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INTRODUCTION 

FOREWORD: SOME REACTIONS ON THE PETE PROJECT 

A young person in Ireland 

I feel that the PETE project will be helpful to me and my friends because they value the opinion of young people 

and will take on board our suggestions. A lot of us have training for jobs that we would like to do but we don’t 

feel prepared to actually enter the workplace. I think we need more help with things like interview preparation 

and feeling confident dealing with other staff and my boss when I get a job. I have the technical skills, I just need 

some help with the people skills too.  

Some young people in Belgium 

With the PETE project, finally there are people listening to us, giving us a voice. Normally there’s no space for 

that, normally it’s about what youth workers think. We hope that the things we say and emphasize will be heard. 

We would be proud to make a change. 

A youth worker in France 

After questioning, we were really surprised by the maturity of some of the young people regarding their own 

view on their situation and their needs. The PETE program was also the occasion for one of our young people 

to discover the Erasmus+ program and the European Voluntary Service (EVS). After engaging in PETE, the young 

person contacted me in order to have information on doing an EVS in 2018. Our organisation will accompany 

him during the procedure. 

An employer in the UK 

For many employers the prospect of employing a young person is daunting. The most heard phrase at any 

employers meeting or event is that “young people are just not ready for the world of work”. I sincerely hope 

that the PETE project can allay those fears and break down the myths. 
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PETE: INFORMATION ABOUT THE PROJECT 

The objective of the PETE project - a project in the Erasmus+ program - is empowering unemployed young 

people and their youth workers through analysing, developing, testing and disseminating successful methods and 

tools for activation towards employment. The target group are NEETS (Not in Employment, Education or 

Training) between 16 and 25, youth workers who support these youngsters towards work and employers who 

may employ them. The project strategy to do so is divided in three phases: 

o Phase 1: Exchanging and analysing activation methods for NEETS… 

Observing and questioning youngsters, youth workers and employers (from now on they will be collectively be 

referred to as beneficiaries) about factors for success and failure within current support measures 

o Phase 2: … to develop and test new activation methods and tools … 

Developing new methods and tools based on the analyses and questionnaires from phase 1 and the testing of it 

within existing support measures. 

o Phase 3: … and disseminate the positive evaluated methods and tools among youth workers. 

The successful methods and tools are worked into different training schemes (hands-on train-the-trainer, 

webcasts, …) and disseminated through the internet, training workshops, events, … 

The partnership consists of six European partners. The lead partner is (1) Strood Community Project, United 

Kingdom. The other partners are (2) Ballymun Job Centre, Ireland, (3) Centre Social Eclaté, France, (4) Medway 

Youth Trust, United Kingdom, (5) Mentor vzw (Belgium) and (6) Reussir Ensemble (France). The duration of the 

project is 3 years, from September 1st, 2016 until August 31st, 2019.                                

 

THE AIM OF THIS REPORT 

This report brings together the analyses and results of the first phase of the PETE project. Phase 1 consisted of 

3 parts: (1) a literature review to research existing studies to avoid a “re-inventing the wheel” scenario, (2) a 

questionnaire for NEETS, youth workers and employers to understand the “gaps” in provision from the 

perspective of our beneficiaries, in order to create innovative supports to meet their needs and (3) a more in-

depth analysis of the current provision by preparing detailed case studies to showcase beneficiary stories & 

identifying their “whole” experience.  

Towards the end of phase 1 of the project, data and research findings were compiled in this report as an 

intellectual output of the project. This publication will inform the second phase of the project and enable other 

organisations in the EU to take a step back & assess their way of working with NEETS.   
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ANALYSES 

OVERALL WORKING METHOD AND ANALYSING FRAMEWORK  

To collect the data of each of the three research activities, the partnership made use of a digital platform (first 

Google Drive, later also Dropbox) and shared database documents that were created together, to be filled in 

(and translated if necessary) by each partner separately. As lead partner on the first project phase, Mentor took 

responsibility of bringing together, processing and comparing the data. In order to do so a qualitative coding 

method was used.  

Depending on the particular aspect of research, the specific database documents of all partners were put together 

and transformed into a working document in Excel. First of all, the input was divided into 4 basic categories: 

o Successful elements within Youth Work 

o Successful elements beyond Youth Work 

o Unsuccessful elements within Youth Work 

o Unsuccessful elements beyond Youth Work  

The successful and unsuccessful elements BEYOND youth work are themes that are beyond the reach of the 

young people or youth work, for example because of societal trends, legislations, high demand for a specific 

profile.  Those themes can still be of interest to policy makers, researchers and other engaged actors and third 

parties in the field of education and work. Therefore we still added them to the list in this publication. The 

successful and unsuccessful elements WITHIN Youth Work are those themes that can be influenced or even 

changed by youngsters and youth workers, with the right tools at hand. What these tools can be, will be 

researched, developed and tested in phase 2 of the PETE project.  

From then on identical answers/quotes/outcomes were unified, and letters were allocated to them to indicate 

how many times it was mentioned and by which partner. For instance, if in questionnaires 4 youngsters pointed 

at the fact that being homeless complicated their job search, this quote would get 4 letters next to it in the Excel 

working document. If 2 of these youngsters are English, one French and one Irish, the letters would be ‘EEFI’. At 

a further stage, all of these quotes were processed into more coherent ‘themes’. As multiple quotes could refer 

to the same theme, they were grouped together once again. For instance, the quotes ‘not having a driver’s license 

is a barrier to finding work’ and ‘I need to pass my driver’s license’ are put together as they both refer to the 

importance of having a driver’s license as a job seeker. Once again, the letters referring to how many times the 

particular theme has been mentioned, were added to the theme in the working document. Later on, the letters 

were counted, showing us how many times a particular theme is referred to, signifying its importance. It is 

important to note, that we chose here not to count how many people have referred to a theme, but rather the 

frequency the theme was referred to. A recurring theme denotes its increasing importance. 
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During the data coding of the questionnaires of young people it became clear that all successful and unsuccessful 

factors of guidance towards work they pointed at, could be assigned to 1) the youngster as a person 2) the 

personal context of the youngster, 3) the (official) support the young person did or did not receive and 4) the 

bigger social context. As this framework made it much more comprehensive to overview the data, and as it was 

equally applicable to all other data collections of our different parts of research, we made it our conceptual 

framework for all analyses.  

We want to emphasise here the ‘bottom-up’ way in which this framework became the overall structure of our 

analysis. Nevertheless, in research we found even more support for this way of framing factors of influence, as 

the ecological systems theory of Bronfenbrenner1 confirms the development of a person as a result of interaction 

of the individual with their different environmental systems.   

For a view on an example of a final analysis working document, see annex 3.  

 

  

                                                                 
1 
https://upload.wikimedia.org/wikipedia/commons/9/9b/Bronfenbrenner%27s_Ecological_Theory_of_Develop
ment_%28English%29.jpg   
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LITERATURE STUDY 

The objectives of the literature study were to: 

o Identify successful service elements for incorporation 

o Explore what has been unsuccessful to innovate improvements  

o Consider how PETE results could be upscaled.    

WORKING METHOD 

For the literature study, all partners conducted a desktop research, summarising the findings of earlier projects 

and research on NEETS and youth (un)employment, as well as national and European reports on this matter. 

From the gathered information we developed a collective database, making up lists with successful and 

unsuccessful elements within and beyond youth work. We then processed this list into recurring themes, ordered 

in the conceptual framework discussed above.  

For our sources, see annex 1.  
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OVERVIEW OF THE ANALYSIS 

 

This study was used to assess the current provision and lessons learned and will be contrasted with the feedback 

from our beneficiaries in the questionnaire research and case studies, reported on further in this publication.  

