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Introduction 

Youth unemployment  in Europe is still remaining on a high level: More than 5.7 million (23.6%) 

(aged 25) receding to 21.4 % at the end of 2014 (Eurostat). Youth unemployment is an enormous 

challenge that needs to be tackled in a concerted and realistic way. We need initiatives that have the 

potential to go to scale. The partnership 'Way to Learn to work' is such an initiative 

Unemployment effects especially those young people aged 15-29 years old who are additionally not 

in education or training. According to Eurostat, the NEET rate in Europe has increased significantly 

since the start of the recession and is estimated to be 12.8% among 15-24 year olds, and 19.7% 

among those aged 24-29 years old. And we know that this is only the average rate, some European 

countries are facing catastrophic unemployment rates up to 50%! 

NEETs do not form a homogenous target group: some characteristics of NEETs differ from country to 

country regarding social and educational background, average degrees and regional labour market 

situation. However all over Europe, NEETs are facing multiple disadvantages and exclusions, not just 

stemming from the labour market but also from the educational and training area. 

Unemployment of young people is not a new phenomenon in Europe., Policies related to youth and 

young adults have been treated as part of a general European Employment Strategy. With the 

Europe 2020 strategy the European Union reacts to the situation with flagship initiatives, such as  

‚Agenda for New Skills and Jobs‘ and ‚Youth on the Move‘. (link EU website) It seems a step forward. 

However: this EU Policy initiative doesn’t bind member states to take adequate action in order to 
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improving young people’ inclusion into the labour market. Furthermore: An effective strategy would 

have to be comprehensive, including all aspects of employability, such as education, vocational 

orientation and training, mobility, entrepreneurship and social protection.  

As a European partnership of mutual learning, W2L2L has achieved to intensively exchange in the 

course of its mobilities (252 delegates out of 12 organisations. It has taken a ‚look behind the scenes‘ 

of local and regional practice and structures of active labour market policy in nine European 

countries, taking up experiences and views not only of social workers, vocational trainers, employers, 

public and private employment services but as well as of young participants of employment or 

training schemes. It has explored the different circumstances and difficult conditions of good practice 

and innovative approaches, proving that it is possible to prevent today's young people from 

becoming a lost generation. 

The Partnership Way 2 Learn 2 Work has taken a 'look behind the scenes of local and regional 

practice and structures of active labour market policy in each of the 9 European countries, hearing 

about the experiences and views not only of social workers, vocational trainers, employers, public 

and private employment services, but also those of young participants of employment or training 

schemes: the inputs from young people offered a unique & honest insight into the schemes 

delivered. W2L2W has explored the different circumstances, challenges and successes of good 

practices and innovative approaches in each country, proving that it is possible to prevent today's 

young people from becoming a lost generation. Our structured Journey was an intensive and 

amazing experience. 

The partners of the W2L2W network had the opportunity to comprehensively explore and get 

insights into a variety of “good practices”, e.g.: 

¶ effective measures to reach and support young people in transition from education to work 

¶ the interaction of public and private stakeholders on local level 

¶ NGOs, churches or other non-profit bodies facilitating the creation of (informal) networks of 

employers to improve young peoples’ integration chances 

¶ cross-sectoral approaches backing young people during transition periods 

¶ the positive impact of individualized, tailored support to young people at risk, e.g. 

educational guidance and job search assistance (also considering incentives to parents such 

as conditional cash transfers) 

¶ ‘tracking systems‘, based on pupil performance and preferences  

¶ approaches to empower young  people’ move both geographically and across occupational 

sectors 

¶ cross-sectoral and inter-agency approaches 

Given major differences in the socio-economic, legal and institutional setup in different parts of 

Europe the paper presents successful practices i.e. strategies, approaches and methods, it discusses 

feasible and transferable options for improving young peoples’ employment chances. Thus we are 

offering 'intimate insights ' into local or regional good practice models in eight European countries in 

order to harness such examples in the contexts of the partners and, moreover, to make them 

accessible to further actors in Europe.  
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In this paper /guidelines we summarize our work in 5 chapters: Chapter 1: The cooperation with the 

employers in the region; 2. VET-training for young (long term) unemployed adults; 3. Admittance & 

selection of learners; 4. Motivation of the learners & support they get from the VET-trainers or their 

organisation; 5. The results for the learners regarding the possibilities to enter the labour market 

The European mission of W2LW?  

It’s as simple as that: It’s ‘The Way 2 Learn 2 Work!’ 
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Germany 

Way to Learn to Work ï Germany  
*Diakonie Michaelshoven gemeinnützige GmbH, Cologne 

 

*U.bus – Gesellschaft für regionale Entwicklung und europäisches Projektmanagement mbH, Berlin 

 

 

Introduction 

In the following report, the two German partners, Diakonie Michaelshoven gemeinnützige GmbH in 
Cologne and u.bus – Gesellschaft für regionale Entwicklung und europäisches Projektmanagement 
mbH in Berlin discuss the issues relating to "good practice" that came into focus during the w2l2w 
project. Their points are based on their experience of being involved in and implementing projects 
relating to a variety of job market and integration programmes in the Cologne/North Rhine-
Westphalia and Berlin regions, and also on public funding programmes and measures at both local 
and regional (state) level. In addition to this local perspective, the study also includes the results of 
two national integration programmes, both of which were co-financed using ESF funds: "IDA 
Integration durch Austausch" (Integration through Exchange) and "XENOS Integration und Vielfalt" 
(Integration and Diversity).  

Under the IDA programme, both German partners arranged overseas internships of several weeks at 
European companies for people who were in long-term unemployment due to health issues, in order 
to improve their chances on the German job market. Both of the German partners played an active 
role in the XENOS programme. Diakonie Michaelshoven was a partner in the "Chance-Bleiberecht am 
Rhein" project (Equal Opportunities on the Rhine), while u.bus assisted XENOS by running a transfer 
agency (Berlin region 2010-2012, nationwide 2012 – 2015) together with other partners1. Both series 
of ESF programmes supported over 150 projects for developing and testing approaches and 
strategies to improve the integration of disadvantaged persons (often NEETs) into the job market. 
Together, they provide a cross-section of exemplary and innovative approaches that is relevant to 
Germany, but whose results are transferable. Such projects and programmes must always be viewed 
in the context of the structurally and legislatively defined tools, basic care and career integration 
available in Germany. They cater to specific target groups of disadvantaged/impaired persons or 
particular challenges that are not covered by the established aid system (e.g. persons who are 
distanced from the job market, socially and educationally disadvantaged, severely disabled, or from  

                                                            
1 Information given in this text as provided by XENOS refers to the investigations conducted by the XENOS 
Panorama Bund project association and a study on "prototypes" for effective integration measures carried out 
under the direction of the association partner f-bb. www.xpb xxx 
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migrant or refugee backgrounds). They usually require collaboration and networking between the 
players involved (e.g. regional aid systems, service providers, businesses). They dock onto the 
corresponding legal structures (e.g. Social Security Codes (Sozialgesetzbuch, SGB) II and II), and often 
supplement existing services, fill gaps and/or test out new, more effective methods, work 
approaches or strategies.  

The description of these complex structural services in Germany has limited, if any relevance to the 
issue of the following debate (system information is available in the country report). This discussion 
focuses much more heavily on innovative and effective methods, approaches and strategies. 

The approaches presented here illustrate potential ways of finding the right scheme, the right 
support and the right assistance for young people in unemployment depending on their "location 
and potential analysis", with the aim of determining the best way for them to access the job market. 
An individual's profile (cf. systematic framework of the Bundesagentur für Arbeit/Federal 
Employment Agency) acts as the focal point for classifying the type and severity of their 
disadvantage. For example, the focal point of an offer may be "activation", "training and 
qualification" or "integration". This framework is useful, since the questions of 
networks/collaborations (Question 1), motivation, training (Q 2, 3) support and participant selection 
(Q 4, 5) each require different answers depending on the participant (affected person)'s current 
situation/phase. 

1. The cooperation with employers in the region 

In Germany, employers are one of the important pillars of the Dual Vocational Training system, 
together with the trade unions and the public authorities. As private players, they are not only the 
future employers of the young apprentices – they are also their contractual partners. Their ability to 
shape and influence all issues relating to education, qualifications and professional certification in 
Germany is ensured through the various committees, chambers, guilds and boards of education. 
Nevertheless, these formally functioning cooperative structures cannot work without the additional 
involvement of individual employers, especially in times of increasing demand for skilled workers, 
where the demand for training/employment in certain sectors/professions is greater than the 
number of young people open to and capable of committing to the scheme. It is becoming 
increasingly common for employers to be prepared to offer more support than required, be it by 
establishing a welcome culture for migrants and young people in their businesses or by offering 
individual support in the form of mentoring from staff members, conflict mediation, etc. In certain 
sectors, employers once had their pick of the best high school graduates; now there is even 
competition for those who have not performed as well. In spite of all this, many young people in 
Germany leave school without any qualifications. Many businesses shy away from employing difficult 
apprenticeship applicants due to the greater supervision workload this entails, the challenges in day-
to-day work and their lack of experience in support processes. 

In close collaboration with the employment agencies (Agenturen für Arbeit/AA – SGB III) and job 
centres (JC-SGB II), it is becoming more common for education providers to offer support to 
businesses who provide apprenticeship positions – and more and more businesses are taking 
advantage of such offers: 

- Support in providing the training prerequisites (training for specialist and general skills, 
development of career-specific qualifications, second-chance qualification): pre-vocational  
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training measures (Berufsvorbereitende Bildungsmaßnahmen BvB, BvB-Pro, BvB-Reha) and 
opportunities for educationally and socially disadvantaged young people under the age of 25, 
activation help for younger people in accordance with Section 45, SGB III 

- Support in the decision-making process (skills assessment, profiling, matching applications 
and companies) 

- Entry-level qualification (EQ)  
- Early career support 
- Provision of training assistance – school-level qualifications (abH) 
- Advice on acquiring additional qualifications as educational rehabilitation for people with 

disabilities 
- In-service vocational training (bbA) 
- Training in a collaborative model 
- Assisted training (as part of the "Allianz für Aus- und Weiterbildung" (Alliance for Initial and 

Further Training) 2015-2018 
- Stabilisation of the training relationship and securing training qualifications 

 

In addition to these services, the Federal Employment Agency (Bundesagentur für Arbeit, BA) offers 
an extensive employer service, which offers business support with issues relating to integration 
subsidies, application procedures, etc. The BA's job market monitor – an online database – provides 
information on the preferred sectors in individual regions of Germany and their situations/deficits for 
skilled workers.  

In the Cologne region, several cooperative associations have developed in recent years. Their 
collaboration is generally focused on the matching process during application pre-selection, as well 
as other support processes (e.g. application for integration subsidies, integrating new employees into 
the business, etc.). For example, Diakonie Michaelshoven collaborates with Deutsche Bahn (German 
Rail), Deutsche Post (German post office) and the Kaufhof department store chain. The association 
has set up its own company service, which is connected to a team of agents and communicates 
regularly with the businesses via a web-based integration platform 
(www.integrationsverbund.de/bfw-koeln). 

In addition to these services, in Germany there is also the option of training at external institutes 
(BaE; rehabilitative training as per Section 117, SGB II), which relieves businesses of the responsibility 
for training severely impaired persons.  

Collaboration initiatives in the "School/business" association, provider-initiated partnerships 
between schools and companies, and job exchanges also work together with companies to help 
provide access to vocational training. 

2. Types of vocational/educational training for the long-term unemployed 

The most effective approach to helping those in long-term unemployment in Germany is often 
activation schemes. These aim to motivate the individual, stabilise their social and health situation 
and put them in a position to take their own steps towards professional employment or training. The 
most efficient tools for this process are advice, coaching and mentoring, i.e. individual support and 
supervision with the aim of empowerment. Low-threshold, outreach offers are becoming increasingly 
common, as the direct-invitation offers of the established structures (e.g. job centres) are not 
effective due to their high entry thresholds.  
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A Activation  

Example 1 "Low-threshold advice"  

Outreach advice for young, unemployed people who do not take up offers from the job centre due to 
a lack of trust in the institution can follow one of several models. Advice agencies run by education 
providers (e.g. "job exchanges") continue to offer low-threshold advice on access to activating 
(motivating) offers, with the aim of developing a professional outlook and encouraging entry into the 
world of work on a step-by-step basis. One method that has proven particularly effective in recent 
years is social outreach work carried out by young case managers at the job centre itself. These case 
managers go into the social areas of towns and cities where young people who are distanced from 
the job market often spend their days. The mobile drop-in centres set up by education providers, 
such as the "Advice buses", have also been very effective. 

The aim in providing advice is to break down existing social, educational and health-related 
reservations and barriers to integration. The advice sessions are used to discuss basic next steps and 
potential directions. The focus is on establishing contact with the job centre so that those affected 
can take advantage of further integration schemes. The employees who perform social outreach 
work and those who run the mobile drop-in centres must cultivate direct contact with the case 
managers at the job centres. They act as "go-betweens" and speak to those target groups (mainly the 
long-term unemployed) whom the job centre has been unable to reach for some time, as they have 
not turned up/no longer turn up to their appointments. This situation stretches across all age groups. 

Example 2 "Individual coaching for activation"  
 
Case-specific coaching, i.e. advice and assistance "from a single source", is used to tackle the 
problems of young people with a variety of deep-seated obstacles preventing them from finding 
work. Coaching sessions are always based on the candidates' individual problems. Obstacles are 
overcome step by step. In accordance with the usual standards applied in Germany, such coaching 
sessions are state-funded (SGB), but normally only provided for a short period of time (e.g. for up to 
9 months on an individual basis).  
Longer-term coaching schemes (e.g. more than 3 years) that have been tested through use in 
projects have proven more effective: persons who experienced initial success in working through 
their problems and managed to begin further qualification, work or training showed positive signs 
when given the opportunity to make use of the coaching offer again in case of further problems (i.e. 
when given the chance to come back). 
This shows how a long-term support scheme can be used as a preventive measure against dropping 
out or returning to – and becoming stuck in – unemployment again.  
Coaches can accompany participants on visits, e.g. to see landlords, addiction advice centres or 
doctors, depending on the individual's needs.  

Coaching: Berliner Jobcoaching as part of the 'BerlinArbeit' (Berlin Works) programme 

The aim of the Berliner Jobcoaching programme run by the Senate Department for Labour, 
Integration and Women's Affairs is to break the specific hurdles preventing people in long-term 
unemployment from getting work down into job-market-specific measures using a systematic and 
continuous assistance approach, in order to achieve activation, vocational qualification and  
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sustainable integration into the job market. 
 
The job coaching is a publicly funded scheme (ögB) run in all 12 of the city's districts. 200 job coaches 
throughout Berlin advise and assist around 40 participants in publicly funded schemes – approx. 
8,000 long-term unemployed people – helping them to overcome their obstacles and integrate 
themselves into the job market. The job coaches are employees of various education and 
employment providers, and are available to participants of publicly funded employment measures 
for the full duration of the measure, as well as follow-up assistance at a later date if required.  
Based on the integration agreement with the job centre, the job coaches advise the participants 
assigned to them and draw up a personal development plan for each one. They then follow the 
specific implementation process in this plan and play an active role in helping the participant find a 
job. 
In order to allow them to satisfy their extensive requirement profile and guarantee uniform quality 
and standards for advice, the job coaches at the various provider organisations receive in-service 
qualification and supervision specific to their work. 
Job coaching in the Cologne region aimed at assistance for work opportunities (AGH) is being 
implemented as a publicly funded scheme based on the same concept as is used in Berlin. 

B Training and qualification  

Unemployed young people with a variety of obstacles preventing them from finding work often only 
have minimal to zero practical work experience. Their motivation to acquire further training is often 
obstructed, and their social skills are insufficiently developed. They themselves consider it unlikely 
that they will find work (negative self-image). In Germany, once these young people have been 
activated to consider their career options in spite of their social, educational or health-related 
impairments, they are given job trials or assessments based on their own interests in order to obtain 
a resource-oriented impression of their skills and abilities. These tools can be used to generate a 
highly individual profile, which then allows realistic orientation with regard to the young people's 
career options. Vocational requirements in a variety of sectors and careers are compared against the 
young person's profile; strengths are found and areas for improvement defined. This information is 
then used to determine the participant's qualification needs. These are defined in integration and 
support plans, and act as the basis for structuring the professional and general training intended to 
enable the young person in question to find work. Practical action – training of practical skills and 
abilities – has proven particularly effective with unemployed young people from socially and 
educationally disadvantaged backgrounds. 
In career orientation, vocational preparation, external training and job offers, the simulation of 
serious work situations and the production of products and services for real customers are intended 
to make the learning process more effective. Experiencing serious work conditions should help 
strengthen the young people's character, prepare them for the demands of the working world and 
motivate them to learn more.  
Especially for young adults with weaker performance, the trend in Germany is once more heading 
towards "rediscovering" businesses as training locations. There are two aims behind this: to activate 
young adults ("encourage and support" principle) and get businesses involved ("re-dualisation"). The 
template for this is the Federal Employment Agency's new technical concept and its focus on 
vocational preparation that will allow the young adults to be integrated into training and work as 
quickly as possible (funding logic/Förderlogik, SGB II). This is achieved by integrating the participants 
into work processes at an early stage by allowing them to observe employees at work or complete 
professional internships. These approaches will result in businesses once more assuming greater 
political responsibility for education. 
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When discussing the training of young adults with social issues, health problems and/or learning 
difficulties who are seen as "fed up of school" or "not yet ready for work", one question always 
comes up: is a business a suitable place for learning? Put another way: are businesses not under-
equipped to handle the task of stabilising and stimulating these young people's ability to work 
without the aid of "learning assistants"/"job coaches"?  
This is where concepts such as "Ferry4You" and the "Production schools" come in: 

Example 1: "Ferry4You" – Diakonie Michaelshoven, Cologne 
 
In a large number of individual cases (individual entries and drop-outs), the process begins with entry 
profiling. Once this is complete, a prioritised integration and support plan is followed in order to 
work through the obstacles that prevented the participant from achieving professional integration at 
the last attempt. As a rule, the initial focus is usually on stabilising the participant's health and living 
situation and helping them organise their debts with the aid of expert networks. Once a solid 
foundation of trust has been established, the next step is a realistic assessment of career options 
based on the interests and strengths/resources of the young individual in question and the career 
they hope to find. Any career path is possible. 
Before setting their sights on observations or internships at companies, the young participants use 
individual qualification models that have been drawn up for them (technical and practical 
components depending on career choice, e.g. metal/woodwork – machining a workpiece, making a 
stool) and, where necessary, modules with a general slant aimed at developing social skills (e.g. 
"Daily communication in the workplace", "Dealing with criticism") individual and health skills (e.g. 
"Dealing with study and work stress", "The balance between sport and relaxation") and methodical 
and learning skills (e.g. project tasks). 
As soon as the young participant is able to act reliably and independently and deal with a certain 
amount of stress, they begin the transition to a business with the aid of an interdisciplinary support 
team and the aim of being accepted for a training or employment position (integration phase). The 
team's job coach provides assistance during the transition and subsequently during work, if 
necessary. 

Example 2: "Production schools" – e.g. municipal education authority, registered associations, youth 
workshops 
 
Production schools are work-oriented training institutes for vocational preparation. They focus on 
market-oriented production and service provision in a specific market sector. The products and 
services must meet the market viability criteria. Students learn by completing jobs for real 
customers. The young people learn the benefits of their work. The starting point for this process is 
the strengths and skills of the young person in question. The combination of work and learning 
makes the process a real-life experience. Individual support concepts are implemented to aid with 
the transition to training or work. The production schools have full authority in deciding how to use 
their income. 
 

C Integration 

In the following section, we will focus on the options available in Germany for acquiring a 
professional qualification as a second-chance qualification. This option is particularly relevant to the 
group of disadvantaged persons and young adults who are motivated yet, for a variety of reasons,   
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do not have a professional qualification (at an average age of 18), and thus have only limited 
employment opportunities.  
In 2011, approx. 1.33 million young adults between the ages of 20 and 29 still did not have any 
professional qualifications (Federal Institute for Vocational Education and Training (BIBB) 2014, p. 
285). Semi-skilled and unskilled people have plenty of professional and general skills, which they 
have acquired through a variety of formal and informal learning processes in partially completed 
training programmes, employment measures, entry-level qualification, application phases, etc. The 
difficulty lies in making these skills transparent to others, as they are often not developed 
sufficiently in order to meet the demands often placed on skilled workers, who are often required 
to begin work urgently. Second-chance qualification can be completed on a full-time or in-service 
basis. By building on their existing professional skills, semi-skilled and unskilled workers can receive 
sufficient training to acquire a full professional qualification by passing an external examination in 
accordance with Section 45 of the BBiG (Vocational Training Act) or Section 37 of the HWO (Trade 
and Crafts Code).  

 
Second-chance qualification can take one of several forms. The courses available range from exam 
preparation and modular options that allow students to learn only what they do not yet know, to 
retraining either at an external facility or in-house at a company. The key factors in deciding on the 
appropriate approach for and extent of a participant's second-chance training are the professional 
skills they already possess and the extent to which they meet the certification requirements. 
  
We will now outline a typical procedure for second-chance qualification in Germany. This includes 
various elements that have been tested in XENOS projects and the "Cologne training model" and 
have proven effective in implementing second-chance qualification. 
 

1. Information and advice on second-chance training aimed at achieving a qualification: In the 
first step, employed and unemployed people with no professional qualifications are told 
about the opportunity to obtain a professional qualification by means of external 
examination, which they are often unaware of. The advisory phase also includes informing 
businesses and raising their awareness of the issue. Businesses support the acquisition of 
the qualification by their employees, if any are interested in the programme. Here, the use 
of "training/job coaches" has proven effective. These distribute information on second-
chance qualification and offer advice, by telephone if necessary. The training/job coaches 
develop an individual financing concept for each person who is interested in second-chance 
qualification. This process involves assessing which public funding programmes are 
available to the participant in question based on their individual professional situation. 
In the "Cologne training model", second-chance qualification takes the form of modular 
training vouchers provided as support for further vocational training. 

2. Culture-sensitive preparation for further training: In the second step, participants are given 
further training preparation in order to acclimatise them to the world of learning. Particular 
attention is paid here to target groups who are distanced from learning environments. A 
significant number of unskilled and semi-skilled people – both employed and unemployed – 
have had no contact with formal education for a long time. In this phase, participants must 
be re-acclimatised on an individual basis to the ideas of learning in general, and vocational 
training in particular.  

3. Skills assessment: In order to determine what professional skills the participants already 
possess, their past work experience is assessed professionally before they enter into 
second-chance qualification. Requirement-based methods are used to determine what 
abilities each individual already possesses and compare these profiles to the training 
framework plan for the career path they wish to take. These assessments comprise 
different elements: theoretical knowledge can be assessed using tasks from intermediary 
and final exams, while practical skills can be tested using a mixture of statements from the    
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individual and the completion of work tasks (preliminary work). 

4. Qualification: If necessary, second-chance qualification courses may include parts of other 
specific qualification courses typically associated with the field of funding for further 
vocational training. Vocational qualification is always linked to the acquisition of specialist 
knowledge. This can be provided by an education provider or in-house at a business. 
Certificates confirm participation in specialist training modules and allow comparison with 
the content that must be taught in accordance with the training regulations. 

5. Preparation for the external exam: As is typical for examinations, targeted preparation is 
usually required, especially for the specialist theory sections. Second-chance qualification 
always requires the participant to alter their daily routine. Training sessions at the 
education institute and self-study periods need to be integrated into the daily routine in 
order to avoid placing too much stress on the participant and their social surroundings. 

