection between the available
opportunities and the actual development needs of professionals. In most ECEC organisations,
this is the role of the pedagogical coordinator, the centre director, or the municipal training
coordinator.

The TITC competence framework (Section 1.4) provides the tool for this. By mapping a
professional’s current strengths and areas for growth against the five competence areas —
pedagogical and didactic competence, professional knowledge, working with families, leadership,
and social engagement — the coordinator can identify which pathway or combination of activities
is most relevant.

A practical example: a centre where the team struggles with family engagement might prioritise
Pathway 1 (Inclusive practice Essentials) for one or two teachers, combined with a job-shadowing



focused on observing how a centre in another country handles daily communication with
families. At the same time, the centre coordinator might attend the Intensive Training
Programme to develop a broader CPD strategy for the whole team. The following year, the centre
might shift attention to Pathway 3 or 5, depending on how priorities evolve.

Section 3 of this document provides detailed guidance for organisations on how to build a multi-
annual European CPD plan using the INTEC model, including how to connect it to Erasmus+
KA1 mobility funding.

To make this concrete, the diagram below illustrates what a realistic 2—3 year plan looks like for
Pathway 1 (Inclusive practice essentials), showing how a teacher and their coordinator might
sequence the different activities over time.

A pathway in practice: what a realistic 2-3 year plan looks like

Year 1
o 3 days - Brussels Individual learning agreement
<
Diversity & Inclusion course Before departure: coordinator and teacher
agree on learning objectives, chosen pathway
pl d local transfer a s, and how the
Team presentation + reflective journal experience connects to the centre's CPD plan
Year 2
[ ] MN 3 days - Vic, Spain
Family Participation course .
Y P Job-shadowing theme:
Observing inclusive pedagogies and
5 days - hosting centre abroad < family engagement in everyday practice
Job-shadowing
Year 3
Consolidation and local transfer What consolidation looks like:
Practice changes documented and shared
- Professional learning community active

5 days - Brussels

. . - Coordinator plans next pathway for team
Coordinator: Winter School pla F y

- Pathway completion certificate issued

Figure 3 — Example: a 2—3 year implementation of Pathway 1 (Inclusive Practice Essentials)

This example shows one possible sequence. Other pathways follow a similar sequence but with
different courses and job-shadowing themes. The key principle is that transnational mobility
activities are spread over time, interspersed with local transfer periods, and planned in advance
through the individual learning agreement. The coordinator’s participation in the Intensive
Training Programme (Year 3 in this example) is not mandatory but strengthens the centre’s
capacity to sustain and build on the individual teacher’s learning.



Section 3, Integrating the model into your CPD practice

3.1 Who is this section for

Sections 1 and 2 described the foundations and architecture of the INTEC model. This section is
about putting it to work. It is addressed to three groups of people who, between them, make the
decisions about professional development in ECEC organisations:

Municipal education departments and ECEC service managers who oversee training
policy for networks of centres. They decide the strategic direction: which competences to
prioritise, how to allocate training budgets, whether to invest in transnational mobility as part of
their CPD strategy.

Private (and public) Centre directors and pedagogical coordinators who translate
strategy into practice. They know their teams, identify individual development needs, and create
the conditions for learning to happen — both during mobility experiences and when professionals
return.

Training coordinators and Erasmus+ project managers who handle the operational
side: planning mobilities, managing KA1 budgets, coordinating with hosting institutions, and
ensuring that administrative requirements are met.

Depending on your organisation’s size, one person might wear all three hats. In a large
municipality with many preschools, these roles are likely held by different people. Either way, the
steps described below apply.

3.2 Assessing your organisation’s training needs

Before choosing which INTEC activities to participate in, it helps to have a clear picture of where
your organisation stands and where it wants to go. The TITC competence framework (Section
1.4) provides a practical tool for this conversation. But the way you use it depends on the scale of
your organisation.

Most ECEC service providers in Europe are not single centres operating in isolation. Public
providers typically manage networks of preschools: sometimes five or ten, sometimes thirty or
more. Private providers and consortia often run multiple sites across a city or a region. In these
organisations, professional development is not just about individual teachers getting better at



their jobs; it is about building coherent quality across a system of centres, each with its own team
dynamics, community context, and development history.

The INTEC model is designed to work at both levels, the system and the individual centre, and
the needs assessment should reflect this.