Comparing the different sets of data will help us to understand why the current system of transitional support is 

not working for our specific target group.  It will highlight key areas of innovation we need to inject to rejuvenate 

the support system to make it fit for purpose. 
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QUESTIONNAIRES 

The questionnaires were conducted to exchange and study the current practices in guidance of young people 

towards work in the 4 partner countries United Kingdom, Ireland, France and Belgium. As explained above, the 

results from these questionnaires will be used to assess the existing provision and will be contrasted with the 

results of the literature study and a 3rd and last set of data, see next section. We need to understand the “gaps” 

in provision from the perspective of our beneficiaries, in order to innovate support to meet their needs. Equally, 

by revealing good practices in current provision, we can promote further distribution of them, improving the 

situation and guidance towards work of our young people. 

WORKING METHOD 

To gather the information from all target groups (youngsters, youth workers and employers) we developed three 

separate questionnaires. Some of the questions were already formulated in the original project application form.  

During a partnership meeting all partners suggested additional questions and the questionnaires were then 

adapted and amended until complete. All questions revolved around what worked and what didn’t work in 

trajectory of young people towards employment.  

The partnership decided to allow every partner to decide how to conduct the questionnaires. For example: One-

on-one or in group, face-to-face or online, internally (in existing job clubs, youth programs, …) or externally 

(different youth organisations outside the partner’s own organisation). The approach depended on the target 

group (young people, youth workers or employers) and the identity of the program the youngsters were in (e.g., 

individual support and consulting or group workshops). We used creative methods to engage the three target 

groups based on what suits them. In many cases the existing job clubs or meetings that beneficiaries were already 

engaged in were used to conduct the questionnaires. When necessary, specific additional meetings or information 

sessions were organised to gather information.   
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RESULTS OF THE QUESTIONNAIRES FOR YOUNG PEOPLE 

A total of 178 young people were questioned in local areas of the 4 partner countries. We gathered the most 

recurring themes - within the conceptual framework discussed above -  in an overview: 

MAJOR RESULTS QUESTIONNAIRES OF YOUNG PEOPLE 

Conceptual framework 

factors 
20 most recurring themes 

Amount of 

references to this 

factor/theme* 

Young person 1201 

Personal characteristics 32 

Knowledge 72 

 (support on) orientation 34 

Skills 254 

 (support on) communication skills 20 

Attitude/behaviour 608 

 (support on) (self)motivation 121 

 Having/working on confidence/self-belief 78 

 Being focussed/determinded/having goals/ambition/drive 47 

 Willingness to work/working hard 21 

 Perseverance/not giving up 17 

Work experience 150 

 Having (relevant) work experience 67 

Certificates 85 

 
Having leaving (QQI, college) 

certificates/grades/qualifications/diploma 
36 

Personal context 254 

 Money/financial resources 36 

 (support on) mobility 56 

Support within personal context 100 

 Support from parents, family, friends and environment 61 

Support 941 

Training 29 

Education 77 

 Education/college/university/school helps to access a job 32 

Collaboration education-employers 46 

 
Support on work 

experience/internship/apprenticeships/business emersions 
37 

Employer 64 

Recruitment 52 

Support 12 

Collaboration employer-youth work 7 

Youth work 667 

Content 432 

 Support on job application (forms) 27 

 Support on job search 25 

 Help with CV 31 

 
Support on job interview (skills) (via mocks, 

simulations,…) 
27 

 Getting more information (on jobs, courses, education,…) 19 

methodology 190 

 Enough/more/good/thorough (job) support/help/assistance 33 

Youth worker 45 

Collaboration youth work-other organisations 51 

Bigger context 48 
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* Note that the numbers in this table are not addable as many more quotes than the ones displayed make up the 

total amount of references on each conceptual framework factor. 

The other (less frequently nominated) themes of importance coming forward in the questionnaires (having 5 

references or more), are listed below: 

 Good/professional guidance support/counsellor (15 references) 

 Having the necessary skills (15 references) 

 Advice (advisors/centres) (in and outside of education) (14 references) 

 Being respectful (14 references) 

 Support (with application)(funding) towards the right training/courses/upgrades (14 references) 

 (not getting out of) a bad/unsupportive (friend/family) environment (14 references) 

 Help from job centre (13 references) 

 Language/literacy (13 references) 

 (good) attitude (towards work) (13 references) 

 Lack of support from others (12 references) 

 Putting effort in/trying the hardest (12 references) 

 Being kind/friendly/nice (11 references) 

 Independency/autonomy (11 references) 

 (email) referrals to jobs/vacancies (11 references) 

 Leaving school early/lack of education/qualification (10 references) 

 Meeting/(better) knowing employers/bosses/(persons in charge of) companies (10 references) 

 Financial support (9 references) 

 Interpersonal/social skills (9 references) 

 Listening/doing as you’re told (9 references) 

 Searching for a job together (9 references) 

 (good) (more) training (9 references) 

 Active searching behaviour (8 references) 

 Being a people person/having an outgoing personality (8 references) 

 Being brave/no anxiety (of failure, going door to door for a job, of asking) (8 references) 

 Being caring, helpful, supportive, thoughtful (8 references) 

 Being dynamic (8 references) 

 Being punctual (8 references) 

 Doing (many) internships (8 references) 

 Employment agencies being unsuccessful as they just give an appointment for registration (8 references) 

 Having a network that provides you with more (info about) job opportunities (8 references) 

 Having organisational skills (time management, planning) (8 references) 

 Interim/employment officers should be more honest: they promise to call but they don’t (8 references) 

 Knowing where to go (for support) (8 references) 

 Knowledge (8 references) 

 Problems at home (8 references) 

 Willing to learn (more) (new things) (8 references) 

 (age/gender) discrimination (8 references) 

 Employment agencies being unsuccessful (7 references) 

 Local mission (workshops) (7 references) 

 Personal issues (7 references) 

  (upgrades by) the school of second chance (7 references) 

 Availability of internet (6 references) 

 Being well dressed/nice hair cut (6 references) 
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 Discovering (more/good) companies (6 references) 

 Good at presenting/selling himself (6 references) 

 Having a can do attitude: find a way to adjust your weaknesses so they do not limit your chances of success, 

positivity (6 references) 

 Help from job/employment/interim agency (6 references) 

 Intelligence/being smart (6 references) 

 Interim/employment/job agencies compensating for unemployment with temporary jobs (6 references) 

 Lack of network/isolation (6 references) 

 Medical/(mental) health problems (6 references) 

 Step by step guidance/being accompanied in steps (6 references) 

 (telling me to get a job when) there’s a lack of jobs (for young people)/high unemployment (6 references) 

 Always being refused by ‘lack of experience’. It’s hard to get work experience as a young person when you don’t 

get the chance (5 references) 

 Being active (5 references) 

 Disability (5 references) 

 Having a good appearance/look (5 references) 

 Help with employability/job skills (5 references) 

 Laziness (5 references) 

 One to one meetings, individual support (5 references) 

 Socialising with others/meeting new people (5 references) 
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RESULTS OF THE QUESTIONNAIRES FOR YOUTH WORKERS 

A total of 102 youth workers were questioned in local areas of 4 partner countries. We gathered the most 

recurring themes within the conceptual framework discussed above, in an overview: 

MAJOR RESULTS QUESTIONNAIRES YOUTH WORKERS 

Conceptual framework factors 20 most recurring themes Amount of references 

to this factor/theme* 

Young person 447 

Personal characteristics 7 

Knowledge 52 

 Realism in expectations 45 

Skills 93 

Attitude/behaviour 177 

 (support on) motivation 74 

 (support on) confidence/self-belief 22 

Work experience 100 

Certificates 18 

Personal context 201 

 Importance of mental health (support provision) 16 

 (support on) mobility 15 

Support 1711 

Training 36 

Education 77 

Collaboration education-employers 58 

 (more) quality apprenticeships/internships (instead of 

exploitative/too short internships) 