6. Assistance for further training: Support in the form of coaching with regard to time 
management and learning techniques can help participants to organise their daily routines. 
Further training assistance in the form of socio-pedagogical assistance in strengthening 
personal skills and breaking down obstacles can, where necessary, help to strengthen a 
participant's motivation and stop them from dropping out of the course. Integrating this 
assistance into the second-chance qualification programme allows us to pick up potential 
difficulties or crisis situations at an early stage and prevent them from impairing progress. 
Language skills are a necessity for the acquisition and application of specialist theoretical 
knowledge in daily professional life. Further training assistance in the form of integrated 
German language support ensures success in second-chance qualification, especially among 
migrants who are currently less familiar with the German language. 
 

Mentoring:  

In order to help with career orientation in German schools, people from the Employment 
Agency, chambers, businesses, associations and education providers visit schools and give a 
brief introduction to the working world. However, such initiatives reach their limits when 
students need individual feedback and urgent questions crop up unexpectedly. After all, 
individual supervisors at the Employment Agency often have more than 100 young people in 
their care. This leaves little room for constant feedback. A series of projects are working with 
mentoring processes that are especially suited to the transition from school to 
careers/employment, and should thus be slotted in between activation and professional 
integration. 
 
Employed people volunteer to mentor a student for a limited period of time and help them 
with the transition from everyday life to professional training – in areas outside of career 
orientation.  
The strength of the mentoring approach is rooted in the long mentoring period, the voluntary 
commitment from the mentors and the rich supply of experience that can be passed onto 
students due to the diverse careers the mentors have. The students are particularly 
appreciative of the help offered because they know that the volunteers are interested in their 
personal development and are choosing to spend their free time mentoring them, as opposed 
to doing so because it is part of their job. As such, the students' motivation and reliability in 
keeping to appointments increases considerably. 
The principle of using mentors to help with career development in training and work is 
becoming increasingly popular with businesses. The mentors are employees of a company who, 
for instance, offer their services to help apprentices with learning tasks, private issues and 
work-related problems during the working day. If required, they can mediate between the 
company's apprenticeship supervisors and the apprentices themselves, thus helping prevent 
drop-outs. 
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3. The admittance/selection of learners:  How do we support the learners with regard to 
motivation/discipline? 

For both long-term unemployed people and those who are distant from the job market, training and 
support schemes are more attractive and effective the more they focus on emotional issues that 
affect all aspects of participants' personalities, and also the more they relate to the participants' 
individual learning and working resources, self-confidence and independent organisational skills. As 
such, sports and experience-related learning approaches can be particularly effective. 

Sports:  

The typical range of activities offered in Germany often includes measures for strengthening skills, 
breaking down general barriers to employment, health orientation, good financial practice or job-
based trials. These also include sports activities. Sports activities and exercises play an important role 
in helping young people develop their own personalities and build character. This view has also been 
supported by scientific and political opinion: "Sport is seen as a highly effective educational tool that 
primarily involves physical skills (physical experience, aesthetics, expression), but also a range of 
social, political and cognitive skills that are not directly related to the sport itself (teamwork, self-
confidence, independent organisation, assuming responsibility)" (12th Youth and Children's report by 
the Federal Ministry for Family Affairs, Senior Citizens and Youth (FSJ), 2006). The portfolio of sports 
offered is highly diverse, ranging from yoga and boxing to team sports such as football and volleyball. 
The latter options strengthen the ability to work in a team, while yoga helps improve awareness of 
one's own body and does not entail any pressure to perform. These activation schemes can be 
offered three times a week, for example, often in collaboration with local clubs, who supervise the 
young people during training. Sports and exercise are always offered in combination with other 
activation components. 

Experience-based learning  

Experience-based learning is an action-oriented method that presents young people with physical, 
psychological and social challenges in order to aid in their personal development and enable them to 
structure their lives responsibly. Like sports activities and other leisure schemes, experience-based 
learning programmes are thus also key components in child and youth support, (school-based) social 
work and the work of youth associations and clubs. Only 17 of the 113 XENOS integration projects 
studied nationwide make use of experience-based learning schemes. This includes their use in 
activation measures. In "Creative workshops" for wood, paper, media or environmental awareness 
training, the participants solved tasks unfamiliar to them or took part in group training activities on 
climbing and rope courses. 

4. The motivation of the learners and the support they get from the VET trainers or their 
organisations; Which approaches/strategies do we use with regard to motivation? 

The schemes listed in Topic 3 that aim to motivate young people and increase their ability to take 
responsibility for themselves are also being trialled as tools for VET training, where they act as a 
counter-weight to cognitive requirements and help to improve commitment and performance. Here, 
too, support approaches must be tailored to individual needs and provided for as long as possible 
(e.g. three years) in order to allow crises and conflict phases to be tackled effectively.  
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Qualification facilities that offer initial and further training/second-chance qualification also work 
with tools that help to determine each participant's abilities, skills and motivation as individually as 
possible, draw up individual training schedules and continuously monitor learning progress. 
Specifically, these tools include (cf. Topic 2): 

- Skills assessments structured to suit each individual's initial situation  
- Work trials 
- Generation of skills profiles (criteria-aided initial profiling) based on the results of the 

assessments and work trials 
- Documenting a young person's interests and other resources 
- Comparing the individual skills profile with the requirement profile in the chosen career path 

(matching)  
- Development of a realistic career perspective 
- Development of an individual support and integration plan that also takes into account social 

(e.g. family, care duties) and health (e.g. strain/relaxation) factors. 
- Assistance in the form of job coaching, regular support meetings 
- Monitoring of the support and integration process at fixed times together with the young 

person; adjustment as necessary 
- Success checks; certification of skills, abilities and knowledge acquired 
- Reporting to benefactors, agreement between all those involved regarding progress and 

support requirements 
- Support in gaining access to businesses, and accompaniment to businesses (business 

acquisition, business partnerships) 
 

5. The results for the learners regarding opportunities to enter the labour market; how do we 
measure these steps? 

In Germany, professional skills in the Dual Vocational Training system are usually clearly defined and 
lead to a professional qualification. This comes after following an established procedure that involves 
both social partners and the state. Apprenticeships last 2-4 years. Young people in Germany with no 
school-level qualifications have little chance of being accepted for an apprenticeship, and even those 
who begin vocational training may fail and drop out during this phase for any number of reasons. For 
people in Germany who have school qualifications but have not completed vocational training, the 
chances of finding a job are slim, and the risk of becoming NEETs and falling into long-term 
unemployment is high. People who have completed vocational training have a good chance of 
finding employment, at least on paper. The problematic side to the Dual Vocational Training model 
(with regard to the NEET target group) is its "either/or" nature: an apprentice either makes it or not. 
By dropping out, an apprentice loses the skills they have learned, as they have not yet received 
certification for them. New approaches aim to use modular second-chance qualification in order to 
allow such people to obtain a recognised vocational qualification (see lists under Topic 2).  
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Italy 

Way to Learn to Work ï Italy 
*SOLCO BRESCIA - Società Cooperativa sociale – ONLUS, Brescia 

 
 
 
Introduction 
The following analysis has been carried out with regards to the strategies of Solco Work Agency  and 
of Regione Lombardia region in which the consortium is located and main decision maker on 
employment and adult training (according to the Constitution, employment policies are responsibility 
of the 20 Regions in which the country is divided, each of them ruled by its own Government).  
 
A complete analysis of the national level is neither possible nor relevant: from one side collecting 
information on policies in all 20 regions is a difficult and lengthy task, from the other side it would 
not be useful since the framework in which Solco Brescia Work Agency operates and the possibility of 
introducing new good practices is defined mainly at regional level.  
 
1.The cooperation with employers in the region  
Cooperation among employers and regulators in the field of education and employment has not yet 
evolved toward innovative and stable forms, lobbying and confrontation appear to be the prevalent 
as forms of relations among social actors (with the exception of limited, pilot experiences carried on 
at a micro level, and of which is difficult to keep track).  

 
At the national level, the Constitution has established the “National Council for Economy and 
Labour” (CNEL), whose compositions and functions are regulated by law. The National Council is 
composed of experts and representatives of the productive sectors, in proportion to their numerical 
and qualitative importance in the country economy. It is a consultative body for the Parliament and 
the Government for those matters and functions conferred by law. It can promote and contribute to 
economic and social legislation. It is composed of 64 members (that serve for five years and can be 
reappointed): 
Á 10 experts; 
Á 48 representatives of the productive sectors, of which twenty-two representing employees, 

including three representing the executives and managers of public and private companies, 
nine representing the self-employed and seventeen representing employers; 

Á 6 in representation of social associations and voluntary organizations. 
The Council carries on survey, studies and research to feed the decision making process and is 
required review of bills on economics and social issues.  
 
In general, with some differences at regional levels, job seekers can use different services to search 
for a job:  

- Public Employment Centers, operating under the authority of the Ministry of Labour and Social 
Policy and run at Province level, they have the task of matching work demand and offer. 
Unfortunately, in spite of a reform that gave them the tasks of providing information, counselling 
and selection and a more active role in work placement, they remained focused on more 
administrative tasks (such as the registration of job seekers/unemployed) and have not 
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developed their services, know – how and networks to meet the need of the market. In particular 
they lack form of cooperation with employers.  

- Temporary employment agencies are private (sometimes multinational) companies that can 
provide recruitment and selection services and professional support for job search. Their 
distinctive feature is to have a strong commercial approach: to be successful they must develop 
strong relations with the companies, often by specializing in one or more sectors. Anyway, 
companies are seen as users/clients rather than partners.  

 
Public employment services and temporary employment agencies can be found in all the country. 
In Regione Lombardia, the legislator has introduced also Accredited Work Agencies, private or non 
profit company work agencies, authorized by the Regional Government to offer information (on 
incentives, vacancies, special projects...), job orientation, recruitment and selection, support in job 
search and mentoring, also by accessing regional funding to support their services to job seekers and 
to offer incentives to companies. 
 
In Regione Lombardia, at the decision making level, employment (and VET) policies do not foreseen 
any structured cooperation with employers and their organizations, which are simply consulted, as 
other stakeholders, before implementing a new policy or legislation.  
In the territory where Solco Agency operates, forms of cooperation have been developed in pilot 
projects on youth policies (like the one presented among the good practices), which have been 
funded by the Region in all provinces including Brescia, with the aim of developing a network 
approach to employment issues.  
These projects involved employers if not in the designing of actions at least in their delivering and 
monitoring, creating governance structures that had employers on board. 
Unfortunately, these pilots did not produce any permanent body with a governance open to 
stakeholders and the design and assessment of employment policies rest exclusively in the hand of 
public bodies, with only limited consultation.  
 
Locally, Work Agencies must build and maintain relationships with employers to make their work 
effective and be able to offer jobs to the people they have in charge. 
Thus, their staff has the task of developing sort of “companies portfolios”: mapping businesses active 
in the area, meeting them to present their services and maintaining the relation during the time. In 
Solco Brescia Work Agency there are two organizational models: in some branches, all staff build and 
maintain relations with firms, whereas in other there is staff dedicated only to this task.  
The Work Agency holds a companies’ data base and send them newsletters and flyers to inform 
about opportunities. It provides free professional advice to employers assisting them in staff 
recruitment. Dialogue with employers has the purpose of receiving job orders, identifying prospect 
needs and potential vacancies and, when candidates are found, of assisting them with the selection 
and interview process. All candidates are screened before they are sent to employers for interview 
and, when funding is available (like under specific programme – like YG – or for socially 
disadvantaged target group), a mentor is available free of charge for the employer. 
Again, as in the case of temporary work agencies, the cooperation is mainly targeted to work 
insertion rather than on the assessment and design of services, therefore businesses are seen as 
users/clients rather than as partners. 
Finally, cooperation is not developed specifically for young people employment but for the benefit of 
all target groups.  
 
2.The kind of VET training for young (long term) unemployed adults 
The market of adult training in Italy sees the presence of several, different organization, private and 
public, and again legislative power on professional training issues lies in the Regional governments.  
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The main difference is among: 

- type a training institutions are the ones offering professional training courses which are part of 
the right/duty to instruction (Sistema dell’Istruzione e Formazione professionale - IeFP). 

- type b training agencies, usually private companies, that offer all other kind of professional 
training courses for adults. 

Both are regulated by regional legislation, which sets rules of functioning, keep a regional public 
register of agencies and grant funding for specific projects.  
In the first case, training is delivered both by technical schools and by training centres, whose 
management depend on Provinces, and leads to certificates/diplomas valid in all the country (3° and 
4° level of the EQF). The system include 16 professional areas (for a total of 21 macro areas of 
qualification and 27 different diplomas):  

1. Agriculture 
2. Food industry 
3. Catering 
4. Crafts 
5. Chemicals and environment 
6. Logistics 
7. Communication, multimedia and show business 
8. Building and maintenance 
9. Electric, electronic and ICTs 
10. Beauty, fitness and wellness 
11. Wood and furniture 
12. Mechanics  
13. Business services 
14. Fashion  
15. Tourism   
16. Marine industry. 

 
Type b training agencies offer short or medium length professional courses (from a few months to a 
year), leading to an acknowledged professional qualification; courses can require an application fee 
or be free, according to the availability of public funds. These qualifications may not be formally valid 
in another region.  
Fees and the lack of training allowances (see below) have proved to be a barrier for adult/young 
adults wanting to upgrade or improve their qualifications. 
 
Young unemployed can access to VET training courses normally available for other unemployed 
people, according to similar criteria for access.  
The “Regional Plan for Youth Guarantee” has introduced some innovations, under the Scheme in 
fact, public and private agencies are organizing ad hoc courses for young unemployed.  
 
A specific on the job education is also available for young people from 15 to 30 under the 
“Apprenticeship system”. 
Apprenticeship is a full work contract but with a training purpose: the apprentices earn a wage and 
work alongside experienced staff to gain job-specific skills while attending a training program 
provided both by the enterprise and off-the-job by a training centre or a school/university. 
A national law has set the main framework and established responsibilities, whereas Regions 
regulate apprenticeship especially for what concerns training contents and duration, trade unions 
and employers’ organizations - through collective bargaining - establish the rules for the application 
of the contract. Apprenticeship can last up to three years (five years in handycraft) to complete  
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depending on the type (there are three different paths), the industry sector and regional regulations. 
Salary is determined by collective agreements. 
 
Finally, there are private training agencies delivering short courses for jobs for which a specific 
professional qualification is not obligatory (such as bartender, sales agent, shop assistant…): in this 
cases courses have a cost and certificates have no legal value but can have market value depending 
on the reputation and teaching quality of the agency.  
 
One of the first obstacles unemployed or people willing to retrain have to overcome, it is the lack of a 
single information point on the variety of training opportunities. From this point of view, “Youth Info 
Points” (on of the best practice presented in Brescia) have done a successful work in filling this gap 
and becoming the place where young people can find complete information on the education and 
training opportunities of their territory.  
 
3.The admittance /selection of learners 
 
As seen in the previous paragraph, several organizations offer vocational/professional training for 
adults. The admittance/selection criteria are decided by the organization delivering the training and 
can require the submission of cv and an interview or test. All training courses leading to an 
acknowledged professional qualification require that learners have completed compulsory 
education.  
 
When the training course is offered by a work agency, within an employment support programme, 
learners and job seekers are selected trough the same standardized procedure that include: 

- one or more interviews; 

- a skills assessment carried out by an expert; 

- the insertion of candidate’s cv and information in an digital data base; 

- the design of a personalized plan for work insertion, that might include a training course 
and/or an internship as tools to shorten the distance from labour market. 

Training courses offered within an employment support programme may: 
a) lead to an acknowledged professional qualification, thus  requiring participants to 

have completed compulsory education and ending  with a final examination; 
b) be short training course on technical or soft skills not leading to any form of 

qualification but needed to fill a competence gap. In this case there is no final 
examination but courses subjects need to be consistent with the Regional 
Framework for Professional Standards (QRSP – Quadro Regionale degli Standard 
professionali). 

Again, this procedure is not “youth specific”. Under the Youth Guarantee scheme, given the higher 
amount of resources, tutors have more time to mentor the young candidates but again, no specific or 
new approach or methodologies have been introduced for selection.  
 
4.How do we support the learners as regards to motivation / discipline, with which 
approaches/strategies as regards to motivation  
 
Again strategies to support motivation differ depending on the organization delivering the training 
course or the employment service.  
Aside for scholarships (available only for higher education and granted on the basis of income and 
academic performance), no training allowances are available for (young) adults wanting to return to 
education.  
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In Regione Lombardia, in the past, some courses for unemployed people leading to professional 
qualification did provide training allowances for participants completing the course, but since 2010 
new funding regulations for these programmes abolished allowances. 
Training courses offered within an employment support programme are free of charge, so as the 
employment services offered in the “package”.  
Youth centres and associations, social enterprises active in the field of youth policies are using 
different strategies to motivate young people: they reshape places and services models to better 
suite young people habits, passions and needs, often using sport, hobby, artistic and cultural 
activities to motivate them and to teach technical and soft skills. At the moment thus, the workshop 
or short courses offered by these organizations have no formal acknowledgement in the education 
system and in the job market.  
 
5.The results for the learners regarding the possibilities to enter the labour market; how do we 
measure those steps?  
Usually, each policy and initiative come with its definition of outcomes and results and procedures to 
evaluate them, evaluation can be carried on internally or externally (as it is the case with Regional 
Programme for Youth Guarantee and other regional funded policies).  
  
Training agencies assess percentage of participation and number of people completing the course, 
often issuing the diploma or certificate with a score assessing the participant’s performance but not 
all of them monitor the number of people who find employment afterwards (it is the case for 
instance, of some universities/academic institutions that keep track of their alumni so to have data 
on results in term of employment).  
 
As for Work Agencies, they keep track of number of job seekers registered in their data base and of 
outcome in terms of employment (and intermediate steps such as course attendance or internships), 
targets are divided only among people with or without social disadvantage, and no specific cluster is 
done based on age (or gender or nationality).  
Outcomes in term of employment are monitored internally to assess the quality of services. 
 
Region Lombardia have all these data from all work agencies in real time since all procedures are 
computerized and they do make clusters based on age/gender etc, assessing the rate of effectiveness 
in terms of employment and allocating funds accordingly.  
Unfortunately, the Region does not provide Work agencies with data on the overall results of policies 
and tools and data on target groups. Benchmarks with other agencies can be elicited by the amount 
of funds granted each year (since they are based on previous year results).  
 
In all cases, the assessment process appear to be focused on the final results (number of diplomas 
issued, number of internships granted, etc…) and not on the progress that unemployed people may 
have made in one or more of the gaps that make entering the job market difficult. 
 
Some final remarks 
The main weakness of Italian and regional policies on youth unemployment is that they have not 
developed any specific tool or methodology to tackle the problem, results under Youth Guarantee 
Scheme are slow and uneven among the Regions and at the moment, are not producing radical 
innovation in the field.  
Agencies for employment and youth centres (usually dealing with cultural and social activities, in 
their leisure time, sometimes with a focus on socially disadvantaged targets) are separate entities, 
with different aims and legislative status and this is weakening the ability of work agencies to reach  

http://www.w2l2w.eu/


 

www.w2l2w.eu         Copyright © 2015 Way 2 Learn 2 Work Partnership  

                               

  
out for young people and be effective. Integration among these organizations is key to improve 
policies and is searched, even if with a bottom – up approach, mainly from no profit organizations 
that are trying to innovate youth policies.  
The only organizations with a youth specific approach (language, communication tools, place and 
time of access) are so called “Informagiovani” (Youth info centres – again one of the best practices 
presented during Brescia meeting). But, aside from the fact that Info centres have been reduced in 
numbers due to cut in funding, they have always offered and still offer information and counselling 
and not employment services. 
In recent years, calls for youth policies projects of Regione Lombardia have started to include 
employment/employability among the areas of interventions, but the shift toward full integration of 
policies is only at the beginning.  
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Croatia 

Way to Learn to Work ï Croatia  
* Organizacija za Građanske Inicijative - Organization for Civil Initiatives 

 

 

1.  COOPERATION WITH THE EMPLOYERS IN THE REGION  

With the largest database of unemployed and other job seekers and with professional staff, the 

Croatian Employment Service provides assistance to employers in order to find the required profile 

of employees according to the employers' deemands and the criteria of the job position. The 

employer receives all the required information from the Office for employers that operates within  

each regional office of the Croatian Employment Service. The Office: 

¶ receives an application for the required employee 
¶ arranges a meeting with an advisor who provides the employer with all the  information 

about the people employer intends to hire (employees from the county or wider) 
¶ Provides the the employer with the information about the co-financing of employment, and 

in the regional CES office employer may submit a request for co-financing (also, there are 
incentives for employers which are used for 100% financing  or partially co-financing 
employment-  i.e.salary) 

¶ CES arranges a group  meeting a meeting with a group  interested parties, in case employer 
needs to employ of a larger number of workers; 

¶ CES  can arrange professional selection process for the employer (expert procedure of 
selection of candidates for specific job or education in which, people who meet the  set 
requirements, are choosen ) which includes testing abilities, personality tests, interests, 
values, motivation. 

¶ Provides other information ( e.g. according to the needs of the employer,  other CES services 
may be consulted: legal, analytical or professional guidance service) 

¶ if the employer does not have  human resources department, and needs to employ new 
workers, CES offers  business consulting in order to choose the best workers 

 

The advantages of using the services of professional selection of the Croatian Employment Service: 

¶ The possibility of obtaining high-quality and reliable information about the candidates for 
employment 

¶ Recommendation of candidates who best meet the requirements of the employer based on 
psychological methods of proven value 

 
In addition, CES is also engaged in business conseling which is carried out through the visits to 
employers, ie. through direct meetings with them. These visits are a good opportunity to get to know 
the difficulties encountered by the employer when hiring a worker, to recognize the needs of the  
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employer in order to create new services and to get to know the work environment and job 
requirements in order to successfully mediate. CES has a special role when talking about small 
businesses because most of them does not have  human resource department and they need help in 
the selection of workers. For all the needs, the employer has a  contact person in CES-  specialised 
advisor for employment. 
 
Also, once a year, CES organises  job fair in several Croatian cities. 
In 2014 Job Fair was held in two phases - spring and autumn phase. In the autumn phase, 15 job fairs 
in 15 cities were organized, which began on September 30th in Vukovar, and finished October 29 in 
Cakovec, Karlovac and Osijek. 
 
Croatian Employment Service, through the Job Fair,  wants to enable direct contact of employers 
with unemployed people, but also with all the others who are in the labor market. 
Through direct contact job seekers and those who are in the education system can find out what are 
the cuurent needs on the labor market, its requirements and the requirements that employers are 
looking for from their future employees. 
Job fairs are organized with the support of partners at the local level: local selfgovernment, the 
Croatian Chamber of Crafts, Croatian Chamber of Economy, Croatian Employers' Association, 
development agencies, entrepreneurship centers, schools, colleges, adult education schools and 
others. 
 
Organisation for Civil Initiatives has also, within the EU  project „ Youth and the labor market-Youth 
and the social entrepreneurship“ , included employers. The overall objective of this project was to  
support the development of active labor market policies and incentives for unemployed youth in the 
Osijek-Baranja County. Employers took part in the activity of survey implementation . The purpose of 
the survey was to determine the types of temporary jobs that potential employers can offer to young 
people and interest of young people for the execution of such jobs.  Survey results are available in 
Croatian on http://www.ogi.hr/files/publikacije/ogi/anketa.pdf . The survey included 208 young 
unemployed people and 28 employers.  