At the system level: identifying strategic priorities across your network

If you manage a network of ECEC centres, the first question is not “who should go on a course?”
but “what are our common challenges and strategic priorities as a service?” The five TITC
competence areas offer a framework for this system-level conversation.

A municipal education or a provide ECEC provider department might, for instance, recognise
that family participation is a shared challenge across most of its centres — families from migrant
backgrounds are growing in number, the traditional parent-meeting model is not working, and
front-line staff feel unprepared. At the same time, two or three centres might have a specific need
around sustainability because they are piloting outdoor education programmes. And the
coordinators across the network might collectively lack confidence in leading CPD within their
own teams.

This kind of system-level reading produces a differentiated but coherent plan: a group of teachers
from several centres could follow Pathway 1 (Inclusive practice essentials) or attend the School—
Families course together, the sustainability-focused centres could send staff on Pathway 3, and a
cohort of coordinators could attend the Intensive Training Programme. The key is that all of these
activities are connected by the same competence framework and serve the same overall strategy,
even though different centres and different professionals are following different routes.

There are practical advantages to planning at the system level. When a municipality sends three
participants from three different centres to the same course, each comes back with the same
concepts and tools but applies them in a different context. If the ECEC provider then creates a
space for these three professionals to compare their experiences and support each other, a cross-
centre professional learning community, the impact multiplies. One professional returning to one
team can struggle to change embedded routines; three professionals returning to three teams and
meeting regularly to share what is working have a much stronger position.

At the centre level: mapping team strengths and development needs

Within each centre, the needs assessment becomes more specific. The coordinator or centre
director knows the team: who is experienced and who is in their early career, who is confident
with families and who finds it difficult, who has already participated in international activities
and who has never worked outside their own city.

The five TITC competence areas, i.e. pedagogical and didactic competence, professional
knowledge, working with families, leadership, and social engagement, offer a shared language for



this conversation. You do not need a formal assessment instrument. What you need is an honest
discussion within the team, guided by questions like: Which of these areas do we feel most
confident about? Where have we been struggling? What feedback have we received from families,
from colleagues, from external evaluations? What is changing in our community that we need to
respond to?

From this conversation, the coordinator can identify which professionals would benefit most
from which pathway or activity, and how their participation connects to the centre’s own
development plan. A centre where the team is strong on pedagogical practice but struggles with
family engagement would prioritise differently from a centre that has excellent family
relationships but wants to innovate its approach to learning environments.

Connecting the two levels: from system strategy to individual learning plans

The most effective use of the INTEC model happens when the system level and the centre level
are connected. In practice, this means that the public education department or private service
manager sets the strategic direction (for example “this year our priorities are family participation
and leadership development”), the coordinators translate this into centre-specific choices (“in my
centre, these two teachers would benefit most, and this is the pathway that fits”), and the
individual learning agreements capture the specific objectives for each professional.

This top-down-meets-bottom-up logic is not new to most ECEC service managers as it reflects
how effective CPD planning works. What the INTEC model adds is a structured set of options
(the pathways, the courses, the job-shadowing programmes) and a common language (the TITC
competence framework) that make the planning process concrete rather than abstract.

The competence-course mapping (Figure 2 in Section 2) is a useful tool in this process. It shows
at a glance which training activities primarily develop which competence areas, helping
coordinators and service managers match needs to opportunities. If working with families is the
priority, Pathway 1 is the most relevant, and the School-Families Relationship and Family
Participation course in Vic is the natural starting point. If the network needs to strengthen its
approach to sustainability and community engagement, Pathway 3 or 5 would be more
appropriate, starting with the Social and Green Sustainability course in Liepaja.

A note on timing and rotation

For larger organisations, the needs assessment is not a one-off exercise. It makes sense to revisit
it annually, as part of the regular CPD planning cycle. Priorities shift: a centre that focused on
inclusion this year may need to pivot to sustainability next year. New staff arrive. Experienced
professionals who have completed one pathway may want to start another. A well-managed
system rotates participation over time, so that over a three-to-five-year period a significant share
of the workforce has engaged with at least one INTEC activity, and the professionals who



participated first are now supporting their newer colleagues as informal mentors and local
resource persons.