22 

Employer 145 

Recruitment 76 

Support 69 

Collaboration employer-youth work 115 

 (more) involvement of (links with) (big and small) 

employers in youth work 

27 

Youth work 909 

Content 296 

 Empowerment 39 

 Active listening to the young person 45 

Methodology  141 

 (thorough) individual 

approach/accompaniment/follow-up/coaching, one to 

one guidance 

25 

Youth worker 472 
Approach  305 

 Empathy of the youth worker 28 

 Patience of the youth worker 31 
Skills 120 

 Good communication skills 21 
Knowledge 47 

Collaboration youth work - other organisations 371 

Kind of organisations 198 

 Involvement of (other) youth 

(work/employment/support) 

services/centres/workers/organisations/groups 

25 

 Involvement of training programmes/centres 15 
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 Involvement of school/colleges/universities/education 

organisations 

45 

 Involvement of social/welfare organisations 22 

 Involvement of public service of employment 15 

Way of working together 173 

 Regular meetings and (more/better)(close) (face to 

face) open communication 

32 

Bigger context 174 

 Lack of (different) opportunities (for the least 

academically able) 

16 

* Note that the numbers in this table are not addable as many more quotes than the ones displayed make up the 

total amount of references on each conceptual framework factor. 

The other (less frequently nominated) themes of importance coming forward in the questionnaires (having 5 

references or more), are listed below: 

 Employers offering (practical) work experience (so that they can learn skills required to succeed in the workforce) 

(14 references) 

 Disadvantage because of poor education (drop-out) (14 references) 

 Lack of suitable/unskilled jobs (no match between supply and demand) (14 references) 

 Youth professional being honest and open (14 references) 

 Youth professional being flexible (to adapt to the needs of young people who present with different engagement 

levels) (14 references) 

 School system failure: not relevant/stimulating for practical/vocational/less capable youngsters (too narrow 

academic curriculum) (13 references) 

 Involvement of the (central/local) government (on education) (12 references) 

 Youth professional having a non-judgemental (impartial) attitude (12 references) 

 Youth professional being professional (keeping a professional distance, not losing himself in becoming a friend of 

the young people) (10 references) 

 Youth professional being approachable/accessible (9 references) 

 Youth professional having a great knowledge of the Labor Market (9 references) 

 Apprenticeship employers still want to employ the ones with good skills (8 references) 

 Disadvantage because of drug/substance misuse/addiction (8 references) 

 Funding cuts/lack of money to organisations that support young people most at risk/most vulnerable (8 

references) 

 Involvement of the job centre (8 references) 

 Knowing which organisation offers what kind of support/expertise (in order to successfully refer to each other) 

(8 references) 

 Youth professional having understanding (8 references) 

 Youth professional being CEIAG-skilled: (counselling) careers education, information, advice and guidance skills 

(8 references) 

 (mock) interview skills workshops (8 references) 

 Involvement of local companies/businesses (networks) (7 references) 

 One person following the whole process of the youngster until (s)he has found work, but systematic meetings 

with all stakeholders (holistic view, but one responsible who coordinates) (7 references) 

 The will of employers to take on young people who do not have experience, being less demanding (7 references) 

  (more) time to work with the young people (7 references) 

  (regular) participation/attendance (7 references) 

 A lot of expectations in (capitalistic) society, which don’t work out for disadvantaged youngsters (6 references) 

 Positive group working between different organisations: all working together instead of competing/working next 

to each other (6 references) 



 15 
 

 Strong supportive, communicative relationships between different organisations (6 references) 

 Visits of companies (getting to know the jobs) (6 references) 

 Youth professional having a proactive and solution focussed (recovery focussed) approach (6 references) 

 Young professional showing enthusiasm and engagement (6 references) 

  (focus on) more experience (in a number of organisations) in education (and beyond) (6 references) 

 Challenging/offending behaviour of young person (5 references) 

 Employers having more empathy towards youngsters (5 references) 

 Ensure appropriate referrals (to external programmes) (5 references) 

 Good (attractive) (career) orientation test/methods, that gives a simple and clear view on which steps to take (5 

references) 

 Good/effective interagency exchange (network) (5 references) 

 Historical generational disengagement/history of unemployment in the family (5 references) 

 Holistic approach: any organisation working with the young person and their family has to be involved (5 

references) 

 Home life stability/barriers/chaotic life (style) (5 references) 

 Involvement of everyone (all stakeholders) that have a role to play in guiding the young person (5 references) 

 Lack of (basic) skills (and entry requirements) (5 references) 

 More workshops (supporting in group and one to one) (with professionals) (on specific topics) (5 references) 

 Personal barriers/difficulties (5 references) 

 Shared information between different organisations (5 references) 

 Regular information updates and sharing between different organisations (5 references) 

 Youth professional being trust building/reliable (5 references) 

 Youth professional believing in young people (5 references) 

 Youth professional having humour (5 references) 

 (social) issues (affecting the person’s life (5 references) 
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RESULTS OF THE QUESTIONNAIRES FOR EMPLOYERS 

A total of 21 employers were questioned in local areas of 4 partner countries. We gathered the most recurring 

themes within the conceptual framework discussed above, in an overview: 

MAJOR RESULTS QUESTIONNAIRES EMPLOYERS 

Conceptual framework factors 10 most recurring themes Amount of 

references to this 

factor/theme* 

Young person 196 

Personal characteristics 7 

Knowledge  14 

Skills 54 

 Good communication skills 6 

Attitude/behaviour 84 

 Right attitude 9 

 Motivation 20 

 Desire/willingness/commitment to learn 6 

Work experience 34 

Certificates 3 

Personal context 9 

Support 263 

Training 11 

Collaboration training-education 5 

Education 38 

 Involvement of schools/education(alists) 10 

Collaboration education - employers 25 

Employer 123 

Recruitment 47 

Support 47 

 Providing/develop (more) 

alternation/apprenticeships/internships… 

16 

 Mentoring/tutoring on the workplace 14 

In-company training 29 

 (more/better) training at the workplace 6 

Collaboration employer – youth work 24 

 More involvement/closer links with employers/business 

with youth work and training centres 

12 

Youth work 17 

Collaboration youth work – other organisations 20 

Bigger context 31 

 Measurements to stimulate employer engagement 13 

* Note that the numbers in this table are not addable as many more quotes than the ones displayed make up the 

total amount of references on each conceptual framework factor. 

The other (less frequently nominated) themes of importance coming forward in the questionnaires (having 3 

references or more), are listed below: 

 Young person having work experience (in different jobs) is ideal (10 references) 

 Social/interpersonal skills of the young person (5 references) 

 Young person having life skills (5 references) 

 Adaptability of the young person (3 references) 

 Involvement of the government/state (3 references) 
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 Involvement of training centres (working with apprenticeships) (3 references) 

 Lack of literacy of the young person (4 references) 

 Lack of numeracy of the young person (4 references) 

 Preparing young people for the work place by offering work (experience) placement (opportunities) (3 

references) 

 School does not prepare the young people for work (it rather makes them open-minded) (3 references) 

 Young person having enthusiasm (3 references) 
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COMPARISON OF QUESTIONNAIRES 

Comparing the questionnaires of young people, youth workers and employers, it is obvious that ‘attitudes’ and 

‘behaviour of the young person’ are important themes. However, of all the themes ‘motivation’ stands out to be 

very important. All three of our target groups refer to motivation frequently. Reading their concrete answers 

though, the topic might be mentioned from different perspectives. For example, youth workers point several 

times to the necessity of the young person engaging and attending their support activity; employers focus on 

motivation for the job and the will to work hard for the company, whereas young people address the need for 

experiencing empathy, being listened to and getting the chance to prove themselves. Nevertheless, although this 

could be interpreted as majorly different views, the fact that all stakeholders recognise the crucial role of 

motivation, could be a strong leverage for improvement of guidance towards employment. 