Survey conducted among young people showed: 

1. High interest in employmen, including  temporary or part-time jobs.  
2. The high interest of young people to work on the administrative and service jobs in the institutions 
of regional / local self-government, and less in the economy; 
3. High interest of young people to volunteer in order to gain initial work experience and additional 
knowledge and skills that will prepare them and further  strengthen them for  the labor market. 
4.  High  interest of youth in volunteering, and again, more preferences for volunteering  in 
institutions of regional / local selfgovernment, and less in the economy and CSOs 
5. Low motivation of young people for working or volunteering in CSOs, mostly because the CSOs are 
still not recognized as a possible and desirable place of work. CSOs are seen as a place of some 
voluntary social activities (culture, education, sports, etc.), and less as a potential employer,  
especially for educated young people. There are many reasons for this, but one of them is the lack of 
presence in the public media space and insufficient own investment in marketing and promotion of 
their own projects and the total potential of CSOs. 
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Survey conducted among employers showed: 
1. The high interest of employers for occasional engagement of young people in their companies 
2. Most temporary jobs offered by the employers are professional jobs, ie. require  certain 
knowledge and skills, which reduces the possibility of paid employment of unemployed youth 
because they  do not have additional knowledge or skills 
3. Just over half of employers have identified and targeted interest in the recruitment of young 
volunteers within their work processes.  
4. Employers do not sufficiently recognize the importance and the need to be involved in  the wider 
social actions, organized and carried out by non-profit organizations (eg. associations, public 
institutions, etc.) which would significantly improve the situation of young people in the real job 
market. 
5. Employers are interested in giving the opportunity to the young people in terms of the provosion 
of work practices with the purpose of gaining the work experience. Work practice could significantly 
affect the increase in the ability of young people to enter the labor market, which ultimately, young 
people also advocate. 
 
2. THE KIND OF VET-TRAINING FOR YOUNG (LONG TERM) UNEMPLOYED ADULTS  

In Republic of Croatia, since 2007. , there is a Law on adult education. According to it, adult education 

encompasses  the entire process of adult learning intended  for: 

¶ exercising the right to free development of personality 

¶ training for employability: gaining qualifications for the first profession, professional 
retraining, acquiring and expanding vocational knowledge, skills and abilities 

¶ training for active citizenship. 
 
Adult education,  according to this Law, can be implemented by public open universities, primary 

schools, secondary schools, colleges, language schools, institutions for accommodation and care of 

people with special needs and other institutions if they meet the requirements detertmined by this 

Law.   

An adult education student may be a person who is at least fifteen years of age and meets other 

requirements established by the program. 

In Croatia, there are a lot of institutions for adult education and Public open universities that offer a 

variety of trainings, retrainings, foreign language courses, preparing students for graduation, etc. 

There are also a number of educational areas  (Health & Welfare, Agriculture, Veterinary, Economics, 

trade and business administration, Tourism, Transport and Logistics, Electrical Engineering and 

Computing, Construction and Geodesy, Mechanical engineering, shipbuilding and metallurgy.) In 

these institutions everyone can be educated. Adult education institutions are not intended solely to 

young unemployed people.  

The above mentioned institutions and universities provide various educational programs. Each of 

these programs of additional training or retraining has certain requirements for enrollment. What is 

common to most of these programs, is that a person must be at least 15 years and have primary 

school education.  Also, most of these educational institutions offe primary education for people  
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over 15 years. Education is completely free because it is funded by the Ministry of Science, Education 

and Sports. 

In addition, there are a nuber of ways of non-formal learning that takes place through various 

courses and seminars organized by CSOs, particularly as part of the project activities. In this way the 

(young) unemployed persons can attend a free training for project cycle management, management 

of volunteers, foreign language, etc. (depending on the type of project activities). 

Organization for Civil Initiatives, within its service provision and project activities provides advice and 

support for (young) unemployed persons in the preparation of an application for a job, CV and 

simulation job interview. Such consultations are conducted in group or individually. Within the 

project „Youth and the labor market; Youth and social entrepreneurship we have created a mini web 

page  (http://www.nezaposleni.ogi.hr/) with all relevant dana, examples of CVs ,  letters of 

motivation and numerous advice for job seekers. 

3. THE ADMITTANCE /SELECTION OF LEARNERS  

Public open universities and language schools use a variety of methods to attract future students. For 

example, for the enrollment of one of the offered foreign language courses, the student can get a 

discount for the second course, free course or electronic device (iPod, tablet). 

 Also, these universities offer discounts for retraining or training programs  and additional discounts 

for cash payments. Some of the Public open universities offer schollarships, and in that way up to 

50% of expenses can be covered. 

Also, these universities have certain criteria for admission of students. This is shown by these 

examples: 

1. Educational course: The driver of a motor vehicle (three-year secondary education prepares 

students for operating a motor vehicle B, C and E categories). 

Participants who want to enroll in a program of adult education for the profession of motor vehicle 

driver must have completed primary school, at least 15 years and no medical obstacles for 

performing the job of a  motor vehicle driver. Participants can enroll  the retraining program if they 

have completed another high school or have completed one or more grades of another high school. 

2. The training program for the caretakers of elderly and disabled people can be enrolled by a person 

who has completed primary school, is 18 years, has a medical certificate which prooves the person is 

able to perform the tasks of caretaker. 

The person must be mentally stable ( the job implies caring for the sick the sick and the dying, there 

is a great exposure to emotional stress) and good psychophysical condition (lifting, carrying, transfer 

of patients). The job description implies standing, working during the night time). 

3. The training program for the accountant: persons who have previously completed secondary 

school can enroll this program. Students  acquire a certain degree of knowledge in the field of  
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bookkeeping and accounting of small business and how to collect and compute accounting, 

bookkeeping, statistical, financial and other numerical data. 

 

4. THE MOTIVATION OF THE LEARNERS & SUPPORT THEY GET FROM THE VET-TRAINERS OR THEIR 

ORGANISATIONS  

Also, the Croatian Employment Service is funding training and retraining  programs for persons who, 

because of insufficient or inadequate levels of education, are not employable in the local labor 

market. A person can use  the above-mentioned incentive  only if the employment counselor 

assessment shows that he/she needs further education and  passes the selection procedure. 

Programs are selected and funded by regional CES offices, depending on the needs of the local labor 

market. This incentive provides (young) uneployed people with extra skills and knowledges needed 

on the local labor market without causing them additional expense.  

Our organization has implemented a number of projects dealing with the labor market in the 

partnership with CES who provided us with the target group- (young ) uneployed paople. Most of 

them are motivated by the fact that they are going to gain additional skills and knowledges on 

certain toppics, be included as volunteers, meet people and gain contacts for future employment  

and in that way increase their opportunities for finding a job. By participating in any kind of activities 

they feel useful, learn new things and contirbute to the community as active participants. 

Also, some of the projects  include employing person(s) on project , which is also an excellent way of 

motivation. If the person shows a good perfomance and potential, he/she can stay employed even 

when the  project finishes (under the condition that there is a job opening within the organization) 

 

5.THE RESULTS FOR THE LEARNERS REGARDING THE POSSIBILITIES TO ENTER THE LABOUR MARKET 

In Republic of Croatia, certificates issued by the Public open universities for attending three-year or 

four-year VET retraining are verified by the Ministry of Science, Education and Sports. 

Public document optained by the student  upon completion of  retraining programs has equal value 

as the highschool degree.  

In addition, informal certificates on knowledge and skills acquired through various workshops and 

trainings conducted by CSOs as part of their projects, can also contribute to entering the labor 

market. Informal education is also an important factor which employers take into consideration, 

because it shows the willingnes and initative of a person for further education. 

This informal education can include differnt toppics like  project cycle management, volunteer 

management, computer literacy, foreign language etc. The education is mostly done as a part of 

project activities, and is free of charge for persons who attend it. 

Croatian Employment Service currently has 26 different incentives for encouragement and 

enhancement of youth employment. The most popular one is "Work ,years of service and 
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transportation". This incentive implies training for work without  employment (payment of 

mandatory contributions  (pension and health insurance ) and financial aid to youth in the amount of 

HRK 2,400 per month(310 eur) and the transportation fee at the expense of CES. 

The table of incentives for youth employment are shown below: 

INSTRUMENT/MEASURE FOR YOUTH:   Support for employment / self-employment: 

NO NAME SUPPORT FOR 

1 „With half - half to the first job“ hiring young people without work experience 

2 „Half-half“ For employment 

3 „Half-half“ for inclusion for the employment of youth with disabilities 

4 „Half-half for Roma minority“ for the employment of  Roma youth 

5 „Your initiative- your work place“ For self-employment 

6 Your initiative- your work place in the 
green economy 

For self-employment 

7 "Together we are stronger" for the employment of the Cooperative managers 

8 „Work after summer“ For employment in tourism 

9 „Work after vocational training“ For employment 

10 „Learning and working“ Knowledge improving of newly hired 

11 „Knowledge pays off“ Education of unemployed 

12 „Youth also learns  for work“ training programs and education of youth for and 
at known employer 

13 "Learning for Entrepreneurs" training and education of youth 

14 Training on the work place  

15 "Literacy Programs of Youth" Education of unemployed youth 

16 "Vocational training for work without 
employment" 

training for work without  employment (payment 
of mandatory contributions  (pension and health 
insurance )and financial aid to youth in the amount 
of HRK 2.400 (cca 315 eur) per month at the 
expense of CES 

17  Community public work Co/financed employment in public work 

18 "Work for the community and myself" Co/financed employment in public work 

19 „Help to myself and others“ employment through individual projects of public 
works 

20 „Youth for youth“-tutors in schools Public work for youth 

21 „Youth for EU“- associates on EU projects 
in the NGO sector and the social partner 
organizations 

Public work for youth 

22 „Youth for the community“ Mini public work 

23 „Employment in social entrepreneurship“ Co/financed employment in public work in social 
companies 

24 Support to the transformation and 
deinstitutionalization of social care 
institutions  and support for social 
inclusion. 

 

25 „Move the community“ Employment of volunteer coordinators through the 
public work programme 

26 „Coordinators of socially useful work“  
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Spain 

Way to Learn to Work ï Spain  
*Gobierno de Canarias Dirección general de formación profesional y educación de adultos 

 

 
1.Collaboration with the employers in the region 
 
Collaboration with employers in training has different facets. The most important is that students 
who studied vocational training should take part in an apprenticeship at the end of it. This phase of 
apprenticeship is integrated within the curriculum and in the Canary Islands it has a similar duration 
for all studies, approximately 9 weeks. Companies collaborate selflessly. They do not receive any 
financial compensation for hosting the students during this time. Apprenticeships take always place 
at the end of the training and once the students are able to get their degree. Every year about 3,500 
companies get involved with this practical experience. Schools get the collaboration of both, private 
companies and the public sector. For apprenticeships in health or social care the public sector is a 
very important partner because of its major presence in these branches. Significantly, this 
collaboration is regulated throughout Spain; it is not specific for the Canary Islands. What our region 
can determine itself is the amount of hours students must be at companies during the 
apprenticeship. 
 
On the other hand, it is also necessary to mention that students do not receive any income for 
participating in the apprenticeship. If this happened an employment relationship between the 
company and the students would be established and the partnership between schools and 
companies would be void. 
 
In general, schools pick up companies for their students. Sometimes, students choose their own 
workplace. If students want, they can do apprenticeships outside the island where they live or 
elsewhere in Spain or in any European country. In some cases, schools participate in European 
programs, particularly Erasmus+ to enable the students to go abroad to do their apprenticeships. 
 
A second line of collaboration with employers are the projects of dual vocational training. These 
projects have been recently launched in our region and in our country. In fact, next year it will be the 
third time that are being carried out. These dual vocational training programs are an adaptation of 
vocational training as it has been carried out especially in Germany and other European countries. 
The idea is that students spend a substantial time learning on the job in addition of their regular 
lessons at school. In the current school year, there are 16 ongoing projects in the Canary Islands. 
These projects are developed at 13 schools and include 13 different vocational studies. 
 
Finally, specific agreements with companies or public bodies are signed in order to carry out certain 
actions that support vocational training. These agreements deal with many different aspects. For 
example, some public or private institutions offer their own facilities so that students can carry out 
practical activities that are not feasible at schools.  
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2.VET –training for young (long term) unemployed adults  
 
The Employment Council for the Canary Islands Autonomous Community has implemented a youth 
programme within the Youth Guarantee Plan, together with the councils of each of the seven islands 
together with the Local Ministry of Education. One part of the funds for this is provided by Youth 
Guarantee and the other part is provided by each island council. The island council is in charge of 
organising the vocational training and some non governmental entities also take part in it. The 
education authority is in charge of organising and coordinating the education experience.  
 
On the one hand, job destruction has mostly affected low skilled young people and on the other 
hand, the rate of early school leaving is significantly high in Spain and specifically in the Canaries. This 
makes it even more difficult for such young people to find a job in the labour market. When this 
group is broken down by gender, unlike the European average, in Spain there are now more men 
than women in the group (53%, as opposed to 47% women). 
 
So this plan is mainly for young people at the end of adolescence who have dropped out of school 
early or have not continued their training after finishing their compulsory education and –therefore- 
they have no skills or work experience. 
 
This plan consists of 60% of training working hours and 40% of secondary school education. They 
work for three days of the week -for what they get a payment- and assume the commitment to 
receive lessons the other two days.  
 
The main objectives of this scheme for those young people is to return to the education system and 
complete their compulsory studies, vocational studies or employment certificates and in addition 
obtain vocational training too. 
 
Young people to get involved in the programme must be registered in a specific computer system of 
the Youth Guarantee. Authorities must offer employment, on-going education, an apprenticeship or 
work experience within four months, so this has been one of the offers. 
 
Over one thousand young people (ages from 18 to 24) have been taking part in this plan each year 
and the results are being highly satisfactory. 
 
 
3.Admittance of students 
 
The students admission process is regulated by specific rules so that the general principles of 
transparency, equality, merit and ability are met. The fact that the number of people who want to 
study vocational training is very high must be considered. It is a pubic call and anybody can apply if 
he or she meets the requirements, since education and training are essential public services.  
 
As a matter of fact, about 32,000 people requested a vocational training place last year. Not 
everybody who applies gets a place and this happens mainly for two reasons. The first is that the 
supply can not meet the demand. About a quarter of applicants do not get courses. Furthermore, 
applications are concentrated in certain studies that are especially in high demand. The branch of 
health, socio-cultural and community services and lately cooking and gastronomy enjoy enormous 
popularity, for example. The result is that more than half of the demand is directed to a few studies.  

http://www.w2l2w.eu/


 

www.w2l2w.eu         Copyright © 2015 Way 2 Learn 2 Work Partnership  

                               

 
However, the supply must be balanced in terms of what the labor market asks for. In fact, the 
number of vocational studies in the Canaries is particularly high compared with other regions. This 
school year 100 different studies divided into 24 professional families have been offered. 
 
It is necessary to mention that vocational studies are what is called post-compulsory, ie that are not 
included in compulsory education except in the case of the so-called basic training. This basic training 
are studies aimed at young people who have difficulty in completing compulsory education. They are 
a special measure for pupils who do not progress in general education. In Spain and Canary Islands, 
post-compulsory vocational training is divided into two levels. First there is the intermediate level 
and its access requirement is having compulsory secondary education, which comprises 10 years of 
schooling in Spain, together with Primary Education.  
 
The second level is part of the higher education system in our country, along with university degrees, 
master's degrees and doctorates. The access requirement is the same as is required to enter the 
university: upper secondary education (baccalaureate), ie 12 years of schooling. 
 
Therefore, anyone who wants to study vocational training may do so as long as he or she meets 
these academic requirements regardless of age, family income level, social status, place of residence 
etc. 
 
If there are more applications than places, the only criterion used to award these places is the 
average grade of studies. In case of high level vocational training the system is more complex and 
priority is given to people who have studied a particular type of upper secondary education, 
depending on the type of study concerned. Furthermore, the average grade of former academic 
dossier is taken into account. 
 
For all those who wish to study these courses but do not have the academic requirements, an 
entrance test is convened every year. Of course, the test differs if it is to access the intermediate 
level or the high level. With respect to the intermediate level, the contents of the test relates to 
compulsory secondary education and for the high level the topics are extracted from upper 
secondary education. About 75% of people who do the test for the intermediate level pass and this 
figure is around 60% for the test of the high level. People who pass the test are not subject to the 
same conditions at admission as people who meet the academic requirements. Only 20% of places 
are reserved for those who have pass the test. 
 
In regard to motivation of students a survey was conducted a few years ago to determine the key 
factors that influence the students choices. The result was that most students choose their courses 
based on what they would like to do. Other factors such as family expectations, location of schools or 
influence of peer group is hardly relevant. 
 
 
4.The motivation of the learners & support they get from the VET-trainers or their organizations; 
which approaches/strategies do we use as regards to motivation? 
 
The ways we will deal with this question should be very general, due to the high number of schools in 
which the Canary Islands Ministry of Education intervenes, which legally have pedagogical autonomy, 
allowing them to act differently in each case.  
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Students’ motivation is based on the following pillars: 
 

A. Teaching Method 
The general decisions on teaching methodology are oriented in all cases to promote students’ 
motivation to obtain school success, and are based on the principles of active and participatory 
methodology that appear on LOMCE, the Spanish education law: "The development of students' 
ability to regulate their own learning, trust in their skills and knowledge and to develop their 
creativity, initiative and entrepreneurial spirit." 
 
These are the psycho-pedagogical principles for motivation: 

¶ Start from students' prior knowledge and abilities and considering their expectations and 
interests 

¶ Promote the acquisition of significant learning related to those already acquired 

¶ Ensure the acquisition of functional, portable to work situations related to their learning level 

¶ Connect with students' interests and motivations through exposure to practical and current 
contents that are to be applied in their daily or professional life 

¶ Develop the core competence to have the ability to learn by themselves or learning to learn 

¶ Use an active and participatory methodology 

¶ Ensure that the students himself notice and correct their mistakes proposing remedial action 

¶ Encourage an adequate climate in the classroom and promote the values of self-control, 
cooperation and tolerance 
 

B. Grouping 
The methodology is not exactly the same in all the cases. However, it is always guided by the same 
principles, including the individualized attention, which, in addition to meeting the training needs of 
the group to which a student belongs, are directed to other types of lessons, activities or attention to 
complete the gaps they may have in any of the competences. 
Tutorials fit the students' profile, which conveys differences in treatment. Within this methodology, 
curricular and methodological coordination is considered important.  
 
Attention to diversity 
Individualized treatment of students as a pedagogical principle allows us to take into account the 
special characteristics of each student and their learning pace, with tutorial support tailored to the 
students' needs, as a way to boost their motivation. 
 
The procedures we use to address this diversity are: 

¶ Providing adequate educational response to all students, as an inclusion principle. 

¶ Ensuring the development of all pupils attending to individual skills differences 

¶ Encouraging equity, provide an equal access to resources and possibilities offered by the 
education system. 

¶ Replying to specific students’ educational needs and  

¶ Achieving basic skills and objectives of the level at each student is enrolled  

¶ Providing opportunities to use and deploy their skills and abilities effectively, develop their 
full potential, contributing to their personal improvement 
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Recognition of formal and informal learning 
There are, in the different levels of the education system and the employment system, procedures 
for people who have any knowledge, regardless of its nature, and want it to be recognized, either to 
enter the labor market or to continue studying. 
In the education system, initial assessment includes previous formal learning accredited by 
documents, which is recognized using tables of equivalence, and declared non-accredited learning, 
that is recognized by passing examinations. Once established the equivalence of previous studies or, 
if necessary, performed the tests referred above, an interview takes place with each student in which 
his or her situation is evaluated along with the expectations and interests manifested. Also, in the 
course of the interview, the student will receive advice to facilitate the choice of his or her training 
pathway. 
In the employment system, periodic calls in which professionals who have acquired the knowledge 
through non-formal learning and experience, modules are officially recognized through a process of 
counseling and accreditation. 

 
C. Evaluation 

The evaluation is understood as an ongoing process and, as such, students should be aware of their 
educational progress through constant feedback that allows them to correct the difficulties that may 
arise. The communicative feedback on the learning process should be established in positive terms, 
increasing student's motivation. 
 
It has the following features: 

¶ It is continuous, integrated and comprises students' participation 

¶ It takes into account the context and different learning rates of each adult 

¶ It includes both learning and teaching processes, as well as the teaching practice 
 
 
5.The results for the learners regarding the possibilities o enter the labour Market; how do we 
measure those stops? 
 
In our education system, in the framework of vocational training “European convergence in Training” 
there are the following levels: 

1. Professional Certificates Level 1: Level 1 of the European Qualifications Framework (EQF) 
 

2. Academic Certificate of Initial Vocational Training Program and Basic Training: Level 1 of the 
European Qualifications Framework (EQF) 
 

3. Technician 

- Level 3 of the International Standard Classification of Education (ISCED3) 

- Level 4 of the European Qualifications Framework (EQF) 
 

4. Professional Certificates Level 2: Level 4 EQF 
 

5. Higher Technician: 

- Level 5 of the International Standard Classification of Education (ISCED3) 

- Level 5 of the European Qualifications Framework (EQF) 
 

6. Professional Certificates Level 3: Level 5 EQF 
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Romania 
 
*CTANM - POLITEHNICA University of Bucharest 

 
 
1.Cooperation with employers in the region 
 
Traditionally, in Romania, unemployed people (including young people) register at one of 
the branches of National Agency for Employment. When an employer has a vacant position, 
it can contact the agency to find a match between the required professional competencies 
with the competencies of the registered unemployed. If a match is found, both the employer 
and the possible candidate are informed. But the employer can choose other means to 
announce that it has a vacant position: mass-media, professional networks, etc., without 
informing the local branch of National Agency for Employment. In the latter case, the 
employer has the advantage of avoiding bureaucratic work. 

Because the traditional system is working not very efficient and to avoid having a lot of their 
graduates unemployed, most Romanian universities and vocational schools have agreements 
with employers for internships, apprenticeships and even for direct employment. The 
internships and apprenticeships are monitored by both academic staff and specialised 
representatives of the employers.  

It was noticed that the educational system (especially universities) has the tendency to focus 
on the theoretical aspects. To overcome this tendency, some employers (especially very 
large companies) have involved themselves in adapting universitary curricula to the job 
market demands. Partnerships universities-enterprises were created in order to analyse the 
needs of the job market, but also the future development of technology, in order to adapt or 
establish new curricula that will increase the employability of the graduates. In some cases, 
even new study programmes were created to suit the employers’ needs. 

In order to facilitate the direct contact between employers with vacant positions and 
unemployed people or persons looking for a better job, job fairs are organised on regular 
basis. Job fairs can be organised by the National Agency for Employment, local government, 
universities, etc. Job fairs also proved to be very useful in offering unemployed people a 
realistic view of the job market. 

“Guarantee for Youth” is the greatest governmental initiative in the last 25 years regarding 
the employment of young people (16 – 24 years old). There are several measures included in 
this initiative, like the possibility for the young to continue primary and secondary education 
at older ages. Also, subventions are granted to employers to offer apprenticeships and 
internships or to hire young people and especially young people that present the risk of 
social marginalisation (disabled, rrhoms, placement centres leavers, etc.). Subventions are 
granted to young employees that find a job far from home to settle in the new town. Young 
people that start their own new business are supported in many ways: with money, 
guidance, etc.  
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2.The kind of VET training for young (long term) unemployed adults 

 
In Romania, education is compulsory to 10th grade (learner’s age: 16 or 17 years). After that, 
the learner can attend high school or professional education and, further, an university study 
programme. 