The Erasmus+ KA1 accreditation logic supports this approach: it is designed for multi-annual
planning, with recurring funding that allows organisations to build staff mobility into their
regular operations rather than treating it as a one-off project.

3.3 Building a multi-annual European CPD plan

The INTEC model works best when it is embedded in a planned cycle and it is not treated as a
series of isolated trips. A realistic timeline for a full learning pathway is two to three years (see
Figure 3 in Section 2). Building a multi-annual plan means thinking ahead about who goes where,
when, and how each experience connects to the next.

A practical planning process might look like this.

Step 1: Select pathways for specific professionals

Based on the needs assessment, identify which staff members would benefit most from which
pathway. Consider both the individual’s development goals and the organisation’s strategic
priorities. A teacher/educator who wants to strengthen her/his knowledge about sustainability is
a natural fit for Pathway 3: but only if sustainability is also something the centre wants to invest
in collectively. The strongest results come when individual motivation and organisational
strategy are aligned.

Step 2: Sequence the activities over time

Each pathway combines two or three courses with a job-shadowing experience. Spread these over
two to three years, leaving space between activities for reflection and local transfer. A typical
sequence might be: Year 1 — first thematic course plus team sharing on return; Year 2 — second
course and job-shadowing, with continued practice integration; Year 3 — consolidation,
documentation of practice changes, and planning the next cycle. If your organisation can send
the centre’s coordinator to the Intensive Training Programme during this period, it strengthens
the whole process.

Step 3: Prepare the individual learning agreement

Before each mobility, the participating professional and their coordinator should complete an
individual learning agreement (see Annex). This document specifies the chosen pathway, the
learning objectives for this particular activity, how the experience connects to the centre’s CPD
plan, and what local transfer activities are planned for after the return. The agreement serves
three purposes: it makes the professional’s learning intentional rather than accidental, it creates
accountability on both sides, and it provides a basis for evaluation.



Step 4: Plan for local transfer from the start

Do not wait until the professional comes back to think about how the learning will be shared.
Before departure, agree on what will happen when they return: a team presentation, a joint
observation of practice, a trial of a new approach, documentation for the centre’s portfolio.
Allocate time in the centre’s calendar for these activities. If local transfer is not planned and
protected, it is more unlikely that it will not to happen. This is normally not because of lack of
goodwill, but because daily routines take over.

Step 5: Review and adjust annually

At the end of each year, take stock. What did the professionals who participated learn? What
changes have been introduced in practice? What worked in the local transfer phase and what
didn’t? Are the chosen pathways still the right ones, or have priorities shifted? Use this review to
plan the next year’s activities. Over time, the INTEC model becomes a regular part of how your
organisation develops its staff — not a one-off project but an ongoing investment.

3.4 Financing participation through Erasmus+ KA1

All transnational activities in the INTEC model — thematic courses, the Intensive Training
Programme, and job-shadowing — can be financed through the Erasmus+ programme,
specifically through Key Action 1 (KA1) mobility for staff in school education.

There are two main routes to access KA1 funding.

Erasmus+ accreditation

If your organisation holds an Erasmus+ accreditation in school education, you can include INTEC
activities in your annual KA1 mobility plan. Accreditation gives you access to recurring funding
for staff mobility over several years, which is ideally suited to the multi-annual logic of the INTEC
pathways. When preparing your KA1 budget request, you can include the following cost items for
each participant: the course registration fee (currently up to €400 per participant for structured
courses), individual support (daily allowances for the duration of the activity), and travel costs
(calculated according to distance bands).

There are practical constraints to keep in mind. Under current Erasmus+ rules, an accredited
organisation can send a maximum of 3 participants per course edition. This means that if you
want more staff to attend the same course, you will need to spread participation across multiple
editions or years. Job-shadowing does not carry a course fee — it is funded through the travel and
individual support budget lines only.

Short-term KA1 mobility projects



Organisations that do not yet hold an accreditation can apply for short-term KA1 projects, which
fund a defined set of mobility activities over a period of 6 to 18 months. This is a good entry point:
you can use a short-term project to test the INTEC model with a small number of staff, and the
experience can then support a future accreditation application.

In either case, the INTEC model provides a strong narrative for your KA1 application or mobility
plan. Erasmus+ National Agencies look for evidence that mobility activities are part of a coherent
strategy, linked to the organisation’s development needs, and designed to produce lasting impact.
The TITC competence framework, the structured pathways, the individual learning agreements,
and the planned local transfer activities all demonstrate exactly this.