A second theme recurring throughout the three questionnaire databases is the importance of ‘education’, the 

‘disadvantage of dropping out of school’ and the need for ‘involvement of schools’ in the guidance of young people 

towards work.  

One factor in the employer questionnaires that didn’t get mentioned as explicitly in the questionnaires for NEETS, 

is ‘in company (or in-house/on the job) training’. Of course the young people referred to learning at the workplace 

as  part of ‘education’, ‘training’ or ‘employer support’, but the employers made 29 particular references to ‘in 

company training’ as an element of success for NEETS to get a chance in the job market/workplace. The fact that 

employers are open for the responsibility they have to train youngsters, corresponds with the need that 

youngsters and youth workers raise to facilitate a collaboration between an employer and a young jobseeker and 

the huge emphasis on ‘work experience’ and more particularly opportunities for quality apprenticeships by all 

beneficiaries. To enable them to activate this role however, the employers explicitly indicated the need for 

support from the government in funding and tax reductions.  

In the youth workers questionnaires, we noticed a few critical remarks about the ‘bigger context’ as well. Not 

only is there a need for extra funding, there is also a disparity between demand and supply of vacancies. There 

appears to be a lack of suitable employment/unskilled labour opportunities for less academically able candidates. 

Although this area is outside of the remit of the PETE project, we can call attention to this for policy makers to 

notice. 

What stands out to us, is that the personal context of youngsters is mentioned a lot by the young people (254 

times) and the youth workers (201) but only 9 times by the employers. If we look specifically at what young 

people and youth workers mention about the personal context, the points raised concern ‘mobility’ (or even 

more having a driving license), having ‘financial resources’ and having ‘moral support’ from parents, family, friends 

and environment. The lack of attention to this from employers can be due the fact that they are either unaware 

of the importance of this issue, or perhaps don’t care significantly about this potential barrier for young people. 

This may be the reason why some youngsters feel they don’t have a connection or match with certain employers. 

On the other hand, it’s possible that employers do know about this barrier but the questionnaire for employers 

didn’t focus on this topic enough for them to think about it. 

From the questionnaires, we notice a lot of self-knowledge and self-insight within the youngsters, but still 

youngsters seem to be underestimated. It’s noteworthy that, despite youth workers in the questionnaires 

claiming that it is important to work on the empowerment of young people, tasks are often ‘taken over’, not 

allowing the young person the opportunity to fully undertake themselves. For example, as part of the self-

assessments in the case studies we will report on later in this publication, it became clear that some of the 

assessments were not filled in by the youngsters themselves, but by a third party, most likely the enquirer. 
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Not really clear from the summarising result overviews above, but very noticeable in the databases are local 

differences and nuances between the partners and their target groups. For example: 

 The French youngsters and youth workers put a lot of focus on the importance of a drivers’ license. In 

France much employers require to have one, so with a drivers’ license young people gain access to more 

job offers. It’s not clear if there’s greater emphasis on this in France because in and around the region 

the commuting traffic is further than in other partner regions or because the public transportation is 

less available for certain journeys.  

 In Kortrijk (Belgium) a lot of youngsters, youth workers and employers mention the fact that the system 

of unemployment benefits is not designed to motivate jobseekers to find employment, because the 

benefit of having a job is not high enough in regards to unemployment benefits. This ‘unemployment 

trap’ was hardly mentioned by respondents in any other region. 

 The French and Belgian questionnaires refer to job agencies and interim agencies, something that is 

mentioned less in questionnaires from the UK and Ireland. 

 In Ireland and the UK there is a big emphasis on community services and community jobs. This seems 

less  applicable in the French and Belgian questionnaires. 
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CASE STUDIES 

The case studies are a more ‘in-depth’ analysis of the current provision by showcasing beneficiary stories in detail 

and identifying their ‘whole’ experience over a maximum of 9 month period. 

In outline, the case studies contained an ‘initial needs assessment’. From this baseline, a second and third 

assessment is done a few weeks or months later to identify appropriate progression pathway and milestones. 

With each new assessment, the young person was asked to point out his opinion on reasons for evolution. 

Furthermore, the partners recorded step-by-step difficulties encountered, solutions found, achievements & 

setbacks on each contact occasion with the young person. The partners also captured additional information 

about the individual’s circumstances & specific challenges. Focussing on them in an holistic way, project workers 

noted details such as family situations/emotions/health/housing, that the beneficiary may have need additional 

support with, in order to progress. They registered the findings of the young person on (un)successful elements 

separately from their own views/observations. This provided an excellent record and third perspective to assess 

potential “gaps” in services and highlight good practices to feed into our developing new methodology in phase 

2.  

WORKING METHOD 

The partnership used three forms to collect the data. The first form collects the personal details of the young 

person. The second form is a self-assessment for the youngster to fill in and the third form – the core document 

– summarises the findings of the case study, consisting of 2 parts. Part 1 describes the evolution between different 

self-assessments and part 2 provides a logbook for every encounter with the youngster, but separating the ideas 

of the young person from the ideas of the youth worker. The data was structured again based on successful and 

unsuccessful factors within and beyond youth work, later on analysed as described above in 3 separate analysing 

documents. 

To engage the youngsters for the case studies, the partners organised one-on-one meetings, focus groups of 

youngsters and tried to reach them by phone call, social media, … Some meetings took place in alternative 

meeting places like a pub or a youth centre. To motivate youngsters for the case studies, one of the partners 

(Mentor vzw) arranged goodie bags, including football tickets and sport arrangements, sponsored by the City of 

Kortrijk. 
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RESULTS 

Although the partnership started with engaging more than 70  young people to participate in the case studies, 

only for 63 of them the project was able to record case study data. For 8 out of these 63 young people the data 

collection stopped earlier than planned. Sometimes this was because the young person found a job. Mostly 

however, withdrawal from the young person was the (main) reason.  

Incorporated in the case study, 60 young people gave their views on reasons for the evolutions they had made 

during their guidance towards work, using a self-assessment. 55 of these young people made it to a 3th self-

assessment and thus the second interrogation on their view of causing factors for evolution.  

Although this drop-out resulted in incomplete data, we were able to assemble the most interesting findings.  

MAJOR RESULTS CASE STUDY RESEARCH Amount of references to this factor/theme* 

Conceptual 

framework factors 

7 most recurring themes (4 most 

recurring themes per case study part) 

Case study 

self-assessment 

Case study 

Young 

person 

Case study 

observer 

Young person 87 292 277 

Personal characteristics 2 7 4 

Knowledge 15 46 44 

 Knowledge of employers’ expectations   14 

 Need of good orientation (discover own 

capacities)  10  

Skills 13 35 30 

Attitude/behaviour 48 159 184 

 (support on) motivation/full engagement 8 26 28 

 (support on) self-confidence/self-belief 6 27 26 

 Pro-active/continuous job search   9 

Work experience 5 24 8 

 Temporary (volunteering) jobs 10   

Certificates 4 21 7 

Personal context 38 53 46 

 passing a drivers license 5 16  

Support 51 264 175 

Training 6 14 9 

Collaboration training-education 0 4 3 

Education 2 8 7 

Collaboration education-employers 2 2 3 

Employer 15 44 17 

Collaboration employer-youth work 1 4 1 

Youth work 24 180 135 

Collaboration Youth work-other organisations 1 11 2 

Bigger context 0 16 5 

* Note that the numbers in this table are not addable as many more quotes than the ones displayed make up the 

total amount of references on each conceptual framework factor. 