According to a 2013 statistics, the distribution of learners by type of education is: 
Kindergarden (15.6%); Primary school + Gymnasium (46.7%); High school (22.3%); Higher 
Education (12.4%); Professional education (3%). As it can be easily observed, very few 
learners follow a study programme in the professional education. (Source: Press release of 
National Institute for Statistics, 28.06.2013) As a direct consequence, the labour market of 
services lacks a lot of professionals (plumbers, carpenters, locksmiths, welders, shoemakers, 
waiters, etc.). 

The last years of a learner in secondary education can be in a theoretical high school (where 
she / he studies science or humanities) or a technological high school (exploitation of natural 
resources, environment protection, etc.) or a vocational high school (military, artistic, sports, 
theological and pedagogical). Besides these, there are scholar groups (usually a group of one 
high school and one craft and trade school). 

In the technological and vocational high schools, the study programme finishes with the 
baccalaureate exam and with an additional exam for awarding the qualification certificate, 
certificate that is recognised by the Ministry of Labour, Family and Social Protection. Only 
the Craft and Trade School does not allow access to universitary studies. 

In technological and vocational education, the practical stages are organised in the school or 
in companies. All studies are organised according to the National Registry of Qualification. 
(The focus of Romanian Education System is the transfer of competences.) The technological 
and vocational education can be organised on demand from private companies or National 
Agency for Employment, based on contracts. 

The professional education is organised in professional schools (independent or affiliated to 
larger high schools). The curriculum is based on professional training standards approved by 
National Education Ministry and according to national occupational standards. Graduates of 
gymnasium can attend free-of-charge a professional education course until the age of 18. 

Until recently, the choice of following a study programme in professional education was 
made by the learner according to her / his will under the parents’ guidance. No assessment 
of competences or career counselling was performed in the secondary education. Now, 
every educational organisation that provides secondary education courses offers the service 
of professional or career counselling (at least officially). 

If a large manufacturing factory or other type of company is about to be opened in an area, 
the local branch of National Agency for Employment will organise vocational courses in the 
professions that will be required by the new company.  

In Romania, there are no VET training courses aimed to the young unemployed. Young 
people can follow professional study programmes like all the other social categories. 
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3.The admittance / selection of learners  

 
Basically, the vocational training programmes can be followed by a person who completed 
the gymnasium. So, a minimum of passed grades is required in order to have granted access 
to vocational training. 

In Romania, the public educational system is free of charge, but educational institutions can 
charge a fee for successful courses, if they provide similar (but not identical) courses free of 
charge. Private educational organisations charge fees to support their functioning and they 
are allowed to make profit. 

The right to education is guaranteed by Romanian Constitution. The education is egalitarian 
and performed in Romanian and most of the minorities’ languages. So, every Romanian 
citizen is entitled to follow any study programme she / he wants as long she / he meets the 
selection criteria and affords to support herself / himself and / or pays the legally established 
fees.  

Prior to enrolment period, the study programmes are advertised through different means. 
As successful is the study programme, as little investment it demands. Flyers, leaflets, 
brochures, roll-ups, posters and banners are usually used. But the advertisement can be as 
costly as a TV advertising campaign. 

There is an enrolment period for every study programme. At the end of this period, the 
admittance exam takes place. The enrolment and admittance are regulated by law. If a 
candidate is not satisfied with the final results, she / he can appeal first to the educational 
organisation that organised the admittance exam and finally in the court of law. There are 
several types of admittance exam.  

In case there are no special prerequisites and no other conditions to be met, the admittance 
exam can be a simple assessment of applications and the best candidates (as they appear 
from the applications) are selected.  

Also, if just some prerequisites are demanded (like graduation of other study programmes), 
but included in the application format, the assessment of applications serves as an 
admittance exam.  

If special conditions are demanded, then the admittance exam can include, besides the 
assessment of applications, ability tests (for handicrafts, singing for theology, mathematical 
skills for economists, etc.), medical examination (for military cadets, professional drivers, 
etc.), psychological examination, etc.  

In case after the first selection of learners, the admittance commission find that a lot of the 
rejected candidates meet the selection criteria, it can apply to the higher forum (board of 
the educational organisation, regional inspectorate, ministry of education) for an increase of 
the number of learners. Based on logistic, personnel and financial criteria, this application 
can be granted or not. 
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4.The motivation of the learners & support they get from the VET-trainers or their 
organisations 
 
From the secondary education, the learners are assessed in school’s career counselling office 
regarding to their professional potential and are advised to pursue a professional career into 
a certain direction. In this regard, there are made the first steps in ensure that the young 
person will be trained for a profession suited for her / him. She / he will be content 
performing at her / his full potential and also the society will benefit from this. So, she / he 
will be motivated in her / his activity. 

Also, large educational organisations have a department for professional assessment and 
career counselling. There the learners can get support for their learning problems, 
professional issues and guidance for their future career. 

It is common practice that at the beginning of the study programme, a detailed description 
of the whole programme is made. The description is referring to the learning units 
(structure, emphasis, assessment, etc.), but also to the usefulness of the abilities and 
knowledge transferred by the respective unit in regard to the future professional life of the 
learner. Basically, the trainers are explaining that after getting the respective ability, the 
learner will be able to perform specific professional activities. This description focused on 
the utility of competences transferred during the teaching-learning process can be also 
performed at the beginning of each learning unit. 

More, it should be emphasised the benefits offered by life as an employed person, in 
general, and by the profession available for them after graduating the vocational course, in 
particular. Also, it should be presented the shortcomings and perils of the “career” of 
permanently or semi-permanently unemployed person. 

The trainers should not consider themselves as academic teachers, but rather coaches for 
profession and life. Also, the training organisation should not consider itself as a rigid 
organisation, but a flexible one, dedicated to its learners. 

Even the training organisation will prove some flexibility in its relationship with the learners, 
a certain discipline will be installed and maintained to prevent chaotic events and, also, to be 
an example for learners’ self-discipline. 

Another type of motivation for learners is an indirect one. It is about the motivation given by 
the prospect of being employed by the companies that have partnerships with the 
educational organisation and where apprenticeships and internships are done. In this regard, 
educational organisations should contact a lot of companies from their field of expertise in 
order to establish fruitful partnerships. 
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5.The results for the learners regarding the possibilities to enter the labour market 
 

The chances to enter the labour market for the graduate of a VET training programme are 
given by two important elements: 1) skills and knowledge acquired / updated during the 
training programme; 2) the certificate awarded. 

The skills and knowledge are transferred to the learner during the teaching-learning process. 
The process is performed according to the curricula of the training programme. These 
curricula are approved by the Ministry of Education and Scientific Research, based on the 
criteria contained in the National Registry of Qualification. This registry was designed and 
developed on occupational standards with the involvement of the Ministry of Labour, Family 
and Social Protection. These governmental bodies ensure that the teaching-learning process 
is properly conducted using their own bodies specialised in monitoring and control. 

A cardinal role in assuring the highest quality of the teaching-learning process belongs to the 
Romanian Agency for Quality Assurance in Preuniversitary Education. (The preuniversitary 
education includes the vocational training system.) This agency is checking the conformity of 
the processes by analysis of relevant documents and by periodical visits to all educational 
organisations. 

All certified vocational training programmes finish with a qualification exam. After passing 
this exam, the graduate is entitled to receive a qualification certificate. Because these 
vocational training programmes are approved by proper authorities, the qualification 
certificate is recognised accordingly by all Romanian employers. 

Moreover, because of the convergence process at European level, most qualification 
certificates issued by Romanian bodies are recognised, on mutual bases, in all countries of 
European Union. 

The learner has her / his own responsibility in taking the proper steps for a successful 
entrance to the labour market. First, she / he should pursue a professional track suited to 
her / his aptitudes. Secondly, she / he should careful analyse the future prospects of the 
envisaged profession. Maybe she / he will become proficient in the desired profession, but 
the possibilities in getting employed in this profession locally are very low, so another 
profession should be targeted.  

Also, the learner should demonstrate a pro-active attitude during the training programme, 
trying to get the best results and to involve in apprenticeship / internship programmes, 
because it is known that not all learners can get an apprenticeship / internship position 
within a company. 

Because there are young unemployed that are not fully aware about their condition, there 
are local organisations (usually NGOs) that are running different programmes to recover 
these people and they not just find a job for the young unemployed, but prepare them for 
the labour market in terms of skills, attitude, etc. 
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Ireland 
 
Way to Learn to Work ï Ireland 
*Ballymun Job Centre 

 

 
1.Strategies and Policies for the Cooperation with Employers  
As a result of the economic crisis the labour market in Ireland experienced an unprecedented 
increase in the rate of unemployment among young adults.  The youth unemployment rate increased 
from 8.7% in 2006 to a height of 30.6 % in 20122. In 2012 the Irish Government introduced Pathways 
to Work (PTW) its strategy to deal with the high levels of unemployment. The Irish government 
pledged to have ‘more meaningful engagement between the DSP and employers so as to ensure that 
employers have access to and are offered, on request, candidates to fill full-time vacancies’3.  PTW is 
organised under five strands and through implementing these five strands people who are 
unemployed are given the opportunity to acquire suitable skills and/or qualifications and then be in a 
position to take advantage of new job opportunities.  The most important strand in terms of 
employer engagement discussed in the PTW is Strand 1:incentivising employers to provide more jobs 
for those who are unemployed. The specific strategies and actions regarding are discussed below. 
 
JobsPlus, a new employer incentive from the Department of Social Protection, encourages and 
rewards employers who offer employment opportunities to the long-term unemployed. For those 
unemployed between 12-24 months the employer subsidy is €7,500 over two years and for those 
unemployed for more than 24 months the employer subsidy is €10,000 over two years. Since 1 
January 2015, under the JobsPlus Youth part of the scheme, the qualifying period for jobseekers aged 
under 25 has been reduced to 4 months4. 
 
The DSP also offers a wide range of services to Employers through their network of Employment 
Service Offices, Intreo5 and Local Employment Service Offices6. JobBridge, the National Internship 
programme and First Steps (internship programme aimed at young people aged between 18 and 24 
who have little or no experience of work) provide work experience opportunities for young 
unemployed people receiving jobseeker’s payment or signing for credits for at least three months. 
Participants in the scheme are offered an internship of six or nine months with a host organisation in 
the both public and private sectors. If they take up an internship they will keep their social welfare 
payment and will get an extra €50 per week. Other DSP employment programmes such as 
Community Employment and TÚS also aim to improve the skill set of young unemployed people over 

                                                            
2 Eurostat (2013) EU Labour Force Survey. Luxembourg: Eurostat 
3 Department of Social Protection (2015) Pathways to work 2015. Dublin: DSP 
4 Department of Social Protection (2015) JobsPlus. Retrieved April 1, 2015, from 
https://www.welfare.ie/en/Pages/jobsplus.aspx  
5 Intreo is a single point of contact for all employment and income supports. Intreo offers practical, tailored 
employment services and supports for jobseekers and employers alike. 
6 Local Employment Service (LES) operate mainly through Local Area Partnership Companies on contract from 
the DSP. The objective of the LES is to focus on the provision of guidance services to those in most 
disadvantaged in the labour market as a direct response to the local context within which it operates6.  
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20 by offering part-time work and some training opportunities in participating community and 
voluntary organisations. The DSP also provide the Jobs Ireland service for employers who want to 
advertise their job vacancies to jobseekers on the Internet and in local Employment Service Offices.  
 
 In 2013 the DSP was granted EU funding to develop a pilot Youth Guarantee scheme in Ballymun. 
The Ballymun Youth Guarantee Pilot (BYG) (2013-2014) tested a labour market activation method for 
young people using a partnership approach. All newly unemployed young people (18-24 years) living 
in the Ballymun received a good-quality offer of a job, apprenticeship, traineeship, work-experience, 
or continued education within 4 months of registration at the Intreo Centre. The scheme included 
elements of assessment, guidance, education and training with a particular focus on providing a work 
placement opportunity with local employers as a route to permanent employment7.  
 
The BYG focused on engaging and building links with employers in order to ensure that the guidance 
and training aspects of the BYG were tailored to meet the needs of the labour market and to 
generate work placement/experience opportunities for the participants. Some of the activities 
proposed included assigning dedicated DSP and BJC/LES Employer engagement officers to drive 
initiatives.  A suite of communications tools was introduced including a BYG website with a specific 
section targeting employers; use of mailshots and flyers, communicating through business/employer 
network newsletters, a database of local employers was developed; ‘Breakfast briefing sessions’ 
were hosted to raise awareness and gauge employer willingness to support it. A DSP promotional 
leaflet was produced to involve employers in ways to assist the BYG: such as recruitment from the 
register of unemployed; hosting interns; providing short work sampling/experience opportunities; 
giving motivational talks at Jobs Clubs, facilitating onsite visits to demonstrate the careers available; 
collaborating in the development and delivery of blended learning opportunities, some of which are 
described below 8. 
 
Positive2Work Skillnet, a network of companies from all sectors of the Irish economy, collaborated 
with Keelings, a major fruit produce distribution company in North Dublin, to deliver two six week 
programmesas part of the BYG. The programmes provided the BYG participants with the opportunity 
to upskill by achieving, alongside a work placement, four FETAC Level 4 modules in Warehousing 
skills, IT, Health & Safety in the Workplace, and Career development.  Afterwards Keelings recruited 
eighteen of the young people. Another blended learning programme for BYG clients was developed 
by IKEA in collaboration with the local Education and Training Board (ETB); a traineeship programme 
at FETAC (Further Education and Training Awards Council) Level 4 in retail skills. The Irish Congress of 
Trade Unions (ICTU) also delivered an employability skills course which included a blended work 
programme with eighteen employers. Twenty six BYG participants attended all or part of the 
programme of which six were subsequently recruited. Another blended learning programme for very 
marginalised BYG participants was as a result of a collaboration between the DSP and Business in the 
Community and combined a short pre-employment course and a 4 week work placement. 
 
The Feeding Ireland’s Future (FIF) programme also involved employers. FIF comprises Irish retailers, 
suppliers and service providers in the retail and food industry. The companies involved offered free 
pre-employment support to young, unemployed people (aged 18-24), during a designated 'Skills for 
Work Week'.  Two companies, namely Keelings and Musgrave in North Dublin ran FIF programmes, 
providing two to three day workshops on confidence building/CV preparation and work in March 
2014 & March 2015 for 25 BYG participants. 

                                                            
7 Ballymun Youth Guarantee (2014) Local Action Plan. Dublin 
8 Devlin, M (2015) Policy and practice report key learning from the Ballymun Youth Guarantee project. 
Retrieved March 31 2015, from http://www.welfare.ie/en/downloads/Key-Learning-Ballymun-Youth-
Guarantee-Project.pdf 
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Locally the Ballymun Job Centre Employer Support service builds and maintains relationships with 
employers. The BJC provides a professional and free service to employers assisting them in 
recruitment of staff. The Job Centre has developed relationships with a wide range of employers 
from small enterprises to large multinationals operating in a variety of different sectors. Employers 
use and re-use the BJC services because of the experience, professionalism of the staff and quality of 
the service provided. The staff liaises with employers for the purpose of obtaining job orders, 
identifying needs and current employment opportunities and to assist employers with the selection 
of candidates and interview arrangements.  The BJC can supply CVs of suitable candidates within 
twenty four hours of receiving a job order.  All candidates are screened before they are sent to 
employers for interview. 
 
 
2.Strategies and Policies Regarding the Kind of VET Training for Young Long-term Unemployed 
Adults 
SOLAS is the Further Education and Training Authority in Ireland.  Further Education comprises 
education and training which takes place after second-level education but which is not part of the 
third-level system. FET provides education and training and related supports to assist individuals to 
gain a range of employment, career, personal and social skills and qualifications at Levels 1‐6 on the 
National Qualifications Framework (NQF)9 or equivalent, and is aimed at jobseekers, school leavers, 
labour market returners, employees, those interested in new career direction, those wishing to 
access ‘second chance’ education, those wishing to re-engage in learning and to prepare school-
leavers and others for higher education. SOLAS operates under the aegis of the Department of 
Education and Skills (DES) and will, in conjunction with the sixteen Education and Training Boards, 
(ETBs) be responsible for the integration, coordination and funding of a wide range of further 
education and training programmes. A short description of the FET courses in Ireland can be 
found below10: 
 

FET Provision provided  by  ETBs 
Post Leaving Certificate (PLC) Courses (1-2 years Fulltime) 
The  PLC  programme  is  the  principal  alternative  to  higher  education  entry  for  young  people  
who  complete  senior  secondary  education  and  is  the  largest  single,  initial  training  programme  
for  a  wide  range  of  intermediate  skilled  occupations  in  the  economy.  Through  the  Higher  
Education  Links Scheme,  PLC  courses  also  provide  an  alternative  route  to  higher  education  in  
the  Institutes  of  Technology.  The  aim  is  to  provide  participants  with  a  combination  of  general  
studies,  vocational  studies  and  opportunities  for  work  experience  so  that  they  are  able  to  
enter or re-enter intermediate  skilled  jobs  in  the  labour  market.  Courses  are  delivered  in  a  
wide  range  of  disciplines, such  as  business  studies,  childcare,  community  care,  computing  and  
technology,  e‐commerce,  horticulture,  multimedia  production,  sport  and  leisure,  and tourism. 
The  courses  generally  lead  to  major  awards  at  NFQ  Level  5  and 6. 

 
Vocational Training Opportunities Scheme (VTOS) 
The  VTOS  scheme  provides  a  range  of  courses  to  meet  the  education  and  training  needs  of  
unemployed  people.  It  gives  participants  opportunities  to  improve  their  general  level  of  

                                                            
9 Quality and Qualifications Ireland (2014) National network of qualifications. Retrieved March 30, 2015, from 
http://www.qqi.ie/Pages/National-Framework-of-Qualifications-%28NFQ%29.aspx  
10 Solas (2014) Further education and training 2014-2019. Retrieved March 30 2015, from 
https://www.education.ie/en/Publications/Policy-Reports/Further-Education-and-Training-Strategy-2014-
2019.pdf  
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education,  gain  certification,  develop  their  skills  and  prepare  for  employment,  self‐employment  
and  further  education  and  training.  Some  examples  include ICT,  Art  and  Design,  Business  
Administration,  Childcare  and  Digital  Media.  They  are  usually  delivered over  two  academic  
years  on  a  fulltime  basis  of  30  hours  per  week.  The  courses  lead  to  a  range  of  awards  
across  NFQ  levels 

 
Youthreach/Community Training Centres 
Youthreach  is  a  fulltime  programme,  usually  over  two  years,  directed  at  unemployed  early  
school  leavers  aged  15-20.  It  offers  participants  the  opportunity  to  identify  and  pursue  viable  
options  within  adult  life  and  lead  to  major  awards  typically  at  Levels  3  and  4  on  the  NFQ.  
Youthreach  offers  a  flexible  programme  of  integrated  general  education,  vocational  training  
and  work  experience. Learners  are  facilitated  in  setting  individual  learning  plans  aimed  at  
increasing  their  self-esteem,  skills  and  knowledge  base  and  employability.  Overall  the  
programme  aims  to  enable  individuals  to  participate  fully  in  society  and  to  progress  to  FET,  
e.g.  VTOS, PLCs or onto employment. 

 
Back To Education Initiative  
The  BTEI  provides  part‐time  Further  Education  programmes  for  young  people  and  adults.  The  
aim  is  to  give  participants  an  opportunity  to  combine  a  return  to  learning  with  family,  work  
and  other  responsibilities.  It  was  initially  conceived  as  an  access  route  to  the  full  suite  of  
existing  FET  i.e.  opening  up  fulltime  courses  to  include  part‐time  learners  and  to  link  with  
adult  literacy  provision  in  particular.  Programmes  are  offered  in  partnership  with  a  number  of  
agencies  throughout  the  country  on  a  flexible  part‐time  basis.  Classes  are  offered  throughout  
the  year  in  the  morning,  afternoons, evenings  or  weekends.  Courses  lead  to  a  range  of  
accreditation  at  Levels  1‐6  on  the  NFQ. 

 
Community  Education   
Community  Education  works  with  adults  who  wish  to  return  to  or  continue  their  education,  
offering  a  learner-centred  approach  involving  personal supports  and  tuition  leading  to  positive  
personal, social and  economic  outcomes. It  focuses  its  work  on  people  who  are  distant  from  
education  and  the  labour  market,  and  is  generally  developed  in  local  community  projects  and  
centres. Community  Education  offers  a  diversity  of  courses  to  meet  the  needs  of  a  diversity  
of  learners  including  courses  leading  to  accreditation  from  Level  3 –8  on  the  NFQ,  informal  
and  non‐formal  courses  which  are  not accredited,  short  introductory  courses,  full‐time  year-
long  programmes, and  courses  in  everything from  life  skills  to  professional  qualifications.  

 
Adult  Literacy  
Adult  Literacy  programmes  are  provided  to  people  inside  and  outside  of  the  labour  force  who  
want  to improve  their  communication  skills,  i.e.  reading,  writing,  and  numeracy  and  
information  technology.  Programmes  are  typically  delivered  for  2-4 hours  per  week  during  the  
academic  year.  The  Intensive  Tuition  in  Adult  Basic  Education  (ITABE)  programme  is  offered  
on  the  basis  of  6 hours  (delivered in  2-3  sessions  per  week)  for  14  weeks.   

 
Apprenticeship 
Apprenticeship  is  the  recognised  means  by  which  people  are  trained  to become crafts people in 
Ireland.  Currently  there  are  26  designated  trades 
within  the  Standards  Based  Apprenticeship  system. Apprenticeship  is  organised by  SOLAS in co-
operation  with  the DES, employers  and  unions.  The  apprenticeship  system  typically  consists  of 
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seven  phases  in total  with  three  off-the‐job  phases  (one  phase  is  delivered  in 
an  approved  training  Centres and two  phases  are  delivered  by  the  Institutes  of 
Technology)  and    four  on-the‐job  phases (delivered by  employers). The duration 
is  usually  4  years.  Successful  completion  of  an apprenticeship  leads 
to  a  Level  6  NFQ  award  called  the  Advanced  Certificate  Craft.  
 

Specific  Skills  Training  (SST) 
Specific  Skills  Training  courses  typically  take  six-plus months  fulltime to complete and  are 
designed  to  meet  the  needs  of  industry  across  a  range  of  sectors leading  to  accreditation  at 
Levels  4-6  on  the  NFQ  or  certification  from  a recognised  external  accredited  body.  Courses  are 
fulltime  and  all  year round to facilitate  those  entering  the  labour  market  for  the  first  time  and 
persons wishing  to  up-date or  acquire  new  skills. Examples  of  courses  include;  Computer 
Applications  and  Office  Skills, Retail  Skills  Health  and  Beauty,  Business 
Administration,  IT  Secuity Management,  Business  Process  Improvement and 
Life  Sciences  Manufacturing  Operations. 

 
Traineeship 
Traineeships  typically  take  from  four  to  nine months  full‐time  to  complete  and  provide  
occupation‐specific  training  and  integrate  formal  training  and  workplace  coaching  with  a  host  
employer.  Courses  are  full-time  and  all  year  round  to  facilitate  those  entering  the  labour  
market  for  the  first  time and persons  wishing  to  up‐date  or  acquire  new  skills.  All  programmes  
lead  to  accreditation  at  Levels  4-6 on  the  NFQ  or  certification  from  a  recognised  external  
accredited  body.    Examples  include;  Beauty Therapist,  Outdoor  Activity  Instructor,  Business  
Systems  Service  Technician  and  Software  Developer.  