A practical tip: when writing your KA1 mobility plan, reference the specific INTEC pathway
and activities you intend to use. Name the hosting universities and the course titles. Describe how
the competence framework was used to identify needs and select participants. This level of
specificity strengthens your application and shows the National Agency that your mobility is well
planned.

3.5 Roles and responsibilities

The INTEC model involves several actors, each with a distinct role. Clarity about who does what
makes the system work smoothly and avoids misunderstandings.

The sending Conducts the training needs assessment using the TITC competence

organisation framework. Selects professionals and matches them to pathways.
Completes the individual learning agreement with each participant
before departure. Plans and supports local transfer activities after the
return. Handles Erasmus+ KA1 administration (budget requests,
mobility agreements, participant reports). Provides feedback to the
coordinating network on the quality and relevance of activities.

The hosting Delivers the thematic courses and/or the Intensive Training Programme

organisation(course)  according to the TITC methodology and quality standards. Provides
course materials and certification of participation. Communicates
practical information (dates, venue, logistics) to participants via the
coordinating network. Collects participant feedback through satisfaction
questionnaires. Contributes to the annual quality review of the training

catalogue.
The hosting ECEC Prepares a 5-day programme aligned with the participant’s job-
centre (for job- shadowing theme, using the INTEC JS Sending & Hosting Template
shadowing) together with the corresponding JS Programme Guide (JS1—JS5), whose

Part F sets out a hosting centre preparation checklist. Assigns a contact
person or mentor who guides the visiting professional through the
observation period. Facilitates access to classrooms, team meetings, and
family interactions as appropriate. Participates in the final feedback and
evaluation session on the last day.

The coordinating Manages the overall INTEC training catalogue and keeps it up to date.
organisation Processes registrations and matches participants to available course
editions and job-shadowing placements. Provides pathway guidance to



sending organisations during the planning phase. Coordinates between
sending organisations, hosting universities, and hosting ECEC centres.
Manages the quality assurance cycle: collects feedback, organises the
annual quality review with partners, and ensures continuous
improvement. Issues pathway completion certificates for professionals
who complete a full learning pathway.

Table 2 — Roles and responsibilities in the INTEC training system

The coordinating role is currently played by SERN, which has been managing transnational ECEC
staff exchanges for over fifteen years and coordinated the INTEC project’s dissemination and
sustainability activities. Organisations interested in joining the INTEC system should contact
XXXX as their first step (see Section 3.7).

3.6 Quality assurance and evaluation

A training system is only as good as its capacity to learn from experience and improve over time.
The INTEC model includes evaluation at three levels, following the framework established in the
TITC.

Level 1: Participant feedback

After each training activity (courses, Intensive Training Programme, or job-shadowing),
participants complete a satisfaction questionnaire covering the relevance of the content, the
quality of the methodology, the organisation and logistics, and the perceived impact on their
professional development. This feedback goes to both the hosting institution and the
coordinating network, and it is used to adjust future editions.

Level 2: Learning documentation

The INTEC model encourages participants to maintain a reflective journal or portfolio
throughout their pathway. This should be seen as a tool for making learning visible and for
tracking how new ideas are being integrated into practice over time. The portfolio can include
reflective entries written during courses and job-shadowing, photographs or documentation of
practice changes introduced after returning, notes from team sharing sessions, and observations
by the pedagogical coordinator. The portfolio serves both the individual (as a record of
professional growth) and the organisation (as evidence of training impact). The TITC provides
guidance on portfolio design, and templates are included in the Annex.

Level 3: System-level quality review

Once a year, the coordinating network organises a quality review involving the university
partners, representatives of sending organisations, and where possible external evaluators. The
review examines participant feedback data across all activities, completion rates and dropout
patterns, the relevance of the training catalogue to emerging needs in the ECEC field, and
feedback from sending organisations on the usefulness of the pathways and the quality of the



coordination service. The outcome of the review feeds into decisions about updating course
content, adjusting pathways, onboarding new hosting institutions, or developing new services
such as local transfer support.

This three-level approach ensures that quality is maintained not through top-down control but
through a continuous conversation between participants, providers, and the coordinating
network. It is deliberately lightweight — the ECEC sector does not need more paperwork — but it
creates the feedback loops that any sustainable training system requires.