The other (less frequently nominated) themes of importance coming forward in the case studies (having 3 

references or more), are listed below: 

For the self-assessments:  

 Having own accommodation (3 references) 

 Drug use (3 references) 
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For the input of young people in the case studies:  

 Good listening skills of youth worker (9 references) 

 Active search/looking for a job (8 references) 

 Being able to get help (call a coach) (immediately) when help is needed (8 references) 

 Not finding/not enough (suitable) jobs (8 references) 

 Feeling ready to work (7 references) 

 Independence/autonomy (6 references) 

 Young person not having (a) qualification(s) (for the job) (6 references) 

 Having a diploma (5 references) 

 Knowledge of expectations of employers (5 references) 

 Active searching together with the youth worker (4 references) 

 Being able/getting time to explore the various options (4 references) 

 Good practical tips (4 references) 

 Lack of support or help (4 references) 

 Respect between youth worker and young people (4 references) 

 Self-knowledge (of capacities) (4 references) 

 A coach knowing and understanding young people (3 references) 

 A good coach can motivate/stimulate/encourage you, focussing on positive things, achievements (3 references) 

 Attending a local mission (3 references) 

 Being focussed (vs distracted) (3 references) 

 Doing efforts (fight) (3 references) 

 Getting responsibility, help and support but letting young people do things themselves (3 references) 

 Having/obtaining a degree (3 references) 

 In summer employers are only looking for students (3 references) 

 Keep going, not giving up (3 references) 

 Not being able to speak to employers (3 references) 

 Practical exercises like how to do a job interview (3 references) 

 Sitting together about/support on how to applicate (3 references) 

 The feeling the coach is trying to help (3 references) 

 Young people drop-out of school (without diploma/too early) (3 references) 

 Youth worker doing as promised (3 references) 

 Youth worker taking action on a fast way (3 references) 

For the input of observers on the case study:  

 Becoming (more independent/autonomy (7 references) 

 (having power to- taking action yourself (7 references) 

 Having a driving license (can expand job search/independency) (6 references) 

 Setting realistic goals helps (to stay positive and engaged) (too long term plans can be frustrating) (6 references) 

 Discovering the (business) world of work (5 references) 

 Feeling supported by your surrounding (5 references) 

 (difficult to make young people) attending support meetings (unless forced by welfare agency (5 references) 

 Increase of mobility (not to have refuse offers because of distance) (4 references) 

 Need of support on searches (4 references) 

 Putting up excuse (4 references) 

 Too many/multiple barriers (4 references) 

 Adaptability (3 references) 

 Behaviour adapted to the situation/improving way of being (3 references) 

 Being focussed (3 references) 

 Being positive/having hope (3 references) 
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 Difficult to steer clients away from everything opposed to what they are interested in/engage them once they 

have own goals and focus (3 references) 

 Getting professional experience with internship (3 references) 

 Need of workshops/preparation on job interviewing (3 references) 

 Volunteering (helps building a network) (3 references) 
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CONCLUSIONS 

DATA COMPARISON 

Comparing our different data collections it becomes clear that there are some connecting themes dominating 

the ‘data scene’.  

Starting with the knowledge of young people, the need for orientation occurs in the questionnaires of young 

people as well as in the case studies we conducted. Young people have to identify their capacities and formulate 

a suiting realistic job goal. In this, they should get (more) support, as according to the literature research there’s 

a lack of career guidance.  

Besides this, there is the importance of knowledge of the job market and more specifically knowledge of 

expectations and needs of employers, both pointed at in the questionnaires of youth workers, the case studies 

and the research of literature, stating that there are unrealistic reciprocal expectations between employers and 

young people nowadays.  

In the questionnaires, all beneficiaries put great emphasis on skills of young people and often the lack of them. 

The research of literature points at skills too, more concretely mentioning the importance of soft skills. In the 

other data sets as well, social/interpersonal and communication skills are accentuated.   

The ‘biggest theme’ as it occurs in every database we collected is the theme ‘motivation’. The research of 

literature goes further as naming ‘employability as a mindset’ a major factor and arguing that active and 

participatory methods improve guidance success. In their questionnaires youth workers also point to the need 

for an individual approach and a personal follow-up to encourage young people. They state that youth workers 

have to be flexible so as to adapt the guidance to the specific needs of young people who present them with 

different levels of engagement. The research of literature confirms this, addressing the use of individual action 

plans as well. In their responses to the case studies, young people identified that listening to them was a factor 

of key importance. Youth workers confirm the importance of listening skills as characteristic of a good youth 

worker. 

Support in developing confidence and self-belief also dominate questionnaires of young people and case studies. 

This is evidenced by quotes from young people as well as observers.  

Moreover, young people ask in their questionnaires for more meetings with employers to get confidence in 

communicating and contacting them.  This links also with the overall question of more involvement of employers 

(in youth work and education) throughout all the research we did. Specifically, support by mentors and tutors is 

emphasised in the research of literature and questionnaires of employers. Also, the provision of opportunities of 

work experience pops up in all data. In this matter, the research shows that not only is it important to actually 

gain work experience (voluntary/temporary internship), but even accessing such opportunities can be prohibitive. 

This leads to wide-spread frustration, as beautifully described by this young person:  

“Often adverts want you to have 5 years of experience, 7 Olympic gold medals and to be the first man on the moon. 18 

year olds do not have the experience required.” 

The outcomes of the questionnaires also point to the value of education, together with the research of literature 

stating that dropping out of school is a big disadvantage. Throughout the data collected, the responsibility of 

education itself in this area is highly emphasised, charging the education systems with not preparing young people 

properly for work and not being oriented enough at the job needs of today’s job market.  

Respondents would also prefer to see more and effective inter-agency support, as is addressed by the research 

of literature as well, saying that young people should be supported with a more holistic approach.  
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With regard to the personal context of the young person multiple barriers have been mentioned, but mobility 

and the need for a driver’s license recur most, in the case studies and the questionnaires of young people, as well 

as those of youth workers.  

Concerning the ‘bigger context’, the general lack of suitable jobs is addressed in both the research of literature 

as the questionnaires (mostly by youth workers). Of course, with our project we will not to be able to change 

this situation, nor will we be able to address other policy issues highlighted by respondents. Nevertheless, our 

data provided some recommendations that we might be able to distribute to the relevant stakeholders in a later 

phase of this project.  

SOME CRITICAL REMARKS 

Representative proportion of NEETS 

Although a large number of NEETS were questioned, one can argue that the results may not be a representation 

of all NEETS. Although the partnership tried to incorporate young people with different backgrounds and out of 

different initiatives, only NEETS in the local region and network of the partner organisations were involved. In 

Belgium for example it was striking to see that the young people involved in the case studies are almost all boys. 

Although the regional number of young job seekers do show an overweight of the male sex (data prove by 

Arvastat2), it’s also due to the rather gender specific job guidance activities of the involved initiatives.  

Interview process 

We make a similar observation relating to potential subjectivity of responses. For example, questioning, recording 

answers and analysing responses qualitatively always rests on some interpretations. Although the partnership did 

put effort on formulating clear questions, answers on one question about characteristics of successful young 

people came back with answers pointing to how you can see that a young person is successful – nice clothes, an 

expensive car, … – as well as on what a young person needs to be successful in a job – motivation, a degree, …  

Translation 

Due to a large amount of translations (from French to English - from English to Dutch - …) some answers in the 

questionnaires were also affected and unexpected nuances occurred. For example, the French verb ‘avoir’ was 

translated to ‘credit note’ several times, probably because of the use of translation generators. A few of these 

wrong translations were picked up by the project partners analysing the results but it’s possible that a few less 

noticeable mistakes in translation made it to the report.  

Case Study Observations 

For the case studies the youngsters had to get really involved in the project and had to assess their own situation. 

We noticed that in some cases, the youngsters did not fill in the self-assessment themselves, which begs the 

question ‘does the self-assessment reflects the youngsters own idea about his situation?’. Also, none of the 

partners succeeded in motivating the targeted amount of youngsters to participate throughout the whole period 

and all moments of data gathering. It was one of the greatest difficulties of the project to trying to involve 

youngsters to participate and secondly to keep them motivated to stay in the project. 