 
Blended  learning  courses 
Blended  learning  courses can  last  up  to 6 months  and  utilise  the  best  mix  of  classroom,  lab,  
practical,  on‐line  training  and  tutor  support  to  suit  the  need  of  those  individuals  who  need  a  
more flexible  way  to  meet  their  training  needs.  Examples include CAD 3D Parametric  Modelling, 
Industrial Automation-Electrical/Electronic Control  Systems  and  Management  Development.  
Courses  are  delivered  all  year  round  and  lead  to  accreditation  at  Levels  4‐6  on  the  NFQ  or  
certification  from  a  recognised  external  accredited  body.  

 
Part-time Courses 
Part‐time  Evening  courses  of  typically  30  hours  duration  over  10 weeks  provide  short  up-
skilling  modules  for  both  unemployed  (primarily)  and  employed  persons.  Examples  of  courses  
include; Welding  TIG,  Interior  Design,  ECDL,  CAD,  Door  Security and  Start  Your  Own  Business.  
Courses  generally  lead  to  accreditation  at  Levels  4­6  on  the  NFQ  or  certification  from  a  
recognised  external  accredited  body. Part-time day  courses  include: Executive  Networking  and  
Support  programme; Multi-media Training; Microsoft  Certified  Associate; and  Windows  Server  
2008  in  Advertising,  Marketing,  Sales  and  PR. 
 
Community  Training  Provision 
The  Local  Training  Initiative  programme  (LTI) 
The  LTI  is  a  project-based  training  and  work  experience  programme  carried  out In the  local 
community  run by local  community  groups.  The  programme  is  designed  for  people  who  are  
unemployed,  primarily  those  aged  18 –35  years  who  are  experiencing  difficulty  in  gaining  
entry to  the  labour  market  due  to  personal,  social  or  geographic  disadvantage. Literacy 
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difficulties  are  not  a  barrier  to  entry.  Around  200  LTIs  support  many  organisations  engaged  in  
a  wide  range  of  initiatives  including  genealogy,  environmental,  heritage,  tourism,  theatre,  
sports,  and  coaching.  Training  on  Local  Training  Initiatives  leads  to  accreditation  at  levels  on  
the  NFQ  at Levels  3,  4  and  5.    

 
Community  Training  Centres  (CTCs) 
CTCs are  independent  community-based  organisations,  catering  for  the  training  and  
employment  needs  of  early  school  leavers,  primarily  aged  between  16  and  21.  The  training  is  
certified  leading to  recognised  awards  on  the  National  Framework  of  Qualifications.  There are 
38  community  training  centres  around  the  country.  Examples  of  programmes  offered  include  
employability skills,  personal  and  social  employment  skills  and  science  skills.  All  programmes  
offer  personal and social  skills  development  through  modules  such  as  communications,  personal  
effectiveness,  teamwork,  career  planning  and  literacy  and  numeracy  support, which  are  
integrated  with  the vocational  training  modules.  Courses  are  generally  one  year  in  duration  
and  are  full-time  and lead  to  major  awards  on  the  NFQ  at  levels  3  & 4. 

 

FET  Provision managed directly by  Solas 
Momentum 
Momentum  was  launched  in  December  2012  and  was  delivered  in  2013  as  part  of  the  
Government's  ‘Action  Plan  for  Jobs’ initiative.  It  offered  training  to  approximately  6,500  longer-
term  unemployed people  to  gain  skills  in  identified  growing  sectors  (including  ICT,  Gaming,  
Sales  &  Marketing,  Manufacturing  and  Food  Processing)  and  to  provide  them  with  access  to  a  
range  of  education  and  training  projects,  work  placement/support  and  relevant  industry  and  
NFQ  accreditation.   

On-Line  Learning  (eCollege)  
On-Line  learning  courses  typically  take  from  14-24  weeks  to  complete  and  cater  for  
individuals  who are  IT  literate  and  who  wish  to  work  at  their  own  pace  and  in  their  own  
time.  Courses  are  offered  with  and  without  e-tutor  support.  Learners  can  register  for on­line  
courses through www.ecollege.ie.  Examples  include;  CompTIA  Network+,  Mobile  Technology,  
Java  Professional  Developer  and  Microsoft.  

 
Construction  Skills  Certification  Scheme /Quarrying  Skills  Certification  Scheme  (CSCS/QSCS)  
The  Construction  Skills  Certification  Scheme  (CSCS)  and  the  Quarrying  Skills  Certification  
Scheme  (QSCS)  provides for  the  training,  assessment,  certification  and  registration  of  non-craft  
operatives within  the  construction  and  quarrying  sectors.  Courses  are  up  to  one  week  in  
duration  and  are delivered  all  year  round.  

 
3.Strategies and Policies for the Admittance /selection of learners 
Ireland's National Employment Service (NES) consists of 2 strands, the Public Employment 
Services (Intreo Offices) and the Local Employment Service (LES) which operates mainly through 
Local Area Partnership Companies on contract from the Department of Social Protection. The 
objective of the LES is to focus on the provision of services to those in most disadvantaged in the 
labour market as a direct response to the local context within which it operates11.  
 

                                                            
11 Department of Social Protection (2013) Local employment service. Retrieved March 20, 2015, from 
https://www.welfare.ie/en/Pages/Local-Employment-Service.aspx  
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Within 3 months of receipt of social welfare clients are referred to the employment services: PES or 
LES.  A personal progression plan with clearly stated goals is drafted and signed by the client at the 
first one-to-one meeting with a guidance practitioner; if training is identified as a goal then suitable 
training is sought. From this point one-to-one review meetings are carried out every month for 
clients under 25 to review goals. Within the PES if the client does not choose or attend a course from 
the list of available courses identified as suitable within their plan, clients can be asked to choose a 
course from a list of courses available, despite whether they have an interest or aptitude for the 
course. Failure to participate in the chosen training courses may results in penalties to their social 
welfare payments. Within the LES guidance practitioners often meet more regularly with their clients 
to review goals and identified suitable training or interventions. Within some LES offices 
psychometric tools are used (for example EGUIDE in the Ballymun Job Centre) to help identify clients 
interests, personality and abilities to ensure that training courses are suitable.  
 
Eligibility criteria also plays a key role in the admittance of learners into education and training 
courses and work placement programmes in Ireland. These programmes and courses have strict 
eligibility criteria regarding such as age and length of time in receipt of various social welfare 
payments. 
 
A particular focus of the Ballymun Youth Guarantee (BYG) was to increase the volume and range of 
options available to meet the diverse needs of the clients involved. This included extending eligibility 
for participation in certain programmes to the youth guarantee clients including adapting the 
Community Employment and TUS work placement schemes eligibility from being available to those 
25 years or over in receipt of a jobseeker payment for 12 months to those 20 years in receipt of a 
jobseeker payment for 12 months or assessed as having a low/medium Probability of Exit from the 
Live Register (PEX), i.e. at risk of long-term unemployment. There were other changes enacted under 
the BYG regarding the selection and admittance of learners; during the BYG pilot youth guarantee 
clients were also guaranteed interviews for Post Leaving Certificate (PLC) courses. Furthermore, 
learners could also obtain funding for a FETAC courses at a similar or lower level, which outside of 
the BYG pilot is not possible. This relaxation of eligibility criteria was identified as a crucial factor in 
enabling the BYG to make an offer to many young people and in the achievement of positive 
outcomes during the BYG pilot8.  
  
In Ireland entry to third level courses is decided on the basis of a points system which is based on 
level of achievement in the 6 subjects in the Leaving Certificate Examination. The Higher Education 
Links Scheme allows learners can access higher education following the completion of certain FETAC 
Level 5/6 awards. There are other schemes to increase certain groups access to higher level 
education such as the Disability Access Route to Education scheme for disabled students and the 
Higher Education Access Route admissions scheme which allocates a number of third-level places on 
a reduced points basis to students from socially disadvantaged backgrounds. Mature student 
applicants (over 23 years) are also not required to satisfy the normal matriculation requirements or 
meet competitive academic entry levels (e.g. Leaving Certificate points); they are considered on the 
basis of how relevant their life, work and educational experiences are to the course that they wish to 
pursue.  
 
 
4.Strategies and policies for the motivation of the learners & support they get from the VET 
trainers or their organisations 
The provision of free fees, financial support and training/education allowances can motivate young 
people to engage in training and education. In Ireland Further Education and Training (FET) courses 
provided by the Education and Training Boards (ETBs) are free (except for evening courses) and 
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learners, if eligible, are paid a training allowance for the duration of their course, if they are currently 
in receipt of a social welfare payment, such as Jobseeker's Allowance or Jobseeker's Benefit. For 
those aged 26 or more this amount is the same as their social welfare benefit. However, under 26s 
who receive a reduced age-related Jobseeker's Allowance (18-24 €100 pw, 25 years €144 pw) receive 
FET training allowance top-up rate of up to €160 per week. Learners can also claim 
an accommodation allowance if they need to live away from home for the duration of the course or 
a travel allowance if you live 3 miles or more from the course centre. They may also qualify for free 
childcare. Those under 18 (who would not be entitled to a social welfare payment) who attend a 
Community Training Centre get an age-related training allowance12.  
 
The Back to Education Allowance (BETA) is another motivator for those receiving a social welfare 
payment to return to education. It allows learners over 21 years of age to retain their social welfare 
payments while attending an approved second level course of education in a  secondary, community, 
comprehensive or vocational school, such as Junior Certificate, Leaving Certificate, Post Leaving 
Certificate, a City and Guilds Certificate or an Access or Foundation course. If you are receiving a 
social welfare payment and out of formal education for 2 years you may also qualify for the BTEA at 
18 years of age. For learners under 26 who receive the reduced age-related Jobseeker's Allowance 
payment they receive a top-up rate of up to €160 per week13.   
 
Locally in Ballymun programmes such as Ballyrunners programme, which aims to engage young 
people who are at risk of engaging in anti-social activities and help them to alleviate their boredom 
and promote life skills, pro-social attitudes and activities, adopts a slightly different approach to 
motivating and support learns/participants. One of the key features of the programme is that the 
young people are not paid for their participation. Their engagement is voluntary but retention of the 
young people is very high, thus demonstrating their motivation to engage in something meaningful. 
The Ballyrunners Programme works as the facilitators from each agency actively participate in the 
programme, so if young people are dancing, they are dancing. This pro-social modelling and 
mentoring approach has been found to be a key motivator for clients. Sporting heroes/ celebrities 
also present participants with their certificate upon completion of the programme, which is another 
motivation to complete the programme.  
 
Blending learning programmes can also motivate young people to engage in learning as they offer 
both work experience/on the job training as well as undertaking classroom learning. Research 
undertaken with young people in Ballymun has found that the lack of work experience is often a 
major barrier to accessing the labour market. This type of learning was found to be very popular 
particularly with early school leavers and those who have additional barriers. A final strategy to 
motivate learners to complete training and education comes in the form of penalty ratings. Penalty 
ratings can be applied to learners’ social welfare payments if they refuse or fail to participate in an 
appropriate training, education or work experience programmes.  
 
 
5.Strategies and policies to measure learners’ possibilities to enter the labour market 
The Irish Governments Pathways to Work (PTW) strategy (and National Youth Guarantee Scheme as 
part of this) is the key strategy in relation to increasing young people’s access to the labour market.   

                                                            
12 Citizens Information (2014) Further education and training (FET) allowances. Retrieved April 2, 2015, 
fromhttp://www.citizensinformation.ie/en/education/vocational_education_and_training/fas_training_allowa
nces.html  
13 Citizens Information (2015) Job seeker’s allowance. Retrieved April 1, 2015, from 
http://www.citizensinformation.ie/en/social_welfare/social_welfare_payments/unemployed_people/jobseeke
rs_allowance.html  
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The Minister for Social Protection has appointed a Labour Market Council, composed of an 
independent group of industry and policy experts, to drive the speedy implementation of the PTW 
strategy, advise on future Pathways strategies and on wider labour market and employment policy.  
A key concern of the Council is that activation programmes in Pathways are efficient, effective and 
integrated in their delivery and that issues of deadweight and inertia are avoided. It is important that 
these programmes perform effectively in enhancing the employability of unemployed people and 
that these programmes provide value for money. Furthermore, the Council has set up an 
Evaluation/Metrics Sub-Group, comprised of leading labour market economists from Ireland and 
abroad, tasked with devising a systematic evaluation strategy for Pathways and ensuring that 
Pathways outcomes are monitored in a meaningful way14. In 2015 the Department will be 
commissioning econometricians to undertake a full evaluation of the PTW programme, which will 
seek to quantify what aspects of PTW are most effective and the reasons for their effectiveness.  
 
The core objective of the BYG pilot was to make an investment in young people to enable them to be 
sustainable on the labour market in the long-term by increasing their employability. Within the BYG 
aside from the more tangible outcomes such as progression onto education, training, work 
placement or employment, less tangible positive steps were also measured. Cantrils Ladder, a 
10point scale was used to measure perceived ‘distance travelled’ towards employability/career 
goals. This ladder is used at the beginning of the process and again at various key transition points in 
the guidance process following interventions such as training and education. Focus groups with 
guidance practitioners and clients were also used to capture in the impact that the BYG had on 
clients, including softer less tangible outcomes. The evaluation of the BYG found that in addition to 
the tangible outcomes of progression onto education, training, work placement or employment, the 
pilot was highly successful in influencing clients’ subjective perceptions of themselves, their place in 
the labour market and their expectations and readiness for the future8. 
 
The evaluation of the BYG guidance model found that client’s self-definition had improved as a result 
of the process they had engaged in and that this was likely to have long-term effects. Clients 
expressed their confidence in their future direction and ability to move towards employment  and 
this suggests that the BYG guidance model contributes towards the ‘’development of career identity 
(e.g. seeing themselves as part of the labour market and having a clearly defined role within it), 
adaptability (e.g. the development of career management skills such as resilience, self-efficacy and 
flexibility) and human and social capital (e.g. improved skills developed through their quality offer 
and improved social skills, team participation, interview skills)’15. The evaluation of the BYG pilot 
concludes that a national attempt to tackle youth unemployment will benefit from approaches and 
initiatives that allow young people to develop these skills and attributes. Furthermore, Eurofound 
consider measuring these less tangible outcomes in combination with more traditional measures of 
success, such as rates of unemployment and participation in education and training, to be the best 
way to demonstrate the effectiveness of interventions. These less tangible outcomes are included in 
the framework recommended by Eurofound for analysing the effectiveness of youth employment 
measures8. 
 

 

                                                            
14 Labour Market Council (2014) Interim report of the labour market council. Retrieved March 30, from, 
https://www.welfare.ie/en/downloads/Interim-Report-of-the-Labour-Market-Council.pdf 
15 Duggan, C., Whelan, N. & Togher, S. (2015) Lessons from the Ballymun Youth Guarantee pilot a focus on 
employment related career guidance. Retrieved March 31, 2015, from 
http://www.welfare.ie/en/downloads/BYG-CareerGuidance-Report.pdf 
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Scotland 
 
Way to Learn to Work ï Scotland  
*Scottish Government 
 

 
 
 
1. Employer Engagement  
 
Scotland has a strong system of vocational qualifications that are informed by and  
recognised by employers across all sectors, underpinned by the well-established  
Scottish Credit and Qualifications Framework (SCQF)  
 
In Scotland however for too long employers have recognised themselves as consumers of 
the skills sector and offered little input to the shape design or delivery of the programmes to 
support young people. The publication of Developing the Young Workforce - Scotland’s 
Youth Employment Strategy -  highlights the importance of employers in developing and 
delivering vocational education and training.  
 
Employers are central to preparing our young people for the world of work and helping them 
move successfully into the workforce. By creating mechanisms through which employers can 
more easily influence the education system, play an active part in its delivery and remove 
some of the real barriers to employing young people, we aim to transform the prospects of 
our young people and ultimately enhance Scotland's economic performance.  
 
Achieving our ambitions for the young workforce requires a focus on the following themes in 
relation to employer engagement:  
 

 

 

and third sectors.  
 
Nationally  
 
In Scotland we have already launched the Invest in Young People accolade to encourage 
employers to recruit and train our young people and are delighted that employers large and 
small are working towards the accolade.  
 
We have established a National Developing the Young Workforce Group which will guide the 
formation and development of Regional Developing Young Workforce Groups. These will 
work to create a bridge between employers and education, providing a resource for teachers 
and practitioners, and encourage and support employers to recruit and train young people.  
In Schools through employers understanding of the skills they require, and of future labour 
market demand, employers can help to shape the workforce of the future by helping to 
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develop and deliver young people's experiences of the world of work while at school, for 
example, in offering high quality work experience and in inputting to careers guidance.  
 
We will increase the opportunities for employers to contribute to the broad general education 
phase - the period of education from pre-school to the end of S3. Employers and schools are 
to develop strong two way partnerships - partnerships that deliver improvements to teaching 
and learning and bring real-life context into the classroom, particularly in relation to science, 
technology, engineering and mathematics (STEM).  
Encouraging and supporting the development of active industry leadership is a central part of 
the work. We aim to make it easier for employers to make their full contribution to the 
development of the young workforce. Industry leaders, business representative and trade 
bodies, the trade union movement and third sector organisations which work directly with 
industry are all be key partners in our efforts to influence employers of all types to make a 
direct contribution.  
 
Current Good Practice in Scotland  
 

¶ Modern Apprenticeships and Foundation Apprenticeships  
 
Throughout the recession, the Scottish Government focused on the growth and development 
of the Modern Apprenticeship programme. This programme is highly regarded by employers 
and young people and offer the opportunity to receive quality vocation training while 
employed. The number of Modern Apprenticeship opportunities available each year has 
increased from over 21,000 starts in 2010/11 to over 25,000 in each of the last 3 years. 
Building on this success we have committed to a year on year increase to the annual number 
of new Modern Apprenticeships starts taking this to 30,000 per year by 2020.  
 
We are currently piloting and rolling out a programme of vocational pathways which will see 
greater employer engagement with young people in our senior phase of high school. 
Delivered in schools, Foundation Apprenticeships will enable young people to undertake an 
academic and vocational pathway in line with the Modern Apprenticeship frameworks, 
ultimately leading them into a full Modern Apprenticeship on leaving school. 
 

¶ National Standards  
 
We are creating new National Standards for Work Experience and for Careers. These 
standards have been developed with practitioners, employers, young people and their 
parents to ensure that across Scotland young people can develop and practice skills to best 
equip them for the world of work and their future career choices.  
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2. Vocational/Education training for young (long term) unemployed adults  
- to explore the use and possibilities of short term educational (VET-) 

programs to improve the skills of young adults in order to participate in the labour market.  
 
The Scottish Government placed an all-Government, all-Scotland response to rising  
youth unemployment at the top of its agenda from the onset of the economic downturn which 
followed the 2008 global financial crisis. This involved innovative approaches, based on the 
principle of early intervention, and wide ranging partnership working by national and local 
government, government agencies, the education community, training providers, employers 
and the third sector.  
 
The cost of youth unemployment is not solely economic. Being unemployed while young can 
affect future earnings as average wages remain lower throughout the person’s working life, 
even if the person is not unemployed again. It can also increase the chances of being 
unemployed again. Other consequences of being unemployed when young can emerge later 
in life, and include lower life satisfaction and happiness, poorer health, a higher risk of 
depression and lower job satisfaction. The longer the initial spell of unemployment, the 
greater the negative effect.  
 
Current Programmes / Support  
 

¶ The Employability Fund  
 

The Employability Fund supports training programmes that help people to develop the skills 
needed to secure a job or progress to more advanced forms of training. While Skills 
Development Scotland (Scotland’s National Skills Agency) administers the Fund, services 
are commissioned at a local level by local authorities and delivered by training providers to 
ensure they meet local needs, by complementing rather than duplicating existing locally-
funded training offers.  The Employability Fund delivers training across stages 2-4 of the 
Strategic Skills Pipeline. Training and work experience on offer is designed to suit individual 
need while the employer-assessed Certificate of Work Readiness can also be achieved 
whilst participating in Stage 3 activity.  Local Employability Partnerships have been given the 
role of determining how needs should be met from the Fund based on knowledge of their 
area. In summary the Employability Fund: 
 

 

 

 

 

h certification.  
 

¶ Community Jobs Scotland (CJS)  
 
Community Jobs Scotland (CJS) is delivered by the Scottish Council for Voluntary 
Organisations (SCVO) in partnership with the Scottish government and is a programme 
aimed at helping long-term unemployed young people aged 16-24 into employment.  It gives 
long term unemployed young people the opportunity to work in a charity or community group 
for at least six months to will improve their skills and gain workplace experience. Working in a 
third sector organisation also means that the individual willl be helping to improve the  
community.  Since 2011, the Scottish Government has invested over £35 million to deliver 
the CJS programme, which supports Scotland’s young unemployed people into employment 
through third sector employers across all 32 Local Authorities. In 2014/15 a further 1,400 
places were created for young people, including pilot programmes to create opportunities for 
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100 ex-offenders and 100 care leavers and 20 specific CJS placements for women aged 16-
29 from ethnic minority communities.   
 
Phase 5 of the programme was launched in February 2015 with a further £6.1m committed to 
the programme for 2015/16 to support 1,000 young people through a CJS opportunity.  Of 
these opportunities 300 are available for vulnerable young people (including young people 
with criminal convictions) and will last for 12 months, 100 part-time opportunities will be 18 
months for people with disabilities. 
 
Devolution and UK Government Services  
 
Employment and welfare policies are reserved matters for the UK Government. The Scottish 
Government works within the scope of its power to ensure policies and interventions 
designed to support young people in to work complement the services on offer from UK 
Departments. Programmes of the Scottish Government on the whole are  focussed at the 
stage for young people before they enter the welfare system. Primarily age 16-19 years.  
 
UK Government Welfare System/Work programme 
  
The Work Programme is the UK Government approach to tackling long term unemployment. 
This is a Welfare to Work programme which mandates individuals to undertake work to 
receive their benefits. Individuals may be mandated to take part in the Work Programme if 
they are in receipt of Jobseekers Allowance:  
 

 months if not in education, employment or training  

- if aged 18 to 24  

- if 25 or over  
 
Further devolution of UK Government Powers to Scotland 
 
The Smith Commission was set up post Scottish referendum in 2014 to consider additional 
powers for Scotland. One of the Commission recommendations was the devolution of 
powers relating to the UK Government Work Programme and Work Choice programme. 
From 1st April 2017, employment support services in Scotland will change.  New powers to 
provide employment support for disabled people and those at risk of long term 
unemployment will be devolved to Scotland.  This means the current Work Programme and 
Work Choice schemes run by the UK Department for Work and Pensions (DWP) will be 
replaced by Scottish services to provide support, work experience and training to help 
Scotland’s people find work, and stay in work. 
 
In considering how these future powers may operate in Scotland we aim to help eligible 
recipients to find, sustain and progress in work thereby supporting the needs of employers 
and the economy. Future delivery of this new employment service in Scotland will be based 
on the following principles:  
 

inclusion, fair work, and social justice;  

– but focused on the needs of individuals and the labour market;  

 

taged in the labour market;  
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Integrated and coherent skills and employability services which better reflect the needs of 
Scotland’s labour market and key sector skills needs.;  

 

 on the strengths of a broad range of providers who have specialist expertise in 
delivery of employability services both nationally and locally with possible closer alignment 
with a range of other public services; and  

 

l to support local labour markets.  
 
We will use the learning from the Way to Learn to Work programme to help develop these 
future services.  
  