3.7 Accessing the INTEC training offer

How the INTEC training system operates in practice — how organisations can access the
courses, job-shadowing programmes, and the Intensive Training Programme, how
registrations work, what agreements are needed, and what support is available — is described
in a separate document: The INTEC training offer: A Guide for ECEC Service
Providers. That document, developed alongside the present model, provides the operational
detail that organisations need to get started, including the training catalogue, the financial
framework, and the steps for joining the INTEC training network.



Annexes

- Annex 1 -Template of a learning agreement between professional and organization
- Annex 2 -Leaflet of the international Courses with links to the website

- Annex 3 - Example of JS guide
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INTEC Individual Pathway Learning Agreement

1. PURPOSE AND SCOPE

This Individual Pathway Learning Agreement (the "Agreement") is established between an ECEC professional (the
"Participant") and their employing organisation (the "Sending Organisation") at the outset of the Participant's
engagement with the INTEC training model.

Rather than covering a single activity, this Agreement frames the Participant's overall Continuing Professional
Development (CPD) pathway within INTEC — typically combining thematic courses, one or more job-shadowing
experiences, and, where relevant, participation in the Intensive Training Programme — over a period of
approximately two to three years.

The Agreement records the rationale for the chosen pathway, the commitments of the Participant and the Sending
Organisation for each type of activity, and the arrangement for periodic review. The detailed activity roadmap
(which components, in which order, over which timeframe) and the local transfer log (what is shared with
colleagues after each completed activity) are maintained separately, as living tracking documents referenced in
Section 4, and updated as the pathway progresses.

This Agreement covers the pedagogical and organisational dimensions of the Participant's INTEC pathway as a
whole.

For each individual mobility activity (job-shadowing, Intensive Training Programme) funded through Erasmus+
KA1 or another mobility action, the applicable standard Erasmus+ Mobility Agreement must additionally be
signed — it governs travel, insurance, financial support, and related administrative arrangements for that specific
mobility.

Thematic courses delivered locally or online are not mobility activities and are covered by this Agreement alone.

2. PARTIES AND PATHWAY DETAILS

Participant name: Role / position:

Sending Organisation: Country:

Coordinator / supervisor: Agreement start date:

Target pathway duration: Planned end / final review date:

3. PATHWAY RATIONALE AND SELECTED COMBINATION

The INTEC model offers five indicative learning pathways, each combining thematic courses with a related job-
shadowing focus. These are starting points, not fixed requirements: the Participant and Sending Organisation may
follow one of the five as proposed, adapt it, or agree a different combination of courses, job-shadowing, and the
Intensive Training Programme that better fits the Participant's role and the Sending Organisation's priorities.

3.1 Reference pathway (if applicable)

[1 Pathway 1 — Inclusive Practice Essentials

] Pathway 2 — European Dimension & Collaboration

] Pathway 3 — Innovation, Inquiry and Sustainability

[1 Pathway 4 — Inclusive and International Leadership
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] Pathway 5 — Community, Sustainability and Family Participation

] Custom combination (describe below)

3.2 Rationale for the chosen combination

Briefly describe why this pathway or combination was chosen: the professional’s current role, a specific competence
gap, or a priority identified by the Sending Organisation.

4. ACTIVITY ROADMAP AND LOCAL TRANSFER TRACKING

The specific sequence of courses, job-shadowing experiences, and any Intensive Training Programme participation
making up this pathway, together with target timing and status, is maintained in a separate roadmap tracker,
updated jointly by the Participant and Employer’s coordinator as the pathway progresses.

Likewise, the record of local transfer activities completed after each mobility or course (what was shared with
colleagues, when, and with what outcome) is kept in a separate local transfer log, rather than in this Agreement,
so that both can be updated without requiring the Agreement itself to be re-signed.

Roadmap tracker reference / location: Local transfer log reference / location:

Both trackers should be reviewed at each Annual Review (Section 6) and are considered part of the shared record
of this Agreement even though they are held separately.

5. COMMITMENTS BY ACTIVITY TYPE

The commitments below apply whenever the corresponding activity type is undertaken as part of this pathway.
They complement, and do not replace, the specific guidance issued for each activity (course syllabus, JS
Programme Guide, Intensive Training Programme guidelines).