Conclusion 

We are well aware that our research and analysis methods have not been conducted in a perfectly scientific or 

academic way. Despite this however, our research methods have been successful in allowing us an insight in what 

                                                                 
2 according to Arvastat in January 2017 there were 4402 male job seekers under the age of 25 in the region 
West-Flanders, compared to only 2851 female job seekers. 
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young people, youth workers and employers find important in the world of work. Our main goal was to identify 

key weaknesses and strengths to work with for the next phase of the project. Every step in the research was 

also first and foremost taken with the young people in mind, their voice was the most important one to reach.                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                

NEXT STEPS 

The study results in this report shape the starting point of further actions of our PETE project in improving 

guidance of young NEETs towards work.  

As the results point out, the project needs to develop tools that take into account the many different issues at 

stake in individual situations of young people and in different partner regions. This is reflected in the words of 

the youth workers and young people in our studies who mention that listening and being flexible with a young 

person is important. The partnership needs to focus on tools that will allow youth workers to react in a flexible 

manner to whatever issues the young people are faced with.  

Furthermore, the partnership needs to focus on the highlighted key themes as areas to develop tools for. Doing 

this, the project will keep looking for areas in which it can take valuable action, even though at first sight some 

factors might seem out of our control. While the project cannot do much about drivers licences, it can look at 

tools of how to problem solve this issue within the guidance setting for example.  

Specifically the issue of experience is something that comes up again and again in different projects and it is no 

surprise that it seems to be a big issue here as well. The project needs to particularly look to discuss with 

employers how to overcome this barrier and improve opportunities for young people. 

Finally, above all this study made it very clear to the partnership that giving a voice to young people in our project 

was the right decision to make. Looking at the research output, you might be surprised with the maturity of 

young people in ‘diagnosing’ their own situation and needs. The study outcomes and the reactions of young 

people after being questioned confirm that it is crucial to them that they feel listened to. As our partnership 

wants to play a role in improving the guidance of these young people towards work, we stay convinced of our 

responsibility in engaging and empowering young people to make these changes together… 
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ANNEX 2: QUESTIONNAIRE FORMATS 

Questionnaire PETE for youth workers 

1. In what country do you live?  

- England 

- France 

- Ireland 

- Belgium 

 

2. By what organisation are you asked to fill in this questionnaire?  

- Strood Community Project 

- Ballymun Job Centre 

- Medway Youth Trust 

- Réussir Ensemble 

- Centre Social Eclaté 

- Mentor 

 

3. What activities does your organisations provide to meet employment needs of young people?  

 

4. What are your lessons learned in youth work until now:  

a. what are success factors in guiding young people? 

b. what are pitfalls in guiding young people?  

 

5. What are the tools you use to improve employability of young people?  

 

6. Do you have any ideas of what methods/tools could be developed that would be effective to improve 

employability of young people?  

 

7. What are the skills required for youth professionals?  

 

8. a. What organisations should be involved in working on improving young people’s employability?  

b. What are the required relationships between the various organisations?  

c.  (How) do employers need to be involved in the process of guiding young people towards work?  

 

9. Do young people and employers have a say in how your services are shaped and what is provided?  

Yes/no 

a. If it does currently happen how and when does this happen?  

b. If it does not currently happen, why not? What are the perceived barriers?  

 

10. Why do we still have a lot of NEET youngsters according to you? What is (not) happening?  
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11. In an ideal world what would be the best way to support young people into employment?  

 

Questionnaire PETE for employers 

1. In what country do you live?  

- England 

- France 

- Ireland 

- Belgium 

 

2. By what organisation are you asked to fill in this questionnaire?  

- Strood Community Project 

- Ballymun Job Centre 

- Medway Youth Trust 

- Réussir Ensemble 

- Centre Social Eclaté 

- Mentor 

 

3. To what sector does your organisation belong?  

 

4. How many FTE employees does your organisation have?  

 

5. How many young employees (-24 years old) are currently working in your organisation?  

 

6. A. If you have experience in employing young people: What works well in your employment of young 

people?  

B. What are the challenges of recruiting young people according to you?  

C. If you have no experience in hiring young people: why is that? 

D. Do you offer any specific support or training to young people when they join your workforce? If 

so, what specific support do you offer?  

 

7. Which are the three most important factors for you in deciding to employ a young person? 

 

8. A. What is the skill gap you may encounter with young people?   

B. How do you think the skills gap could be best addressed?  

C. How well do you think schools, colleges and universities help prepare young people for work?  

 

9. What are methods/tools that can be used to improve employability of young people?  

 

10. a. What organisations should be involved in working on improving young people’s employability?  

b. Do you think businesses should be involved in supporting young people become employable? If yes, 

how?  

 
11. As an employer, what support do you think could be useful from youth professionals/employability 

support workers for businesses to successfully employ young people?  
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Questionnaire PETE for young people 

1. In what country do you live?  

- England 

- France 

- Ireland 

- Belgium 

 

2. How old are you?  

 

3. By what organisation are you asked to fill in this questionnaire?  

- Strood Community Project 

- Ballymun Job Centre 

- Medway Youth Trust 

- Réussir Ensemble 

- Centre Social Eclaté 

- Mentor 

 

4. Wat kind of help did you receive until now from organisations supporting your journey towards 

employment?  

a.  What aspects of this support to help you find a job do you find most useful?  

b.  What aspects of this support do you think are less useful?   

c. What bad experiences of employability support did you encounter? And what made it bad 

experiences?  

 

5. What kind of help did you receive until now from organisations in general?  

a.    What aspects of this support you received have you found most useful?  

b.    What support has not been useful?  

 

6. If you didn’t receive help until now, why is that?  

 

7.  Ideally, what kind of help would you get to help you access work?   

 

8. How many times you think is ideal for having guidance meetings towards work?  

- Several times a week 

- Once a week 

- Twice a month 

- Once a month 

 

9. What does a successful young person look like according to you?  

a. What kind of traits, skills, experiences, etc. do successful young people have according to 

you?  

b. What helps a young person achieve his goals according to you? 

c. What hinders a young person to achieving his goals?  

d. What helps a young person to access education and the job market?   

e. Do all young people have equal access to this?  
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ANNEX 3: EXAMPLE OF ANALYSIS WORKING DOCUMENT (QUESTIONNAIRES 

EMPLOYERS) 

 

PERSONAL CHARACTERISTICS WORK EXPERIENCE

dec: the drive of the 

young person

E understanding 

roles, rules and 

responsibilities

E (dec) (good) time keeping II lack of knowing how to 

behave (shyness)

F (dec) 

desire/willingness/commitment 

to learn

FF

IEI

E

dec: punctuality F (dec) motivation EEF

FFF

FFF

FFE

F

ideal: work 

experience (in 

different jobs)

IIE

EEE

EFF

F

dec: driving 

license

F mobility F

dec: attractiveness F they lack the 

basic knowledge 

of a working 

environment

I dec: can they arrive on time? E lack of versatility F (ideal/dec) enthusiasm EE

F 

(dec) dynamism 

of the young 

person

FF (dec) right attitude IEEE

EE

dec: the personal situation of the young 

person: family, housing situation, 

health

F

dec: personality I lack of 

knowledge 

about the world 

of work

E life skills EE

EE

lack of knowhow F dec: confidence EE some students 

are very 

arrogant and 

think they have 

a right to get a 

job

I (dec) adaptability FFF implications F

dec: character E lack of 

understanding

I ideal/dec: (good) 

communication skills

IIE

EE

E

lack of literacy E

F

E

E

dec: willingness to work E dec/chall: 

reliability of the 

young person

EF dec: initiative FF

dec: centres of 

interest of the 

young person

F their CV's do not match their 

abilities. If you have a GCSE 

grade C or above in English or 

Maths, then I would expect 

you to complete level 2 tests 

in these subjects and score 

well. In my experience this is 

not this case as candidates 

can't complete simple sums or 

correct grammatical errors

E a big problem of writing 

(grammar, spelling)

F dec: ambition I lack of 

autonomy

F not working hard E

ideal: social/interpersonal 

skills

IIE lack of numeracy E

E

E

E

(dec/chall) maturaty EF lack of 

curiousness

F lack of preparedness 

to work for a living

E

lack of technical skills I dec: loyalty F dec: seriousness FF

dec: can they talk to people 

with confidence and respect?