3. Referral / Assessment / Motivation / Support How do we support the learners as 
regards to motivation / discipline; (e.g. use the attractiveness of football to motivate 
young people to join the programme; Famous sportsman can motivate learners to 
show up; incentives can motivate learners)  
 
The Project aim was to look at how young people excluded from the labour force for long 
periods are encouraged to (re)engage with learning so as to be able to undertake and 
complete VET courses (gaining work experience) in one form or the other.   Evidence has 
found that the majority of young people’s motivation and discipline to engage with work 
stems from their key influencers – Parents, teachers, piers, mentors and carers. Key to 
success is the dialogue with those who influence young people, as well as young people 
themselves. The best programmes ensure a focussed and sustained approach to 
engagement and communication which involves young people and their influencers both in 
the development and delivery of these changes will feature throughout our planned activity.  
In Scotland we have developed a range of interventions through local partnerships which 
help support and motivate young people (regardless of their barriers to employment) to enter 
and develop through work.  
 

¶ Activity Agreements  
Activity Agreements provide a first-step engagement for young people furthest from the 
labour market and involve intensive advice, guidance and support, and access to a wide 
range of learning opportunities in the community and third sector. Young people who 
participate in an Activity Agreement will have been referred by partner agencies or may even 
have self-referred on the suggestion of their peers. The referral and assessment process for 
an Activity Agreement will determine whether this is the right intervention for that young 
person. Young people who undertake an Activity Agreement are supported to agree a 
tailored learning plan and are then supported by a Trusted Professional. The Trusted 
Professional will develop a one to one relationship with the young person which offers 
encouragement, mentoring and empathy with the issues they face.  
 
Activity Agreements are delivered differently in all 32 local authorities. Government funding of 
the programme enables them to deliver Activity Agreements in ways which best suit local 
authority and young people’s needs. 
 
In East Ayrshire Activity Agreements are delivered in partnership with Kilmarnock Football 
Club in the club’s stadium and hotel and leisure premises.  This approach brings young 
people into contact with football players, coaches, backroom and ground staff as well as staff 
employed in the leisure industry.  The young people who participate in the programme are 
motivated to participate through their interest in football and their support of the local football 
club. 
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Employer Recruitment Incentives (ERI) 
 

¶ Youth Employment Scotland Fund (YESF)  
This initiative offered an employer recruitment incentive (ERI), thus providing financial 
assistance to employers to enable recruitment of young people into sustainable employment. 
It will provide up to 10,000 young people in Scotland, with an enhanced package of support 
from day one of unemployment. There is a total of £25 million available for YESF, of which 
£10 million is available under Priority 5 Stage 4 of the European Social Fund (ESF) matched 
by £15 million of Scottish Government funding.   
 
This ERI scheme has now been replaced with Scotland’s Employer Recruitment Incentive 
(SERI) scheme which is more closely aligned to the improving economic conditions and jobs 
market and delivers key recommendations from Developing Scotland’s Young Workforce.   
This new incentive will support more young people with additional support needs into 
employment, with an aim to reduce youth unemployment by 40% by 2021 
 
SERI is being complemented and enhanced by an in-work support package.   This 
commissioned support will be provided by specialist Third Sector organisations and will offer 
tailored support for young people who: 
 
¶ have disabilities 
¶ are young carers 
¶ are ex-offenders 
¶ are care leavers 

 
¶ Targeted ERI for  Vulnerable Young People 
 The Scottish Government committed to invest £2m over three financial years (12/13, 13/14 
and 14/15) to support targeted young people. The aim is to support 1,000 targeted young 
people aged 16-24, through the Targeted ERI, to help these young people with the 
transitions to sustainable employment, including undertaking a Modern Apprenticeship. 
Targeted young people include care leavers, looked after young people, young carers, ex-
offenders, disabled young people and young people with additional support needs (ASN).  
This incentive of £1,500 per individual is offered through Skills Development Scotland to 
encourage employers to assist the transition of targeted young people into sustainable 
employment. Employers can be of any size and can be in the private, third or public sectors. 
Employers can access additional tailored support worth up to £500 from an expert 
organisation to help the young person sustain this employment, this could include mentoring.  
 
¶ The Open Doors Scotland Project  
Launched in January 2014 by Enable Scotland, the Open Doors Scotland project aims to 
help 350 disabled people aged 16-24 find and sustain employment. The project is being 
funded by SDS through the funding provided by Scottish Government for its Targeted 
Employment Recruitment Incentive (ERI) programme.  
 
¶ Project Scotland 
Project Scotland (PS) is a national youth volunteering organisation supporting 16 – 30 year 
olds into volunteering placements for a minimum of 3 months. In 2014-15, Scottish 
Government provided funding of £152,605 to Project Scotland to address the issue of youth 
unemployment in rural areas, through their project óHelping Young Scots Gain Employment 
and Employability Skills in Rural Areasô.   Project Scotland worked with Scotland’s Local 
Authorities and a range of third sector partners including the Princes Trust and RSPB to 
support and place 230 young people, in the North and South West of the country, into 
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volunteering roles with an expected outcome of approximately 75% into sustainable 
employment.  
 
¶ Individual Learning Accounts  
Individual Learning Accounts (ILAs) are a demand-led source of funding, providing up to 
£200 per year towards the cost of learning. They are targeted at low paid, low skilled and 
unemployed individuals. The funding can be used towards a wide range of courses and 
supports individuals to improve their skills, gain qualifications and be better placed to get into 
or stay in employment.  
To be eligible for an ILA you must be over the age of 16, living in Scotland, have an income 
of £22,000 a year or less, or are on benefits.  
 
 
4. The motivation of the learners & support they get from the VET-trainers or their 
organisations; which approaches/strategies do we use as regards to motivation; It's 
about intervention!  
 
Encouraging young people to remain in education or training longer has been recognised by 
the Scottish Government as a key factor in helping them move towards the labour market. 
This is particularly important for those young people whose barriers are likely to hinder their 
progress to getting a job.  Policy has been developed and implemented since 2006 to:  
 

system;  

ng people are better supported to remain in education through curriculum 
relevance and financial support;  

and into further learning, training and employment beyond the compulsory school leaving 
age (Post-16 transitions);  

available for young people who are Not in Education, Employment or Training 
(Opportunities for All).  

e monitoring and tracking of young people to keep them engaged and re-engage 
them in learning and training up to their 20th birthday;  

supports them to get and sustain jobs;  

those young people whose barriers to employment make it difficult for them to succeed in 
mainstream training and learning;  

om low income families to remain in education 
(Education Maintenance Allowances); and Opportunities for All  
 

The Opportunities for All commitment has a specific focus on young people between the 
ages of 16 and 19 not already engaged in education, employment or training are eligible for 
an Opportunities for All offer. Skills Development Scotland (Our National Skills Agency), 
working with local government partnerships, play a pivotal role in the delivery of the 
Opportunities for All commitment through:-  
 

 
-employment training programmes,  
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information shared with them by local 
authorities, colleges, Student Awards Agency Scotland, the Scottish Funding Council and the 
Department for Work and Pensions.  
 
Post-16 Transition Planning  
The post-16 transition planning model, facilitates the offer of an appropriate place in learning 
or training for every 16-19 year-old in advance of them leaving school and before leaving 
subsequent learning or training episodes. Young people are supported to consider what they 
want to do and how and by when they want to do it.  
 

This process ensures a focus on an offer which meets a young person’s ambitions and with 
the support necessary to take up that offer and ultimately to progress on to employment. 
Successful delivery of this process demands multi-agency collaboration with robust systems 
and processes and on-going tracking and monitoring of individual young people to ensure 
they can access the opportunities and support they need to participate in learning, training 
and employment. All the partners involved are supported by 2 Frameworks which set out 
their roles and responsibilities - http://www.gov.scot/Publications/2014/08/4869  and 
http://www.gov.scot/Publications/2014/08/9352   
 
Education Maintenance Allowance (EMA) 
The EMA is a legal entitlement to all eligible young people in Scotland aimed at helping 16 to 
19 year olds from disadvantaged households to overcome financial barriers to accessing and 
staying in learning. Eligibility for the programme is determined through household income . 
The EMA is a weekly payment of £30 which is made directly to the student in return for 100% 
attendance on their course of study.   Flexibility is offered to those individuals who may find 
100% attendance challenging. There may be a number of reasons for this including young 
people who are carers or have significant health issues they are seeking to overcome. In 
these cases learning agreements are put in place to ensure the young person continues their 
studies though their attendance may drop.  
 

5. Outcomes for Learners: The results for the learners regarding the possibilities to 
enter the labour market; how do we measure those steps? (e.g. In Scotland the 
Certificate of Work Readiness is used to certificate the 2 levels lower than the EQF. In 
the Netherlands the óEVCô is used to measure competences not officially certified by 
the school through certification; Remark: results can be more qualitative than 
quantitative and that is harder to capture in data...  
 
In Scotland the National perspective is measured through the introduction of a new National 
Performance Indicator – To Increase the Proportion of Young People in Learning Training or 
Work  This indicator provides clear evidence of how the Scottish education and training 
system, nationally and locally supports young people to make their transition to post-16 
learning, training or work. It also provides important evidence more broadly, on how 
organisations across the employment, education and vocational sectors and the wider 
support system are delivering for young people as they transition from education into 
employment.   
In addition, we have a range of quantitative Key performance indicators developed to support 
out Youth Employment Strategy these include:  
 
¶ Increasing the number of employers recruiting young people  
¶ Increase the number of school leavers with vocational qualifications  
¶ Increase the employment rate of young disabled people  
¶ increase the positive destination of young care leavers  

 

http://www.w2l2w.eu/
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However these indicators do not in themselves measure the impact of interventions on an 
individual young person. In Scotland we have the Employability Skills Pipeline. This model 
demonstrates the stages for young people as they move towards employment and the 
interventions and supports which are available to them at each stage. Regionally plans are 
developed on this model to clearly show the local provision available to young people at each 
stage of the pipeline.  
 
Our programmes are developed to be financed on a performance basis. For example:-  
In the Employability Fund outcomes are measured through onward progression to more 
advanced forms of learning not funded through the Employability Fund or by progression 
along the stages of the Employability Skills Pipeline.  Outputs for young people are 
measured by the attainment of recognised qualifications or the Certificate of Work 
Readiness.   Payments to training providers are reflective of progressions.  
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Belgium 

Belgium (Flanders) - Way to Learn to Work Guideline  
 
*Mentor Vsz 
 

 
 
 
1.Strategies and Policies for the Cooperation with Employers  
 
The Flemish Region wants  a more competitive labor market than today by the year 2020. A series of 
objectives established in the framework of the EU2020 strategy and the Flemish Pact 2020 give 
shape to these ambitions. The main objective is to achieve an employment rate of at least 76% at 
Flemings between 20 and 64 years old. Flanders also strives for a higher workability of the work, 
more participation in higher education and lifelong learning, and to half the number of early school 
leavers. The Flemish employment rate over the past 10 years evolved not faster but also not slower 
than that of the Netherlands, Sweden or the European average. A catch-up remains lacking. To join 
these leading countries, we will have to work longer. The average career expectancy of the Flemish 
citizen is 33 years. In Sweden, Denmark and the Netherlands they work about 40 years. In addition to 
the employment rate, the Flemish Region also wants to increase the workability by 2020, both for 
employees and self-employed. The recipe to achieve this will have to be different for the two groups, 
because they suffer from various problems with workability. For self-employed are stress and the 
combination between work and private life by far the biggest obstacles, while also learning 
opportunities for employees and general well-being at work (motivation) are important factors. 
 
The ‘leverage’ project ‘Southwest region recruits and develops talent’ of RESOC/SERR South West 
Flanders will offer opportunities to young people, workers and jobseekers to get up to their full 
advantage of their talents and skills. A diverse range of opportunities and guidance and training 
should tailor South West Flanders help to attract young people and workers and to keep them in the 
region. This leverage project also aims to tackle the shortage of technical profiles on the regional 
labor market by offering young people more opportunities to develop the technical and creative 
talents. Sufficiently motivated employees with the right qualifications are necessary, both for the 
development of creative manufacturing industry in South West Flanders, as for other sectors such as 
health care, welfare and culture. 
 
In South West Flanders the VDAB (Flemish Employment Service), as part of the Flemish "No 
experience? No problem!” Campaign, has contacted more than 700 SMEs and visited to inform them 
about the benefits of individual training in the workplace (IBO) in January 2014. This campaign offers 
opportunities to make extra efforts to sensitize SMEs and to inform about the benefits of coaching in 
the workplace and workplace learning , as requested in the regional pact. IBO is an important 
stepping stone to employment for job seekers with less experience. Through this system, the 
jobseeker receives training in the workplace, with a permanent contract at the end of the training. As 
an employer, you only pay a productivity bonus during the training period. After the IBO you as an 
employer have well-trained staff. Initial results indicate that our region, in response to this 
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promotion more use of the IBO system. Despite this increase, the possibilities of IBO been 
underutilized, so we call all local actors to set permanently on publication of the system. 
 
Voka, Flanders' Chamber of Commerce and Industry, is the most representative employers' 
organization in Flanders. It represents over 18.000 companies in Flanders and Brussels. Thus it 
represents 65% of the private employment and 66% of the added value in Flanders. A good 
connection between education and employment is an absolute priority for Voka. Today, 1 in 8 
students leave school without a diploma, a direct ticket to unemployment. Just why was the 
realization of dual learning an absolute priority for Voka in the Flemish coalition agreement. Voka is 
pleased that the Flemish government takes the lead in the development of a new system. 
Entrepreneurs are certainly willing to work with this: a survey of Voka made 3 open on the four 
operators for more dual learning. The strong focus on work-based learning is positive but necessary: 
our education is indeed still faces major challenges. The latest figures on unqualified drop-outs and 
early school leavers, where 1 in 8 young people leaving school without a diploma shows once again 
there is a need for better training in line with the demand of the labor market. That most of these 
school leavers (15.8%) come from vocational and part time education (60%) only enhances the 
demand for a new and better system. 
  
Our education is at European level fiercely behind when it comes to systems of learning in the 
workplace. In Germany more than 65% of the number of pupils follow education in the workplace. In 
Flanders it is less than 4%. That we are among the lowest in Europe. Germany thus pulling the cart 
when it comes to dual learning and that translates into results: the German youth unemployment 
has not yet reached 8%, while that's still 23% in Belgium. An education that fits well in the labor 
market is undoubtedly an important stimulus here. Flanders therefore has to go a long way. Do we 
really want to roll out dual education on a large scale, we need to work on simplification. Today, 
there are more than 18 methods in which students or young people training to walk or learn in a 
company. This complexity causes many business owners and entrepreneurs to already quit before 
they started it. 
 
The future policies which deploys this concept of a competitive labor market must contribute to 
these critical macro objectives: 

• Higher participation and employment rates with longer careers so that the demand for labor 
and the funding of our social security can be redeemed; 

• A higher employability of all people and facilitate the matching of supply and demand, both 
within companies and the labor market; 

• A smoother transition into the labor market between the various socio-economic positions 
that can be taken (unemployed, working, learning, caring ...) which finally leads to allow 
more people to work longer instead of stopping prematurely; 

• The result is an agile economy, making our companies remain competitive and battle 
powerful. 

This has all been agreed in the Flemish Career Agreement. 
 
The Belgian employment rate for young people is relatively low. In part this is due (or thanks) to the 
fact that young people remain in large numbers by studying after their 18th birthday, and therefore 
do not arise in the labor market. Have a lot of well-educated young people is more of a future asset 
for the job market, and is certainly not a problem. But this long studytime does not explain fully the 
image of youth for employment: also on the unemployment rate among young people is high. This 
raises particular the problem of the less skilled young people who want to work and are fed up with 
school, but precisely because of their limited schooling not find a suitable job. This problem occurs 
not only among the over-18s, but is also already in the part-time compulsory education, which can’t 
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supplement their part-time school deal with a part-time job because they find none. Not succeeding 
in integrating these young people into the labor market is a disaster for social cohesion, and pushes 
them further in marginalized and disadvantaged target groups. the Belgian government has a policy 
aimed at improving the employment opportunities of young people. 
 
For the part-time compulsory education there are different systems of alternating training / work: on 
the one hand, students receive practical training in the company of a specially authorized employer 
and follow the other additional theoretical lessons in an educational or training institution (see 
learning agreements). Young people are now also supported financially to complete their training 
through an initial bonus for a maximum of 3 years they receive at the end of the year a premium of € 
500 (first 2 years) or € 750 (third year). Employers are encouraged to create internships for young 
people by giving them an equal placement bonus. If the employer is a part-time school-age youngster 
training or in work, he is entitled to that premium, bonus stage called, and a tax rebate. 
 
For no more school-age young people (<26 years) the ‘start-jobs’ projects want to give them the 
chance to engage as soon as possible and in a sustainable way in the labor market, both in the 
private sector and in government. There are three instruments are used: 

¶ an obligation for certain employers to hire young people, 

¶ a tax cut for all employers who employ unskilled young people with a job agreement 
(unemployment measure: tax reduction for "young workers") 

¶ a temporary additional reduction of labor costs through a work benefit for all employers who 
employ very unskilled young people with a job agreement (unemployment measure: "Activa 
Start"). 

 
 
2.Strategies and Policies Regarding the Kind of VET Training for Young Long-term Unemployed 
Adults 
 
One of the important topics in Flemish strategies and policies is lifelong learning. Flemish residents 
are relatively highly educated. 42.3% of 30-34 year-olds have a diploma of higher education, 
compared to 34.6% on average in the EU-27. This is an important asset in an economy that is 
increasingly knowledge-intensive. Such knowledge is accompanied by increasingly rapid changes and 
innovations, making it important to keep the high level of knowledge up to date and regularly follow-
up on new training and education. However, participation in continuing education is quite low in the 
Flemish Region. Especially in the early years of the career people still follow regular training, but then 
later in their carreer much less. 
 
The province of West-Flanders has established a ‘Learning Shop’.  Learning Shop West Flanders 
focuses on all adults (18+) seeking information and / or guidance in choosing a course or training in 
(West) Flanders. The Learning Shop provides information about training but also the possibility of 
individual counseling or support group in determining the study, and addressing potential barriers 
(financial, mobility, language, ...). The Learning Shop organizes session days in Kortrijk, Bruges, 
Ostend and Roeselare. 
 
The Flemish Employment Service VDAB offers a wide range of vocational education and training for 
(long term) unemployed people and jobseekers and coordinates the organization of these trainings.  
 
VDAB focuses on 5 action points, to tackle bottleneck professions and hard to fill jobs (cf. catering 
business, metal sector, …) and makes sure that there is sufficient matching between jobseekers and 
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job vacancies. Faster reorientation of job seekers, closer monitoring of target groups and attitude 
training for the unemployed should significantly shorten the list of hard to fill jobs. 
 
1. Comprehensive approach for students/youngsters – Youth Guarantee 
The objective of the new plan is to get 65 percent of the students to work within the year. Next, that 
figure should rise year after year. The VDAB says endeavour that all students get a job as soon as 
possible. The service should succeed because the approach makes work of more mediation and 
counselling. Investing in a good and targeted promotion of job-seekers with employers must help. 
Initiatives such as campus recruitment, internships, jobdatings and company visits, which allow 
employers during the training acquainted with students, are therefore sustained or extended. This 
also requires an effort of the VDAB counsellors and instructors. Which usually already have a 
network within the regional business, but still need more alert in the future for the jobs on offer in 
their region. That way, they can refer students to potential employers quickly. The VDAB also wants 
to make it more flexible training opportunities so that students complete a part of their studies at 
the VDAB can follow and participate in a company. Furthermore, mobile training centres to solve 
regional training needs.  
 
2. A realistic job focus 
Not only a better outflow to work, but also the inflow in vocational education and training is still too 
difficult. Especially for technical training, there are often not enough candidates available with a 
minimum of technical knowledge. The employment counsellors must ensure the inflow. However, 
the shortage of technical profiles is not the only reason for the low inflow. The fragmentation of the 
training provision plays a part. That offer has intensified in recent years. The VDAB is now also 
working with various partners such as SYNTRA and in the field of education. The result of this is that 
it is difficult to have an overview of the entire offer of VET. The recruitment of trainees is difficult. 
Training providers put ad hoc actions without regard to what others do. One of the assignments for 
the provincial departments VDAB is mapping all regional training providers and their initiatives. 
However, more inflow alone does not guarantee job security. Ideally, every student has a realistic job 
focus before the start of a training. Each student must have a clear picture of the profession for 
which he will be trained, says a VDAB note. Jobseekers should know what a job entails and if 
necessary they may opt for another program that fits them better. The same applies to exploratory 
“taster sessions”. 
 
3. Mandatory reorientation 
To shorten the list of bottleneck professions, it is essential that the VDAB can orient more job seekers 
more quickly towards these hard to fill in jobs. Indeed, the unemployment regulation prescribes that 
a job is not appropriate when it does not reflect the learned profession or related professions. In 
other words, a job seeker mechanic can’t 'mandatory' apply for a job as an installer of solar panels in 
the first six months of unemployment. The VDAB is now planning to use an exception to that rule for 
jobseekers still refocus quickly. According to the same regulations, the protection period of 6 months 
does not apply if the chance of employment in the sought profession is very limited. In this way, the 
VDAB especially widen the search behaviour of jobseekers. It is not the intention to delete 
professional aspirations, but to extend them, preferably in the periphery of existing experiences and 
competencies. Noted that this does not apply to unrealistic ambitions, which can be disposed. 
According to the memorandum is the VDAB counsellors to should convince job seekers with 
'unfortunate' career choices for a choice of more favourable prospects. Job seekers who are not 
open to it, risk becoming long-term unemployed. The first target group are the youngsters under the 
age of 25. For example: a recent graduate archeology that just 'archaeologist' specify as a profession, 
and who has trouble finding such a job is required to be reoriented. 
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4. A suited approach for over unemployed people over 50 (Not applicable) 
 
5. The right attitude 
Job seekers do not only benefit from technical training. Often they also need job training, basic 
computer science, an attitude training, a literacy course or something. The VDAB wants its 
consultants to be alert for this in every contact with jobseekers. They will be held accountable for 
inappropriate behaviour such as a lack of punctuality, an unkempt appearance or not being able to 
deal with rules and authority. Employers complain particularly about the attitudes and work rhythm 
of students. That makes finding places for apprenticeships or workplace learning a particularly 
difficult task. To remedy this, the VDAB is working on a "basic service" that can be offered 
immediately to the jobseeker. If this approach does not deliver the desired results, the jobseeker will 
be referred to a more intensive guidance. 
 
In 2014, 26.264 jobseekers entered a VET training towards bottleneck professions, in contrast to 
26.636 in 2013 and 27.231 in 2012. But these figures are only for VET within ‘traditional’ trainings, 
within the ‘school walls’. Between 2012 and 2014 the number of unemployed people who are 
preparing for a job in a bottleneck profession is risen through the so-called workplace learning, from 
15,000 to 17,500. So that captures  the slight decline in traditional courses. The courses in the 
workplace also exhibit very good outflow results, precisely because they are so focused on what 
people need to know in the job. 
 
 
3.Strategies and Policies for the Admittance /selection of learners 
 
Every job seeker has a right to education. For this, unemployed people first have to register as a 
jobseeker at VDAB, the Flemish Employment Service. Jobseekers can do this online or in a Job center 
in their neighborhood. 
 
For free VET courses, jobseekers must complete the following procedure: 
 

• If jobseekers are interested in a specific course, they must first take part in an 
information session.  

• After the information session there’s made an appointment for a personal interview. 
If this selection interview is negative, jobseekers can’t start the VET program with 
VDAB support. 

• If doubts arise during the discussion on whether or not to grant a VDAB contract, 
there’s an additional research on the psychological service. This research investigates 
the talent, motivation and personality of the jobseeker. If this test is negative, you 
can’t start the program with VDAB support. 