5.1 Thematic courses

Participant

e Attend the agreed course sessions (hybrid or intensive format) and complete required assignments or
tasks

e Engage actively with course content relevant to the pathway's objectives

e Identify at least one practice or tool to bring back to the Sending Organisation

Sending Organisation
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e Release time for course attendance as agreed in advance

e Cover or facilitate course-related costs where applicable

5.2 Job-shadowing

Participant
e Review the relevant JS Programme Guide and agree specific objectives before departure
e Participate fully in observations, structured conversations, and reflection sessions
e Keep the reflective journal and complete the Local Transfer Planning tool (Part E) before returning

e Present findings to the group on Day 5 and complete the INTEC evaluation form

Sending Organisation
e Release the Participant for the mobility period and confirm this in writing
e Communicate the job-shadowing programme and role expectations in advance

e Allocate time on return for the Participant to share learning with colleagues

5.3 Intensive Training Programme

Participant
e Prepare in advance by reviewing the programme content and any pre-assigned material
e Attend the full programme and participate in plenary and group activities

e Where the Participant attends in a coordinator capacity, take responsibility for translating outcomes into
a broader CPD strategy for the Sending Organisation, not only individual practice

Sending Organisation

e Release the Participant for the full duration of the programme

e Support follow-up actions where the programme is intended to inform organisation-wide CPD planning

5.4 Common commitments of the Sending Organisation (all activity types)

e Support the Participant in defining and periodically revisiting pathway objectives
e Ensure the roadmap tracker and local transfer log (Section 4) are kept up to date
e Participate in the Annual Review described in Section 6

e Create structural conditions for local transfer — scheduled time for team sharing, not only occasional
opportunities.
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6. ANNUAL REVIEW

The Participant and coordinator will meet at least once a year for the duration of this Agreement to review
progress, confirm that the pathway (or its adapted combination) remains appropriate, and agree any adjustments.

Review checklist
e Progress against the roadmap tracker: activities completed, in progress, or postponed
e Review of the local transfer log: what has been shared with colleagues and with what effect
e Confirmation or adjustment of remaining pathway objectives and combination of activities

e Any structural or resourcing conditions needed for the coming year

Review 1 - date: Outcome / adjustments:
Review 2 - date: Outcome / adjustments:
Review 3 - date (if applicable): Outcome / adjustments:

7. AMENDMENTS

This Agreement may be amended at any time by mutual written agreement between the Participant and the
Sending Organisation, including as a result of an Annual Review. Amendments should be recorded below and
initialled by both parties.

Amendments (date and description):

8. SIGNATURES

By signing below, the Participant and the Sending Organisation confirm their agreement to the pathway rationale,
commitments, and review arrangements set out in this document. This Agreement does not itself authorise or
fund any individual mobility; the applicable Erasmus+ Mobility Agreement must be completed separately for each
mobility activity as it is planned.

Participant Sending Organisation (coordinator)
Name and signature Name and signature
Date Date
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The course aims at recognizing the importance of internationalization in the context of early childhood
education. Indeed, participating in international activities allows early childhood educators to stay updated
professionally, exchange best practices, and develop an intercultural perspective. They can improve their
language skills and build global professional networks. These experiences enhance teaching quality and prepare
children for a globalized world.

Thanks to this course, students will understand the idea and benefits of internationalization and learn how to
incorporate the concept in a preschool settings. Furthermore, the participants will assess the organizational
capacity to be able to improve internalization in preschool through a strategy. Finally, the participants will also
learn about the Project Cycle Management (PCM) method and thereby be able to plan and implement projects
with Erasmus+ programme. Additionally, participants will gain knowledge of the Erasmus+ education funding
program, including its objectives, funding mechanisms and application process.

MAIN LEARNING OBJECTIVES:

¢ to acknowledge the role of internationalization in professional and personal development.

e to assess the organisational capacity and improve the degree of internationalisation of the pre-school
through a strategy. to learn how to plan international activities.

e to foster engagement and activate all pre-school components (children, staff, families, community) in
international activities. to plan and implement projects with Erasmus+ through PCM.

Nicola Catellani, Director of the Secretariat at SERN
Email: Nicola.Catellaniesern.eu

Federica Gravina, Project Officer at SERN
Email:_federica.gravinaesern.eu
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