E chall: certain young 

people are not adapted 

at the rhythm of a 

company: cadence, 

schedules, teamwork

F dec: team spirit F dec: a strong 

work ethic

E laxness F

dec: ability to get along with 

people

E lack of financial 

awareness

E (dec) respect FF (ideal) courage FF ideal: perseverance F ideal: really the most significant is a 

societal reorientation so that parents 

are passing the right message to their 

children which in turn requires a society 

prepared to train its own workforce and 

thereby create the right environment 

for progression

E

ideal: participation at programmes of 

vocational training

F ideal empl sup: training which really 

corresponds to the world of work

F ideal empl sup: specific modular 

trainings

F inv org: training centres (of 

apprenticeships)

FFF ideal: further training programmes I learning based 

around the work 

place 

environment, 

rules and 

responsibilities.

E ideal: courses and 

programmes to take young 

people out of their comfort 

zone, focused on building self-

reliance and inter-reliance. 

Develop social skills 

E youngsters  ending up 

in trainings not been 

selected for, we go 

easily into trainings, not 

having the right skills 

for

F work placements should 

be made compulsory for 

most, if not all courses

E

ideal: more technical IT training in school I ideal: less over-nurture and more 

empowerment in education and training, 

more inter-reliant and self-reliant based 

training activities

E ideal: provide personal 

development training in schools

E the severe lack of life skills 

training and poor translation 

to key skills outcomes is 

severe in an increasing 

percentage of 16-24 year olds

E young people are left 

too long in the 

incubator. Youth 

professionals and 

training providers are 

the bridge of 

transformation, linking 

and working with 

schools and universities 

to build resilience and 

life skills in young 

people, enabling real 

life experience away 

from superficial 

influences and negative 

learnt behaviours of 

pubescent life in turn 

raising self esteem for 

their future hopes and 

dreams of our younger 

generation

E

(ideal)(org inv): education(alists)/schools IEFE

EEE

FFF 

ideal: STEM support to the curriculum E ideal: professional interventions at 

school

F ideal: practical education I sc: school should train young 

people in job interviews, with 

better vocational guidance. 

Whilde we are looking in 

Boulogne for more than 10 CDI 

(permanent contract, learning 

resources center) in the job of 

carrossier, the vocational 

training centre has just closed 

and been relocated 100 km 

further

F ideal: more 

experience 

during school 

program

F sc/ideal: education of the parents 

(addressing the issue at source). 

Regrettably, I think the issue is deeper 

than a 'workshop' or 'training 

programme' as it is initially a parents 

responsibility to set the standerd of 

their children and where the parents 

have little or no interest in their child's 

development or have a low expectation 

then nothing will change. If parents are 

second of third generation unemployed 

are we being realistic when we expect 

something different from their 

children?

E ideal: work experience at 

school should be part of 

the curriculum

E ideal: change the 

educational system

F I have met some very 

dump people with a 

Masters. Degree level 

is the new Leaving 

Cert.

I

sc: school does not prepare the young 

people for work (it rather makes them open-

minded)

FFF sc: If you can leave school with a GCSE in 

English and cannot puntuate a sentence or 

correct spelling then I am worried. 

E sc: school only values 'general' 

sectors and studying superior

F sc: schools etc should put more 

into career development and 

explain the numerous options 

open to them. I do believe that 

education is important, but I was 

lost leaving school and I am now 

the Operations Manager for 2 

companies, I started from the 

factory floor and worked up

I ideal: better education E ideal: better instruction at school E ideal: better key skills 

education

E sc: the emphasis on 

academic output 

overlooks interpersonal 

skills

I sc: how well young people are prepared 

for work by school/colleges and 

universities varies according to the 

establishment and probably most 

significantly according to the level of 

advantage or deprivation in the area

E sc: some schools are 

doing a great job and yet 

others are not even 

scratching the surface. 

Review educational 

standards so every 

student goes through a 

similar preparation 

process

EE sc: the degree could 

be over 2 years or 

there should be a 

requirement for the 

young person to take 

on a trainee role in a 

business related to 

their degree on 

those days not in 

university

E sc: I wonder as to why 

it takes 3 years to 

complete a degree 

when the young person 

is only attending 3 days 

a week. I completed 

mine in 18 months via 

distance learning 

because I had the 

desire to do it.

E

sc: the main focus in school is on exam 

points/college, but not all school children 

will achieve the necessary points to 

continue to third level

I inv org: colleges (vocational and others) E inv org: universities F sc: it should be explained to 

children that there is a life beyond 

school and that the points race 

that exists for entry to college is 

not the only option open to them, 

you can become successful and 

happy in a working environment 

without degrees

I

ideal: projects developed by students for a 

company

F ideal: schools should start working more 

closely with employers and not worry abouth 

their retention at KS5. Changes will need to 

be made around the school progression plan. 

School targets are ruthless and complicit to 

attainment frameworks, thsi needs to change 

and focus on achievement and include 

vocational capabilities. 95% of Teach First 

Graduates at a consultation forum agreed 

'achievement and not attainment should be 

the focus of education'

E ideal sc: being more professional;, 

meeting more the expectations of 

companies

F ideal: true partnerships between 

schools and enterprises

F sc: company internships, learning and 

professionalisation

F inv org: businesses in developing 

training programmes

E ideal/empl sup: 

(develop more) 

alternation 

(trainings)/ 

company 

apprenticeship/i

nternship, 

'jumping in' a 

company - to be 

real projects for 

the learner so 

that he feels 

invested in

FFE

EFF

FFF

FFF

FFF

F

sc: colleges do their best but a lot of the 

time there is very little practical work on 

courses (IT is very broad now so the course 

may not be relevant to the working world)

I sc: school is not at the heart yet of the 

difficulties met by companies

F ideal: 

volunteering

E

empl sup: HR department I ideal empl sup: tolerance F meticulous selection criteria and a 

long trial period

E flexible work E generation's contract' F dec: job description I chall: find those 

interested in 

industry

E careful selection of those with 

the right attributes

E dec: academic 

capablility

E dec: the will to do the maximum 

for the company

F dec: do they 

want to do this 

job or is it any 

job?