• When the jobseekers passes the selection, then there is often a preparatory module 
of a few weeks. This is mandatory for certain VET courses for bottleneck professions, 
to guarantee maximum outflow towards employment. 

 
Unemployed people from certain target groups (youngsters, long term unemployed people, people 
over fifty, …) have a priority status and get intensive guidance before, during and after their VET 
course. 
 
The leverage project of RESOC/SERR South West Flanders includes a multifaceted approach: 

1. The emphasis on the development of technical and creative talents, both in leisure, in 
education and in the workplace. 
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2. The emphasis on counseling for jobseekers and workplace learning for employees to obtain 
the required professional qualifications and / or maintaining a suitable job that matches their 
talents and capabilities. 

3. This leverage project also aims to strengthen cooperation between the regular and the social 
economy in South West Flanders. South West Flanders wants to maintain the leading role of 
the region in the field of social economy to engage proactively on a correct implementation 
of the new customization decree, and by the further expansion of Sinergiek as a regional 
partnership in the social economy. 

4. Talent development is also aimed at attracting talent in South West Flanders. Quality training 
in combination with a challenging workload are key factors to attract top talent to the 
region. 

 
4.Strategies and policies for the motivation of the learners & support they get from the VET 
trainers or their organisations 
  
The ‘leverage’ project ‘Southwest region recruits and develops talent’ has a subaction on talent for 
creation and technology, so young people can discover their technical and creative talents and 
develop them. Following actions are a few examples and should be established or expanded: 

¶ For example ‘Regional Workshops’: the creation of technology clubs after school or technical 
holiday camps as a venue for children and young people to be engaged in leisure high-level 
engineering and technology, with the appropriate guidance of technique coaches. 

¶ For example ‘Fair Smart hands’: students from 5th and 6th grade get in touch in a practical 
way with technology and companies in the region. 

¶ For example ‘Youth Radio Quindo’: the media lab Howest and music centre Track where 
young people can experiment with all forms of media and where innovative media 
applications are tested. 

¶ For example ‘Orientation to Student jobs’: collaboration starts between the local companies 
and educational institutions to fill the targeted range of available summer jobs with students 
who have chosen a certain (technical) study. 

The intended results and outcomes are for more young people to come into contact with technology 
and creation from an earlier age, greater inflow and a stronger image of technical and technological 
education and an increased number of available technical profiles on the regional labor market. 
 
If unemployed jobseekers are registered as a jobseeker at VDAB, and follow a training course 
recognized by VDAB, they are eligible for some (financial) benefits to  motivate them to start and 
complete the training.  
For example, the training is free for unemployed jobseekers, they do not have to pay registration 
fees for training and they can use all learning materials and work clothes for free. 
 
If jobseekers follow 3 months of training recognized by VDAB for at least 35 hours per week, they 
maintain their unemployment benefit during the training period. The unemployment benefit is fixed 
during the training (it can’t decrease in time),if there is no index adjustment, and the family situation 
remains the same. During your training jobseekers get additional training on how to find a job and 
jobseekers are expected to look for a job that relates to their training. 
 
All transportation to and from the training center is refunded for all jobseekers. If the distance 
between the residence of the jobseeker and the training is too large, jobseekers can rely on a 
subsistence allowance. This is an intervention for an overnight stay, your lunch and dinner. 
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During a training, the child care for children under 12 years is fully repaid. Only the actual child care 
costs are reimbursed. No extra costs such as transportation, additional meals, etc. Jobseekers need 
to prove the costs incurred by using an expense report. 
 
Jobseekers in a training recognized by VDAB get a bonus of 1 euro per hour that they are in the 
training. This is not taxfree. Jobseekers are entitled to a motivational bonus when the total duration 
of training is at least 150 hours, the training is at least 24 hours per week, and the jobseeker has one 
of the following conditions: unemployed and receiving benefits and at the start of the training more 
than one year registered as unemployed job-seeker with benefits, entitled to the welfare wage or 
social welfare support or have a disability and receive an income replacing disability benefit. 
 
Jobseekers receive a financial bonus at the end of a training. To qualify for this bonus, they should at 
least be twelve months completely unemployed at the moment when they start the program and the 
training should be a full-time course of 6 months. Some sector funds pay jobseekers in a specific 
training a bonus or benefit when start working in this sector after the training. What they exactly get 
depends on the sector. 
 
A particular problem that young people who first started working face, is the fact that they have 
worked only part of the year in that first year, and so therefore only a very limited number of paid 
holidays have in the subsequent first full year of working. To counter this problem, a specific system 
of youth holiday was introduced. 
 

5.Strategies and policies to measure learners’ possibilities to enter the labour market 
 
In 2011, some 50,000 young people left school without a diploma of higher secondary. In this area, 
we are doing well compared to the rest of Europe, but it nevertheless remains a persistent problem. 
A year after leaving the school 36.5% of them unemployed, and 9.2% did not have any work 
experience. As their relationship with the labor market does not recover in time, they sometimes 
drag through their further professional life with an increased risk of unemployment.  
 
In Belgium there is a tool for follow-up of entries and exits on the labour market, Dimona. Dimona 
stands for the immediate declaration of employment (short for Déclaration Immédiate / 
Onmiddelijke Aangifte), and is an electronic messaging tool in which the employer notifies each 
recruitment and employment of every employee to the National Social Security from provincial and 
local government. This tool is linked to the database of VDAB (MLP), where all profiles of registered 
jobseekers are embedded. Through automatic matching of the data in these databases (Dimona and 
MLP), the effect of VET and other interventions can be measured.  
 
On April 1, 2015 is the reformation of the social economy in Flanders is a fact. From then on we 
speak of a division of customized work for people with a large distance to the labor market and a 
division to support local services in offering socially responsible services that are not economically 
viable. Both divisions focus on employees from specific disadvantaged target groups.   
 
The division customized work focuses on: 

• Persons with disabilities: persons who have difficulties to participate in working life, due to 
limitations in carrying out activities, and through personal and external factors. 

• Persons with a psychosocial disabilities: persons who have difficulties to participate in the 
labor market through the interplay between psychosocial factors, due to limitations in 
carrying out activities, and through personal and external factors. 
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• Extremely vulnerable persons: job seekers who have given up paid employment occupation 

for at least 24 months for personal reasons that prevent participation in working life. 
 
The division local services is aimed at jobseekers who have the potential to find a connection in the 
mainstream economy through integration pathways in the Local Service Economy. This will often 
involve individuals who find themselves in a distance to the labor market because of personal factors 
or because of the situation they are in (people with special care needs, ex-prisoners, people in 
poverty, long term unemployed, ... ). Their distance from the labor market, however, is of such 
nature that a guidance over a period of 5 years, and in very exceptional cases, 6 years, can uplift their 
skills sufficiently so that an employment in the mainstream economy is possible. 
 
In both divisions, the VDAB is responsible for the ‘indicement’ of the employees from disadvantaged 
target groups. To recruit a employee from the target groups, the ‘customized work’ company or local 
services organization delivers the vacancy to VDAB (the Flemish Employment Agency). VDAB 
responsible for the screening of jobseekers. VDAB measures the distance of a particular person to 
the labor market on the basis of existing certificates (customized work) or a list of indications of 
problems (customized work / local services). This list of indications has been published. Indications 
are the characteristics, properties and criteria that a person might have and that have a restrictive 
effect on the integration capabilities of the person (eg. reliance, physical strength, etc.). Depending 
on the distance and the needs of the job seeker, VDAB then determines the appropriate path (local 
service) or work support package (customized work) for the employee. In a Ministerial Decree the 
Flemish Minister of Employment Support specifies what kind of work is assigned to what kind of 
category of an employee from the target groups. 
 

 
Sources:  

¶ De Vlaamse arbeidsmarkt, Eigenschappen, uitdagingen en positive in Europa by WSE, dep. 
Werk en Sociale Economie 

¶ Streekpact Zuid West Vlaanderen 2013-2018, Samen grenzen verleggen by RESOC Zuid West 
Vlaanderen 

¶ www.voka.be 

¶ www.werk.be  

¶ www.steunpuntwse.be 
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The Netherlands 

Netherlands – Way 2 Learn 2 Work Guidelines 

*Stichting Stimulansz 

 

*Stichting Dutch Foundation of Innovation Welfare 2 Work 

 

 

1.The cooperation with employers in the region 

In the Netherlands, the municipalities have a major role in providing services to employers. The 

country is divided into 35 labor market regions and in each region there is a  central municipality 

responsible for the creation of a unified service to employers. Together with employers, the UWV 

and the unions, in  each region there will be established a Regional Operating Company. In this 

company, they make agreements about the services to employers. 

These could include: 

- The joint drafting of a marketing plan 

- The use of one method to measure the wage value of people with disabilities to go to work 

- Developing a uniform subsidy to employers 

- Agree on unlocking the jobseekers file 

- Agreements on the number of additional jobs for disabled people 

- Entering a no-risk policy that protect employers against the risks of illness of the employee 

- Education connection to the demand of the labor market 

In the Netherlands, with effect from 1 January 2015, the role of employers become very large 

because a special law for the employment of disabled people has been withdrawn. This will log many 

young people with disabilities in the municipalities.  
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Municipalities will now have to realize themselves together with employers jobs in the private 

market. In the next 10 years this should mean nationwide 125,000 extra jobs. 100,000 in the private 

sector and 25,000 at the public sector itself.  

To support employers municipalities have plenty of options. 

This allows municipalities to employers: 

- Finance the costs of adapting the workplace 

- The cost of financing tools 

- A job coach that accompanies the employee in the workplace or elsewhere 

- To offer a no risk policy so that employers are not at risk from the loss of workers due to  

                  illness or disability 

- To offer a trial period of three months during which employees retain their benefits. 

For employers, it is important that they get motivated employees who can contribute to the profit of 

the company or organization. All the above mentioned incentives employers will not cross the line if 

the belief is that the employee has no value to the organization. 

For many employers, there is a great lack of confidence in the government and the people who rely 

on social assistance. Only 4% of employers currently has employees with disabilities. These 

employers often make their personal life with people with disabilities and are concerned to provide 

perspective for these people. 

For the new government to make it a success, however, will have to happen much at a regional level 

and must be invested in a good relationship with employers. To realize this, there will be: 

- Involvement of employers should be in the formation of the Regional Operating Companies 

- A policy should be conducted in which employers are facilitated as much as possible the 

administrative burden 

- Good access must be achieved to jobseekers file 

- The municipality of training offered in line with the labor market demand. 
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2. The kind of VET –training for young (long term) unemployed adults 
 
The Dutch education and training system features many different types of schools. The education 
system comprises six elements: (a) primary education, (b) special education, (c) secondary education, 
(d) upper secondary vocational education and general education for adults, (e) vocational courses 
and training for adults (VET), and (f) tertiary or higher education.  
In the Netherlands there is no real “VET system”. VET is mainly regulated by social partners who 
promote VET by providing on-the job and up-skilling for workers by means of the sectoral Labour 
Market and Training Funds. There is not an institutional framework: This means that the social 
partners as well as the individual employers and employees are responsible. The provision of further 
training is market driven with a great many suppliers. The government takes responsibility for the 
unemployed, although in recent years there are less and less training activities because of budget 
cuts and other strategies by the Dutch municipalities. 
 
The VET system in the Netherlands is characterised by a high level of privatisation and 
decentralisation. The majority of CVET training courses are privately funded corporate training, 
organised and provided by sectoral providers in cooperation with employers. However, the courses 
offered in this part of C-VET are officially recognised in the CREBO register (central register for 
vocational programmes); for which quality assurance is one of the requirements and are under the 
same law and regulations as public funded VET. In addition, there is also CVET eligible to public 
funding. This sector comprises a wide range of educational programmes (i.e. vocational or more 
general courses), mainly targeting jobseekers and the self-employed, but also – under specific 
circumstances - employees and employers. Courses include:  
■ Adult education (including civic integration courses for migrants) and general secondary education 
for adults;  
■ Training for the unemployed; mainly for the long-term unemployed and those with difficulties in 
(re)entering the labour market; and  
■ Training for employees (e.g. part-time vocational education). Specific groups of participants (e.g. 
jobseekers) will get public funding for attending these courses. However, the boundaries between 
IVET and CVET in the Netherlands are not very distinct. 
 
Structure of VET in the Netherlands  
VET in the Netherlands is structured according to sectors.  
VET-providers can be grouped as follows:  
■ 43 regional, multi-sectoral training centres (“Regionale Opleidingscentra” (ROC)), offering 
programmes in engineering and technology, economics, and health and social care. The largest, (e.g. 
ROC van Amsterdam) has 35,000 students.;  
■ 12 specialist trade colleges which are branche or industry specific (“vakscholen”); and  
■ 12 agricultural training centres (“Agrarische Opleidingscentra (AOC)), offering programmes in 
agriculture, natural environment and food technology; and 
■ 15 smaller, specialized VET colleges. 
 
The ROC’s deliver sectoral VET, which has been designed by VET Expertise Centers (There are/were 
17 Expertise Centres for vocational education and training (VET) and trade and industry (KBB’s: 
Kenniscentra Beroepsonderwijs Bedrijfsleven). Main tasks: translate the (training) needs of the 
labour market as laid down in vocational profiles into qualifications as part of the IVET courses, 
monitoring and improving the quality of learning in enterprises for students/apprentices) through a 
wide variety of training, in a regional dimension.  
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Essentially Centers identify the competencies required by industry and these are fed to the ROC’s. In 
essence, the VET Expertise Centers determine what is to be done and the ROC’s determine how this 
is to be done. ROC’s have significant flexibility in achieving this as long as: (a) their core remit is 
fulfilled, as defined by the WEB Act; and (b) they deliver what is required by the VET Expertise 
Centers development plans (Sung et al 2006: 65). 
VET providers in the Netherlands are hybrid organisations - they are part private, part publicly 
funded. The regional training centres and specialist trade colleges are subsidised by the Ministry of 
Education, Culture and Science and the agriculture training centres are financed by the Ministry of 
Economic Affairs, Agriculture and Innovation. In addition, there are also a number of private, non-
subsidised providers who offer VET programmes; their programmes must however be recognised by 
the Ministry of Education, Culture and Science. With regard to their cooperation with employers, it is 
in each ROC’s interests to have close relationships as they depend on them for training opportunities 
for their students. This ensures that students receive the most relevant, up to date work experience. 
As mentioned each student takes the same qualification, whether they are on the work or school 
based pathway. The two pathways under MBO training are: - School based training 
(Beroepsopleidende Leerweg aka BOL) students typically spend four days a week at a ROC and one 
day at an employer’s on a work placement. - Work based training (Beroepsbegeleidende Leerweg aka 
BBL) students typically spend four days a week at work placement and one day at a ROC. They have 
the status of an apprentice, in that they have an employment contract with their employer and 
receive a minimum wage. Irrespective of the pathway taken, students must have a workplace 
component in their training at an accredited employer (Sung 2010: 23-24)22 . The majority of 
students (about 80%) are school based (BOL) and this percentage has increased since the global 
economic recession. Its impact has invariably led to fewer employers being able to offer 
apprenticeships. Consequently, fewer students are on the BBL pathway and are relying instead on 
the BOL pathway. Although the system is flexible and it is possible for a student to switch between 
BOL and BBL pathways during their training. 
 
There are four training levels:  
■ VET level 1: Assistant level - training for simple practical work. Programmes in this category last six 
months to one year. There are no formal entry requirements for entry to this level. The level 1 
diploma gives admission to VET level 2.  
■ VET level 2: Basic vocational training. Programmes last two to three years.  
■ VET level 3: Training to become an independent practitioner; Programmes last two to four years.  
■ VET level 4: Middle-management and specialist training. Programmes last three to four years. 
Usually, a diploma acquired at one level grants access to the next level. However, it is no 
requirement – entry can also be achieved by other means, e.g. by a school leavers’ certificate. A level 
4 diploma gives access to Higher Education (Bachelor Degree) professional or Higher Vocational 
Education (Associate degree, bachelor degree).  
 
The VET-levels do not indicate whether a course is an I-VET or a C-VET course.  The distinction 
between I-VET and C-VET is only relevant in relation to the individual pathway, and in relation to 
different types of funding:  
■ For a school leaver with no previous qualification, attending a specific training would be initial 
training. Should the need occur, the course would be funded by specific allocated means;  
■ For an older person with a previous qualification; the same type of training would be classified as 
‘advanced training’ or ‘re-training’ – meaning a different kind of funding for the participant could be 
possible. VET students are generally in the age range of 16 to 35 years and older; hence are both 
school leavers and adults.  
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VET-providers take learning pathways, age and previous learning into account: Thus, although the 
same programmes are provided to both young people and adults, this happens rarely together in the 
same classroom or training session. 
 
With regard to their cooperation with employers, it is in each ROC’s interests to have close 
relationships as they depend on them for training opportunities for their students. This ensures that 
students receive the most relevant, up to date work experience. An employer must be accredited by 
its VET Expertise Centre, which will perform a quality check on its ability to offer training. Otherwise 
it cannot take advantage of publicly funded VET.  
 
In correspondence with the Cedefop definition of adult education, the Netherlands distinguished two 
types of adult education which can be described as follows;  
- General adult education, open to all adults who want to improve or supplement their knowledge 
and skills after initial education and training for professional and/or personal purposes. This can be 
formal or/and non formal education which aims to; o provide general education for adults in topics 
of particular interest to them (e. g. in open universities); o acquire, improve or update knowledge, 
skills or competences in a specific field: this is continuing education and training  
- Adult basic education (VAVO) that must lead to an examination (diploma), which qualifies 
individuals for the further VET system and aims to; o provide compensatory learning in basic skills 
which individuals may not have acquired earlier in their initial education or training (such as literacy, 
numeracy) and thus to; o give access to qualifications not gained, for various reasons, in the initial 
education and training system. VAVO24 is regarded as “second chance education” (VMBO theoretical 
programme, HAVO and VWO). 
 
Continuing Vocational Education and Training (CVET) focusses on further vocational/professional 
development through (education and) training, mainly after one had completed initial vocational 
education (and training) 27 . CVET in the Netherlands is aimed at people over 18, at qualifying them 
for work or preparation for further training. In the Netherlands CVET is covering: - General adult 
education (formal) - Vocationally oriented continuing training (non-formal and informal) The VET 
system in the Netherlands is developed without a distinct difference between IVET and CVET. Both 
consists of public funded and private schools. The quality assurance system in place applies to the 
VET sector as a whole. As a consequence, there is no real “system of CVET” in the Netherlands. No 
institutional framework for CVET exists in the Netherlands. CVET in the Netherlands is a broad field 
with many options, depending on what path a person desires to follow in his/her career or in what 
area a person wants to deepen his/her knowledge. In basic terms, a distinction can be made between 
general adult education and vocationally oriented continuing training (for people in the job market as 
well unemployed). 
 
CVET can be divided into: 

¶ Legally regulated and publicly financed part-time/dual IVET that functions as CVET for individuals; 

¶ Private, non-government-funded training for employees, self-employed people and employers. 

¶ Provision of specific training for the unemployed and jobseekers; Then second type of CVET, 
corporate training for employed people, comprises a large part of the CVET activities.  
 
There are various forms of training provision:  
1. The part-time equivalents of regular full-time/school-based vocational/professional education and 
the dual pathways within upper secondary vocational education and higher professional education. 
2. Private correspondence courses and e-learning activities, which are primarily vocational in nature. 
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3. Private oral education, which again comprises primarily vocational courses; training courses given 
outside the company.  
4. In-company training, off-the-job and on-the-job. All these programmes are not publicly funded and 
participants (or their employers) have to pay themselves. As a result of the crisis and budget cuts in 
the field of health and welfare, the participation of adults in IVET has been declining during the last 
years. 
 
 
 
 
 
Next to the sectoral Labour Market and Training funds some interesting new features of Dutch VET 
and labour market policies are:  

- The government has set aside € 600 million euro for co-financing of Sector Plans.in which 
sectors can define their strategies and ways of delivery of labour market and VET strategies. 

- For the most important and innovative sectors of economy, government has developed the 
top sector policy. Human Capital Tables discuss and improve the link between education and 
the labour market. 

- Private educational providers are getting a growing share of VET.  
- The new Associate Degree (between upper secondary and tertiary VET) has been introduced. 

It especially fits to workers who need extra education because of the upgrading or 
competences asked by employers. 

- There are some other interesting initiatives in the field of VET/labour market policy such as 
the district learning company, Guild Learning, Second Change to Pass, flexible education with 
universities, Starting subsidy and the Philips Employment Plan. All of these comprise a way of 
learning which, in a flexible way, directly links the student with his or her occupational 
perspective. 

 
 
3.The admittance and selection of learners: How do we support the learners as regards to 
motivation and discipline? 
 
“You cannot push anyone up the ladder unless he is willing to climb himself.” - Robert Schuller.  
 
Despite of the remark of Robert Schuller the Dutch push ‘anyone’ through gatekeeping, sanctioning 
and participating (in that order) to motivate climbing… 
 
In the Netherlands, approaches to private contracting differ between the social insurance system 
(which is more oriented to results than compliance) and the social assistance system, where the 
municipalities are strongly compliance-oriented. To put it simply, rigorous conditionality operates in 
one part of the Dutch system (social assistance), while privatisation has been more important in 
another (social insurance). The stringency of social assistance conditionality arises because 
municipalities are responsible for paying social assistance benefits from fixed budgets. Their status as 
public authorities allows the municipalities to intensify their efforts in compliance policing and reap 
the rewards in benefit savings. The lesson from the Netherlands is that the greater threat to welfare 
rights comes from hard-pressed local governments, not from private provision of employment 
services. Public officials retain the power to decide on benefit sanctions and private providers are 
incentivised to get people into employment, rather than just off benefits. Given that tighter benefit 
policing often results in transitions off benefit which are not accompanied by entry into (recorded) 
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employment, this is an important distinction. The private sector focus on employment results rather 
than compliance can lead to a version of cream-skimming known as ‘parking’ 
 
The Dutch system start with gate keeping (inserted by the municipalities). If you do not comply to the 
procedure there is no entry to a benefit leave alone a VET-training… Secondly it initiates sanctions if 
you have not followed the rules and procedures showing ‘you do all you can to get a job’. Further the 
admittance/selection process is very simple in the Netherlands; ‘ Everybody can do something’. So 
procedures and projects are first shaped on participation and activation (backed up by gate keeping 
and sanctioning). Only if people are not fit to work, only than we change course to we ‘ what can we 
do to help you?’ and ‘We don’t focus on what you cannot do but on what can you do?’ to ‘ How can 
you solve your own problems supported by us’….  
 
 
 
Although this seems a very negative narrative of the Dutch system, we have to keep in mind that the 
Dutch were leading the pack as regards to low youth unemployment rates in the EU for almost a 
decade and still are in the top 3 with lowest youth unemployment. The municipalities are responsible 
for this policy and e results and have worked this way since the introduction of the Work and Social 
Assistance Act (WWB) in 2004. From this moment Work First and work activity models are born and 
have adapted to this law. The WWB makes the municipalities responsible for ‘Welfare to Work’ and 
is about preventing the dependence on benefits, or at least reducing it to a minimum and getting 
people as soon as possible (back) to work. This of course had it’s impact on the admittance and 
selection of learners. Even more so: The national government stimulated this by giving separate 
capped budgets for benefits and Welfare to Work services. This means that legislation and 
regulations only provide exemption from the obligation to work for those who are unable to work 
due to physical or emotional problems. And it’s important to state that the budgets are labelled. So, 
if municipalities have more benefit recipients than they received on benefit budget they have to 
finance this on their own. 
 
 
4. The motivation of the learners & support they get from the VET-trainers or their organisations; 
which approaches/strategies do we use as regards to motivation; It's about intervention! 
 
From Work to Work, ‘Work over Income’ has been the adage of the Dutch for years. Those who came 
in last go out first. At the same time, we feel that everybody has the right to work. ‘A job above 
income’ has become the Dutch slogan. ‘Work for everybody’ and ‘We don’t let anyone down’ are 
also often heard in Dutch politics. But employing the young, the weak, substance abusers, disabled 
persons or people who want to combine childcare with a (part-time) job requires investment. We 
would need to invest in people’s self-confidence, education, psychological help, childcare, etc. To do 
so, we must be inventive and find ways of supporting the unemployed on their way back into the 
labour market. 
 
Varying from paid employment to voluntary work, is the best remedy to find and maintain a link to 
society and the employment market. An essential part of such an approach is to proceed from a 
person’s opportunities and possibilities rather than his or her hindrances and impossibilities. Those 
who accept this as a guiding principle will ask themselves whether a choice still has 
to be made between working or benefits. How serious is a ‘work over income’ policy, how much 
chance does it have of succeeding, while maintaining the elements of freedom? If a person’s 
capacities have been mapped out well, then shouldn’t he/she always try to find work that – at that 
time – fits with the person’s possibilities in his or her circumstances? In the Work First approaches in 
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the Netherlands this is answered with an emphatic ‘yes.’ If that suitable work is not available / 
achievable in the regular employment market, then it is created in an additional environment, with 
the greatest possible connection to the regular employment market. Childcare is taken care of and 
other preconditions are given full attention. Legislation and regulations only provide exemption from 
the obligation to work for a very limited number of people.  
 
The others have no choice: those who do not work/cooperate do not receive benefits. The approach 
succeeds or fails with the possibility of actually being able to offer work. Waiting lists are disastrous; 
they open up too many opportunities for escape. There is always work, whether it be regular or 
organised, no matter what form it takes. Even if it’s just intensive employment market training. 
Finding a job is your job! Looking for work is also a job. 
 
 
 
With Work First, a non-formal VET course, the return to regular employment is always the main goal 
– even for young clients with serious or multiple problems. The reintegration process is aimed at 
finding the shortest possible road to bring clients back to where they should be: the regular 
employment market. The more successful the policy is, the more difficult this task becomes. Because 
the remaining clients are more difficult to find employment for, resulting in an intensive (and 
relatively expensive) approach being required in many cases… The work counselling in this form of 
work placement is highly intensive so that the clients can make progress in the relatively short-term 
programme. Finally, work placement can be used on a much larger scale for the recruitment of new 
employees. VET training is linked to trial placements and work placements in close cooperation with 
employers. Such educational work placement is additionally interesting for municipal authorities 
because they kill two birds with one stone: the local employers are given intensive support in finding 
personnel (which also makes the municipality more attractive as a business location) while at the 
same time, part of the reintegration costs are shifted to the employers. 
Work First programmes are often set up as a coherent whole of employment finding services, 
instruments, training courses and opportunities for gaining work experience, which young people  
can (and must) make use of for a specific time period. Working with a time limit provides the 
necessary pressure, so that both clients and the administration agency are encouraged not to take 
any unnecessary detours. The emphasis is not on filling the programmes, but above all on the results 
(structurally reducing the client base). The time limit can also stimulate the case managers to 
intensify the support step by step as clients remain in the programme for longer periods of time. The 
programme then acts as a sieve, with the clients who are relatively easy to employ finding work first 
– mainly on their own – and with the remaining clients being able to make use of the more intensive 
services and instruments. 
 
On the basis of experience gained from various reintegration projects, the combination of working, 
VET learning and good on-the-job support has proven to be successful again and again. In particular, 
retaining or restoring a normal daily and work rhythm is a primary requirement for gaining access to 
the employment market (again): 
1. work placement aimed at maintaining or gaining work experience  
2. intensive work placement for extremely difficult to place clients aimed at training clients 
and getting them used to working  
3. educational work placement aimed at filling vacancies. 
 

5. How do we measure the steps of the learners? 
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In the Netherlands we work with the concept of basic qualification. Without basic qualifications you 

will be deemed to have a disadvantage in the labor market. The limit of the basic qualification is 

placed on level 2 of vocational education. The system is based on five levels. Young people who have 

not achieved level 2 and appeal to the municipality for a benefit are to be returned to to school. By 

law, it is arranged that for young people up to 23 years to achieve the basic qualification has priority 

over finding a job. 

Only for young people who do not have the ability to achieve the level 2 follows exemption and 

direct support in finding work place. Problem for many young people is that they do have the 

potential capacities to achieve level 2 but due to personal circumstances return to school is not 

possible. The education system does not always correspond to the possibilities and circumstances of 

the young. 

 

In addition to organizing all kinds of second chance education from mainstream education, there are 

plenty of social initiatives where young people can first work on their personal skills. Sometimes 

these initiatives are organized with the attendance officer. From these initiatives sometimes youth 

still flows through towards education. Often, however, dependent on the achievement of share 

certificates or follow a vocational course. 

By means of a test you can measure the skills of young people who do not officially meet the 

standard of basic qualification. This test is based on previously acquired skills and therefore called 

APL test. Based on this test the Young people can be work on their missing competences. Many 

courses and employers are willing to look at the results of the APL and to offer the Young an 

opportunity. 

RPL and APL in the Netherlands 

Recognition of prior learning (RPL) is the common name given to the process of the recognition of 

competences that an individual has gained through formal, informal or non-formal learning in various 

settings. Accreditation of Prior Learning refers to the process of accreditation once the gained 

competences have been recognized. This implies that competences acquired by learning on the job, 

in society or in voluntary work are in principle comparable to the competences acquired in formal 

education. RPL and APL are instruments to make the potential of the individual development visible 

and to improve the human capital management in companies. In the Netherlands, recognition of 

prior learning is seen in various contexts: 

 

• To increase the employability of individuals and employees by recognizing their prior learning 

related to a qualification and describe these outcomes in a certificate of experience; 

• To get more insight in employees' capacities to create an optimal match with occupational profiles 

or learning programs on the job; 

• To increase the employability of individuals by recognizing and possibly accredit their prior learning 

to shorten the duration of continuing training/education programmes in order to attain nationally 

recognised qualifications. 

 
How does it work? 
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In general, a candidate wants to prove that he or she is competent for a certain job. Therefore, an 

APL-procedure is focused on a sector standard or formal qualification. The acquired competences, 

gained through informal and non-formal learning, are compared with the learning outcomes of a 

formal qualification or sector standard. 

The animation below explains how APL works in the Netherlands. It has English subtitles: 

 

Formal qualifications and sector standards 

Formal qualifications are developed by educational institutes and sector organizations in an 

organized setting under guidance of the Ministry of Education.. Occupational profiles and input from 

field experts are used to determine the qualifications. These qualifications are nationally recognized. 

Sector or industry standards are relating to the labour market which employers and employees 

regard as relevant. External legitimacy by stakeholders such as employers and trade unions within a 

specific industry is the key requirement for recognition of these qualifications. If these standards are  

  

acknowledged by the industry and approved by the Labour Foundation they can be used in an APL-

procedure by a certified APL-provider. 

 

The APL-process 

The process starts with informing and advising individuals and organizations on the use and goals of 

APL. In the intake with an individual, the candidate decides whether or not to start the APL-

procedure. The goals of the APL-procedure are set and arrangements are made. 

In the stage of recognition the candidate has to collect the evidence that the acquired competences 

match the qualification. The candidate is guided by a portfolio counsellor and stores his of her 

evidence of learning and acquired competences in a portfolio. In the stage of validation the 

competences are assessed against the learning outcomes of a qualification or standard and validated 

by an assessor. The assessor describes the outcomes in a Certificate of 

Experience ('Ervaringscertificaat'). This certificate can be used for new job opportunities or 

accelerate formal learning programmes. 

 

 
 
The APL-infrastructure and the quality code 

In the Dutch APL-system, every organisation can become an APL-provider, as long as they work 

according to the APL0-quality code (see the box below) and have themselves evaluated by an 

evaluating organisation. The quality code for APL itself aims to achieve more transparency and 

comparability and make APL more accessible. The evaluation is demanded every 18 months and for 

every domain of standards of the APL-provider (for example finance or logistics). The providers that 

are certified, are registered in the National Register for accredited APL-procedures within a specific 

domain/sector. These APL-providers are called 'registered providers' . Most of the APL-providers are 

organisations for vocational education or for higher professional education, and also private schools. 
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However, there is a growing number of APL-providers with different backgrounds such as 

intermediate organisations, sector organisations and career management organisations.  

 

Quality code APL 

1. The goal of APL is to define, evaluate and accredit individual competences. 

2. APL primarily answers to the need of the individual. Entitlements and arrangements are clearly 

defined and guaranteed. 

3. Procedures and instruments are reliable and based on solid standards. 

4. Assessors and counsellors are competent, impartial and independent. 

5. The quality of the APL-procedure is guaranteed and is being improved on and on-going basis. 
 
 
 
 
 
APL and validation of prior learning 

Since 2013 there is a move from using APL as an specific instrument to recognize prior learning to 

more different ways of validating informal and non-formal learning. The system and infrastructure of 

APL therefore is intensively evaluated with APL-providers. The evaluation resulted in a proposal for a 

new system in which there a two different paths for validating learning. 

1. Sector and industry: learning and competences of individuals is recognized against sector/ industry 

standards or formal qualifications in order to get insight in the individual's competences. A learning 

program can follow the validation process but this does not have to be formal program. 

2. Formal education: learning and competences of an individual are recognized against a formal 

qualification. The goal for the individual is to validate his or her competence in order to obtain a 

formal qualification. 

This transition relates to the government's drive to move towards 'a participation society' in which all 

stakeholders have to take ownership and responsibility for their own role in lifelong learning. 

The four dimensions and possible instruments to validate informal- and non-formal learning are 

pictured in the graph below. A description of the dimensions and instrument can be found in this 

presentation. 
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Preparation for the labour market for young people: 

- Compulsory education: 4 -16 years 

- No basic extended compulsory education to 23 years 

- Unemployment benefit eligibility and not attending school from 18 years 

- School without basic qualifications uppers 

- For young people who do not go back to school 

- Second chance projects 

- Social initiatives & experiments 

Competencies are measured through APL and compared with requisite professional competencies 
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Five 5 Star Good Practices 

*Way 2 Learn 2 Work Partnership 

   

     

    

 

Awarded Good Practices 

The W2L2W partnership has shortlisted five ‘5 Star Good Practices’ from the country visits, which the 

partnership agreed were innovative and had most potential for transferability and high impact. 

A ‘Museum method’ peer review of the good practices was used to select the best ‘Good Practices’. 
Each country nominated and showcased their best 3 Good Practices through writing down a 
summary and prerequisites on 1 flipchart page per good practice. Each delegate of the Way 2 Learn 2 
Work partnership was free to go around and ask questions and hear & read about the good 
practices.  
 
Through deliberation & voting (30 minutes for each country to discuss and decide which good 
practices they will give green, orange or red & then they go around and give our their stickers / each 
partner organisation had 3 green, 3 orange and 3 red stickers to give out) the selection was made.  
  
The following 5 Good Practices were selected: 

- Job destination Europe  
- Pedagogical Canteens & Restaurant 
- Activity Agreements  
- Big Brother, Big Sister  
- Ability to Handle your Situation Alone  

 
For each Good Practice we outlined the Strengths & Weaknesses as well.  
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Job Destination Europe  
*U.bus 
 

 
 

Target group 

Young (long term) unemployed between 18 and 30 

Goals  

Workplacements in European metropolitan regions 

Sectors 

Tourism, hotel and catering, retail, public transport, logistics, supply and disposal services, creative 

industry, healthcare and social economy 

Concept 

1. Profiling and preparation: language and intercultural training (2 months) 
2. Work placement in european partner regions (2 – 3 months) 
3. Follow up: assignment to schools, training, jobs (1 month) 

 
Strengths 

¶ Engaged public employment services and jobcenters 

¶ Strong business commitment in sending and hosting regions    

¶ Experienced European partner network 
 
Precondition 

¶ National mobility programmes under ESF 

¶ Germany: ‚Integration durch Austausch‘ (IdA) since 2009 

¶ Coordinated call: 13 european member states and/or regions are implementing mobility 
programmes under ESF since 2015 (www.tln-mobility.eu) 
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Pedagogical Canteens & Restaurant 
*Gobierno de Canarias 
 

 
 

What:    Pedagogical canteens and restaurants 
Where:  At seventeen vocational schools over the canary islands 
Who:   Students from cookery, food an beverage service and kitchen management 
 
How:   Lunch twice a week for clients fro school and outside 
  Average price 12 € 

Gourmet menu -5 dishes 
 
Why:    Emulating a context that resembles future jobs 

Providing for theachers alternative means of evaluating the students on the job 
Encouraging creativity and experimentation 
Helping to cover the high costs of raw materials in the trainning 
Getting school closer to the inmediate social environment 
Advertising and promoting courses on hospitality industry among the population. 

 

Hospitality and tourism are both very important pillars of the economy in the Canaries. 
Therefore, the Regional Ministry of Education pays special attention to vocational training 
and education in this field. As a rule, schools have the possibility of offering services to the 
public and receive financial compensation for the service provided. This is a very useful tool 
because it helps bring schools to the needs of its environment and creates bonds and 
bridges within the entire educational community and society in general. The services 
provided at schools are for instance personal image services, especially, hairdressing and 
aesthetics and services related to the maintenance and repair of vehicles. In recent years, 
schools across the Canary Island have been consolidating and generalizing a service that is 
currently enjoying a lot of popularity: the pedagogical restaurants. It is called pedagogical 
restaurant because its main purpose is that students can develop the skills and knowledge 
they have gained in their training in a context of real work. In addition, this experience can 
integrate different courses at the same workplace and affects positively on the development 
of skills that are difficult to simulate otherwise (see also the Spanish Context and Best 
Practice Questionaire) 
 
Strengths and weaknesses: 
 
Strengths 

¶ The project is self-sustainable since the money coming in from clients helps to cover the costs 

¶ Having such a facility like a restaurants helps schools to get known and closer to the 
immediate social environment and community 

¶  

http://www.w2l2w.eu/


 

www.w2l2w.eu         Copyright © 2015 Way 2 Learn 2 Work Partnership  

                               

 

¶ Learning restaurants advert and promote courses on hospitality industry among the 
population 

¶ The learning restaurants create a context that resembles the future job 

¶ In the learning restaurants students from different courses learn how to work together. This is 
very useful because this will happen once they find a job 

¶ Students and teachers alike are able to receive feedback from real customers 

¶ The learning restaurants provide for teachers alternative means of evaluating and assessing 
the students on the job 

¶ Learning restaurants help students to prepare for the traineeship at the end of training 

¶ Learning restaurants encourage  and motivate both students and teachers 

¶ Learning restaurants encourage creativity and experimentation in the training 
 
Weaknesses:  

¶ There are not facilities or resources at school to help students to find a job after finishing 
their training 

¶ The learning restaurants may be an unfair competition to other restaurants 

¶ The learning restaurants  open mostly once or twice a week and exclusively during the 
academic year of schools. 
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Activity Agreements  
*Scottish Government 

 
 
 

National Programme- delivered by locally authorities and local organisations 

Evidence has shown that the Activity Agreement model is successfully engaging with young people 
furthest from the labour market and supporting them to progress and sustain further learning, 
training and employment. Activity Agreements are delivered in Scotland by local authorities and their 
partners and are for those young people whose learning and skills needs have been assessed and it 
has been recognised that without first step engagement and support they would not make a 
successful transition toward and into further learning or training and ultimately employment. It is an 
agreement between a young person and an advisor (Trusted Professional) that the young person will 
take part in a programme of tailored learning and activity providing ‘stepping stone’ activity which 
includes intensive career information, advice and guidance and learning in a community of third-
sector setting for young people who are not ready or able to access formal learning post-16. The 
Activity Agreement Approach has 3 key components:  

Strengths based assessment - Each young person receives a robust assessment of their strengths, 
needs and interests. This forms the basis of the Activity Agreement programme of learning and 
support they receive.  

Individual/Tailored Activity Agreement Plan - Each young person is supported by a Trusted 
Professional to create an individual Activity Agreement plan. This will start from their expressed 
interests and be tailored to their needs e.g. flexibility in frequency of participation, their need for 
individual/group environments and other commitments. The relationship and dialogue between the 
young person and Trusted Professional is central to the learning process. There is no minimum 
amount of engagement required for a young person to participate in an Activity Agreement. The 
Agreement the young person makes should describe how the activity in which they plan to 
participate helps them to develop, it should also describe how the activity will help them to develop 
their literacy and numeracy or provide opportunities to obtain qualifications. It should have a clear 
focus on progression towards more formal learning or employment. Examples of activities include:  

¶ Volunteering ; Team-building; Outward bound and outdoor recreation;  Confidence-building; 
Home-based learning and distance learning; Work shadowing; Anger management; Sports activity; 
Health-related activity; Trusted Professional – One to One Support; Consistent one-to-one support 
from a Trusted Professional underpins the young person’s participation on an Activity Agreement. 
This professional; Should have an empathy with young people and the ability to build a strong, 
supportive relationship with them; Plays a key role in engaging the young person; Contributes to a 
strengths based assessment of need, based on the interests of the young person 
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Strengths of the programme 
 

¶ The young person signs a contract which outlines the commitment and responsibility to 
maintain full attendance on the programme.  

¶ They must sign the contract prior to receiving payment and if they do not have full attendance 
they will not receive payment. 

¶ Increasing the responsibility of young person. 

¶ The local organisations have good networking possibilities. 

¶ Mentor relationship – the programme provides access to trusted professional - somebody 
they can relate to easily.  

¶ £30/week for the young person- can spend how they like. 

¶ 70% success rate progression onto training, apprenticeship or employment  

¶ The programme can be up to two years depending on the needs of individual allowing 
sufficient time for personal development. 

¶ The on-going supports delivered prevent drop-outs. 

¶ Being a locally delivered programme means it can tap into available resources.  

¶ Government-led, and a national manager overviews the programme leading to support for skills 
training for the trusted professionals. 

¶ There is a supervisory structure in place both from a national and local perspective 

¶ Opportunity to address situations/barriers missed in school 

¶ Builds their confidence, gives back belief in themselves 

¶ Aftercare in place but short-term and not hand holding  
 
Weakness:  

¶ some areas in Scotland have higher drop-out rates thus  now looking at some parts of  the 
assessment to make sure the right young people get on the programme 

¶ Although the drop out is low this could be due to having wrong assessments or wrong 
interventions.  

¶ Some schools may make referrals to have good progression results so the government is now 
looking at the school system to see what has gone wrong that so many young people leave 
school early. 

 
 
 
 
 
 
 
 
 
Big Brother, Big Sister 
*Stimulansz 
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The Big Brother Big Sister project is a youth programme which seeks engagement with young people 
through young people. Growing up in this modern and complex society can be a very difficult for 
young people. The project functions as a bridge between worlds of the young people, local 
inhabitants and the chain partners. We approach the youngsters carefully and positively; ‘We don’t 
look to at what they cannot do but we look at what they can do! This is done through Street Work & 
activities for children (street play day, cleaning troopers, kids club, all kind of sports activities), 
activities for teenagers (FIFA kings, tutoring, all kinds of sports activities) and activities for elderly 
people (The Four day March evening, visit the market on a weekly base, etc.). But also through 
training and courses such as ‘Defense & Safety Training’, ‘Automated external defibrillator AED 
reanimation’, ‘Youth Community Counseling’ and through ‘Coaching skills’.  

The aim is to improve and increase the safety in the neighborhood and to prevent trouble caused by 
youth; to improve social cohesion, confidence & trust and increase the independence and self-
reliance of youth; and to offer future chances and opportunities to the youth  

The Big Brother Project provides a safety and security net. The Young people receive coaching and 
counseling when needed and where needed. No one is offside in our little society. The way we do 
this is simple. We achieve this with the help of elder brothers and sisters whom are a positive role 
model. A simple but very effective Status System awards the young people and shows the ‘State of 
Play of the young person’ (a Bronze, Silver, Silver plus and Gold membership). 
 
Strenghts 

¶ Empowerment approach 

¶ Fits in the own socal structure of Young people 

¶ Self confidence increased 

¶ Connect Young people to community 

¶ Low coast price 

¶ Good results 

¶ Peer to peer approach 

¶ Intercultural 

¶ Inter generational 

¶ Responsibility 

¶ Group decisions about status 
 
Weaknesses: 
 

¶ Different man/woman activity 

¶ Vulnerable (when leader leaves for example) 

¶ Difficult to increase the scale 
 
 

 
Ability to Handle your Situation Alone  
*CTANM 
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Strengths 

¶ Is putting all together life skills and attitude 

¶ Non formal activity based education 

¶ Prevention approach 
 
Weakness: 

¶ The way of how the course support is written is in academic style and it might not be the 
proper way hoy to deliver it 

¶ Lack of guidance for trainers 

¶ Some content should be re-adapted to the new target group age 

¶ Bridge between the school and the professional life 
 
Questions: 
How to motivate parents? How can encourage them to come and to be part of the system? 
The parents involved can be from extended family  
 
For extending the project for the w2l2w umbrella then the target group should be oriented for the 
youngsters over 16 years old. Who is going to provide training after 18 years old.The vector for this 
project should be in the proximity of the youngsters 
 
Adaptability: 
In Croatia there are regions depopulated and there is the risk to do not reach the minimum number 
for running the project (even the 40 is difficult to find). It can have difficult implementation in small 
areas. It can be use a first step for the youngsters which want to be integrated on the job market. 
 
In Italy it is possible to spend money for prevention. The evaluation criteria are difficult to reach in 
the present format. May be the rate of the dropout can be a useful indicator. 
 
 

 

 

 

 

 

 

 

Recommendations & Considerations  

*Way 2 Learn 2 Work Partnership 
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Factors to consider tackling youth unemployment (emerged from the W2L2W country visits):  

Golden Threats in kind of good practices/projects 

1. NETWORK 
At 2 levels: 1) network around the person/job seeker; 2) network of organisations to create a 

holistic approach 

2. LINKING EDUCATION TO WORK 
By: dual education, internships,…  

3. WORK EXPERIENCE 
Internships, Community work, social enterprises 

4. INFORMAL YOUTH WORK ACTIVITIES 
Youth workers, sport, neighborhood-activities = resilience building 

5. INTERNATIONAL EXCHANGE OF YOUNG PEOPLE 
Lifelong Learning, Erasmus+,… 

 

Key Critical Factors in doing those projects 

1. EMPOWERING: building on self-dependence, self-reliance  
Cf. Activity Agreement, Big Brothers,… 

2. INVOLVEMENT OF EMPLOYERS: incentives, policy, communication (clear rules)  
Cf. IBO (incentives for employers),  

3. LOCAL INVOLVEMENT of young people 
Young people doing things for their own neighborhood, their own people, seeing what the 

results of their work in their own places. Local authority is needed for this: local youth 

workers know best what is needed in the local area.  

Cf. big brothers 
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4. PROMOTION OF ENTREPRENEURSHIP when there are no vacancies  
Cf. Incubator, pedagogical restaurant 

5. ABILITY TO BUILD QUALITY RELATIONSHIPS/TRUST: at many levels: between agencies, with 
employers, with the young person and tutors/youth workers,… 
Cf. Ballyrunners, equal youth network 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Lifelong Learning Programme 

Leonardo da Vinci 
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Call 2013 Partnerships 
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