E dec: culture fit I ideal empl sup: 

preparing them 

for the work 

place by offering 

work 

(experience) 

placement 

(opportunities)

EEE dec: diploma of 

the young 

person

F dec: their location to company address I inv org: URSSAF for the 

reducation in taxes when 

recruiting young people

F ideal: trials of 3-4 

weeks within the 

workplace of 

prospective 

employers before 

having to make an 

offer of 

apprenticeship or 

employment

E ideal: obligation for the 

companies to recruit 

young people by 

offering exemptions of 

taxes

F

choice in recruitments (amount of 

candidates)

FF dec: job specifications I ideal empl sup: 

showing them 

what is expected 

of them, 

learning by 

example

E chall: finding those with the 

correct qualifications and skills

E chall: finding some who are ready 

to 'hit the ground running', with 

attitude

E dec: they must 

share the 

passion of our 

organisation

E chall: finding those 

with the correct 

attitude

E dec: the fact that 

we can train 

them without 

bad habits taken 

somewhere else

F ideal: recruiting more 

young people, by 

obliging companies to 

recruit young people in 

their staff, as in France 

for the disabled workers

F ideal: incentives for 

employers to take 

young people into 

the work force

I

chall: finding young people who will 

become the future employees of the 

company

F chall: we normally recruit at a minimum wage 

entry level

I ideal: I think that 

the young 

people really 

have to 

understand what 

employers 

expect in the 

real world

E chall: finding some with basic 

employability skills

E chall: in IT the challenge 

is finding young 

candidates who 

understand Microsoft 

technologies at a basic 

level

I chall: finding those prepared to 

work hard

E chall: finding a 

young person 

who wants to 

work and learn

I lack of preparedness 

to contribute to the 

business

E ideal: longer trial periods F ideal: to create a 

public service of 

'guardians', 

supporting 

companies for free 

in the guidance of 

young people in the 

first months of their 

employment

F

chall: recruiting motivated young 

people

I chall: finding 

people with the 

right attitude

E careful selection of 

those with the 

willingness to work

E the possible state 

funding when a company 

hires a young person

F ideal: reduction of 

taxes for the 

employment of 

young people

F

ideal: on site visit to companies I empl sup: regular (team) review meetings EE empl sup: regular appraisals E empl sup: social events are organised 2 

or 3 times a year

E dynamism of the company F ideal: 

deverloping 

more learning by 

'open 

companies' to 

the young 

people: open 

doors, 

participation in 

forums of 

employment,…

F empl sup: manual handling 

training

I empl sup: accredited 

BTECs and NGB quals

E ideal empl sup: in our company, 

professionalism of the tutor is 

essential. By motivating the 

young employee on a daily basis, 

by encouraging him when 

needed and by avoiding letting 

him do useless things, the 

employee can gain confidence in 

himself and his capabilities. In 

our company we speak of a lack 

of confidence instead of a lack of 

skills

F not everyone knows 

the job when they 

sign the contract. 

They cannot conduct 

the tasks on their 

own. But, thanks to 

the system of tutors, 

some of them do 

learn it fast. Others 

never do, that's 

partly due to 

motivation

F ideal empl sup: 

facilitate work 

experience

I empl sup: 

helping with 

the financing 

for a driving 

license

F ideal: funding of 

employers

E ideal: exemptions 

from employer's 

social security 

contributions for the 

employment of a 

young person 

without training, 

aged under 26 years

F

ideal empl sup: the tutoring by an 

experimented employee of the young 

person entering the company, to develop 

more the evaluations of the young person in 

the middle of the work with a 'guardian' paid 

and used by several employers together

F feedback I empl sup: supervision E ideal empl sup: monitoring F empl sup/ideal: mentoring/tutoring 

systems, accompaniment of the 

youngster

IIIE

FFF

FFF

FFF

E

lack of 

information 

about the 

industry

E empl sup: fork lift training I empl sup: customer 

service training

E dec: can they get out 

of bed without me 

phoning them?

E state funding F ideal: specific 

contracts with 

mutual 

commitments for 

young person and 

enterprise

F

chall: register young people in a project for a 

duration

F chall: accompaniment F ideal empl sup: sharing the story, 

creating opportunities for successful 

employees to champion and mentor

E ideal sup: evaluation at the 

workplace

F chall: transfer of 

knowledge

F chall: motivate them E we have little 

capacity to manage 

people who are not 

prepared to work 

hard

E ideal: be financially 

supported in recruiting 

and training where skills 

are in deficit

I

empl sup: induction training programme E empl sup: everyone recieves health and 

safety training

E empl sup: the young people are 

obligedly trained in the company on 

hygiene, security

F empl sup: coverage of trainings F empl sup: continued training I ideal: modules of discovery F ideal empl sup: learn and pass on 

to young people the value of 

work

F ideal: taks advantages for 

employers who train 

young people

F ideal: when the 

young person is 

trained by a 

company, he should 

have the obligation 

to stay there at least 

5 year (exept in 

exeptional 

situations)

F

in-house training F empl sup: identical trainings for all F empl sup: job specific training E empl sup: training in a number of 

subjects offered by our business

E empl sup: training given on IT systems I empl sup: a Microsoft academy I not everyone 

knows the job 

when they sign 

the contract. 

They cannot 

conduct the 

tasks on their 

own. But, thanks 

to the system of 

tutors, some of 

them do learn it 

fast. Others 

never do, that's 

partly due to 

intellectual 

capacity

F ideal empl sup: create 'our way to 

work' workshops, young people 

who have never worked don't 

understand the world of work.

E ideal: funds to the 

company with 

apprenticeship contracts

F

chall: obligation to train them while being 

salaried

F difficult to retain once they are trained E empl sup: full training package, but 

they are expected to be able to 

perform

E (empl sup/ideal) (better) training IEEF

FF

chall: you need to 

have a robust 

training structure as 

most don't have 

experience and need 

supervision

E ideal: training grants or 

free of charge courses to 

help smaller employers 

deal with the cost of 

training

I

ideal sup empl: I would like to develop a 

relationship with an organisation and when 

they ring me up asking if I will facilitate 

someone I know I can rely on their word and 

assessment of the young person

I inv org: essentially the Third Sector, Private 

Sector and the Public Sector need to get 

together and to build understanding, trust and 

collaborate on developing effective pathways 

to employement working with trainees, 

trainers and employers

E inv org: overseas multi-national: 

before being allowed set up in 

Ireland they should be made drop 

the entry level classification 

threshold for candidates and made 

promise to hire a certain amount of 

Irish and local candidates

I inv org: employers to 

communicate about the available 

work

F ideal: develop the knowledge of 

companies of the financial supports 

offered for the employment of a young 

person

F inv org: small and medium-sized 

enterprises

F ideal: ensuring 

that everyone 

has the right 

expectations in 

the matching of 

employers, jobs 

and young 

people

E

ideal: more involvement/closer links with 

employers/business (federations) with 

youth work and training centres

EEE

EFIE

FEE

EF

ideal: networking session (breakfasts) with 

employers, identifying mutually agreeable 

activity, good training/briefing

E inv org: labor unions F ideal: steering employers in the 

right direction so they know how 

to help young people

E ideal: streaming candidates towards 

those organisations which best match 

their skills and ambitions

E empl sup: a person supervises 

every young person on a daily 

basis, every young person has an 

identical guardian during 24 

months , a social worker helps 

the young people in the company 

in case of problems (housing, 

insurance, finaancial problems, 

diseases)

F

ideal: facilitate integration F ideal: good carreer guidance I ideal: projects like this E jobbridge program or jobplus 

incentives allow the company 

access to potential employees at 

no cost to the company

I inv org: young 

people

F clear 

expectations

E ideal: experience in working 

outside their comfort zone, in 

new and challenging 

environments

E ideal: soft skills training E keeping them engaged E encouragement I ideal: put the 

youngsters at 

the heart of the 

reality, of the 

life at work and 

not what we can 

let them believe

F ideal: get involved in communicaties 

more and meet the real people

I

give them false 

information

F ideal: stressing that being able 

to read and write well, will 

give them more work 

opportunities

F ideal: aptitude and 

skills analysis

I providing them with discipline 

and motivation

E inv org: parents F

inv org: youth clubs I inv org: youth reach programmes I inv org: career guidance E inv org: all organisations can 

contribute in one form or the 

other

EE inv org: associations F inv org: Local Mission FF inv org: 

government/state

EIF

inv org: employment agency FF inv org: department of education FF inv org: Princess Trust, Connexions, 

Business Innovation Zone, Nacro

E inv org: job centres E inv org: everyone that's willing! E inv org: municipalities and 

association of local authorities

F inv org: government in 

providing the funding 

and recalibrating our 

social security culture

E

ideal: civic services being 

made compulsory to let 

young people learn the 

value of work and the 

community

F
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