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I.  Executive Summary 
 

The YOPEVA Innovation Book is thought as a methodological approach and a guideline for 
organizations interested in offering supported employment services for youngsters belonging 
to vulnerable groups. It is designed to provide information about implementing YOPEVA 
model structures and supported employment services for the young people targeted 7 
organizations in 6 countries: 

1. Fundacion ESPLAI, (consortium Leader), Spain,  
2. Business Development Friedland (BDF), Netherlands,  
3. Vuxenutbildningen Borås, Sweden,  
4. ACDC, Romania,  
5. CESIE, Italy,  
6. Fundação da Juventude (FJ), Portugal,  
7. AINSR - University of Barcelona.  

 
Based on the YOPEVA consortium previous experience in youth supported employment 
services and apprenticeship we designed a methodology and practical guidelines that will help 
partners to scale up the model successfully in 6 European countries. The methodology 
combines conceptual and practical approaches to help offering employment services for 
youngsters, integrating transversal skills training, work-based training and supported 
employment. 
 
The YOPEVA methodology proposes a flexible model to be adapted to individual situation of 
partner countries, building on European experiences and good practices, and taking into 
consideration the heterogeneity in terms of the characteristics of the social groups affected: 
women versus man, urban versus rural. 
 
This methodology provides guidelines to: 
 NEETs selections and recruitment, criteria, effective assessment of motivation and 

profile of participants, tools including on-line registration platform  
 NEETs assessment of skills and action plan for career planning  
 Preparing a Soft skills training based on employers and stakeholders survey in each 

country.  
 Implement a combined transversal skills training and work-based/apprenticeship 

program in a private company, ensuring a flexible schedule centered on each person 
needs 

 Support in job finding and approaching potential employers for apprenticeship and 
internship including CV writing  

 Provide on-the job support during apprenticeship stage 
 Work with employers and other agencies to continuously support youth integration on 

the labor market  
 Monitoring, evaluation and feedback, which will feed into improving the design and 

implementation in place.  
 
It is important to note that the model will be adapted to each country NEETs profiles, labor 
market needs in the context of different existing policy frameworks. 
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II Introduction 
 
In Europe less than one third of the EU-27 population was under the age of 30 as of 1 January 
2020, and young people aged 15-29 years accounted for 17 %. At the end of 2020, nearly 
725.000 more young people aged 15-29 were not in employment, education or training 
(NEETs) across the EU-27.   
 
Youth is one of the groups more affected by the wide-reaching labour market and social 
impacts of the COVID-19 crisis than other age groups, due to a pandemic-specific combination 
of labour market challenges. Young people were particularly hit by the reduction in working 
hours and the increase in inactivity. A specific feature of the current crisis across all age groups 
is that unemployment numbers reflect only a small proportion of the jobs lost. Employment 
losses in 2020 translated mainly into rising inactivity rather than unemployment.1  
 
There are many reasons that explain European Union’s concern with taking action on increasing 
youth employment: the youth unemployment rate is more than double compared to the adult 
one (17 % against 6.7% in October 2021); more than one in five young Europeans on the labor 
market cannot find  a job; even when young people do work, their jobs tend to be less stable 
and less paid; early leavers from education and training are a high-risk group; resignation rate 
tends also to be increased among  this group. 
 
The EU strategy aims at an employment rate of 75 % for those of working age (20–64) and to 
bring at least 20 million people out of risk of poverty and social exclusion. These bold 
objectives call for the improvement of support measures and of the transition pathways of 
young people to the labour market. Most Member States are dealing with growing challenges 
in absorption and integration of young people into education systems and labour markets. 
Youth from vulnerable groups are particularly disadvantaged. 
 
This project proposes a model of intervention to assist the employment of young people, using 
a multidimensional approach, by placing the individual at the centre of a social frame 
involving different agents. 

 
 
 
 
 
 
 
 
 

 
 
The Innovation Book is thought as a methodological approach and a guideline for 

                                                 
1 Konle-Seidl, R., Picarella, F., 2021, Youth in Europe: Effects of COVID-19 on their economic and social situation 
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https://www.europarl.europa.eu/RegData/etudes/STUD/2021/662942/IPOL_STU(2021)662942_EN.pdf
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organizations interested in offering supported employment services for youngsters belonging 
to vulnerable groups. It is designed to provide information about implementing YOPEVA 
model structures and supported employment services for the young people targeted 7 
organizations in 6 countries (FundESPLAI, (consortium Leader), Spain, Business Development 
Friedland (BDF), Netherlands, Vuxenutbildningen Borås, Sweden, ACDC, Romania, CESIE, Italy,  
Fundação da Juventude (FJ), Portugal, AINSR - University of Barcelona (UB), Spain. (Annex 1). 
 
A first step in the process of defining the methodological approach for the YOPEVA Innovation 
Book was to learn about the existing ‘Jove Valor’ methodology, to analyse its applicability in 
Spain, to evaluate other existing good practices in the partners countries and to come up with 
potential European model to be adapted to different settings and contexts, incorporating 
validated methodological elements from the partners’ experiences and knowledge.  
 
‘Jove Valor’ is an innovative program, inspired by the success of a project born in Brazil more 
than 20 years ago, led by Fundaçao Pro-Cerrado, ‘Pro-Apprentice Net’. The Jovem Cidadão 
program has benefited 50.000 youngsters since then, with the collaboration of local 
governments and more than a thousand of public and private enterprises.  Concerned about 
high youth unemployment rates and the load of young people with unstable jobs and who are 
not currently studying, FundacionEsplai set out the project ‘Jove Valor’ responding to these 
youngsters’ needs, their initial situations and expectations, and also to the necessities of the 
companies and the professional world on the whole. 
 
‘Jove Valor’ is a social and labor inclusion project targeted to youngsters, aged between 18 
and 29, in a situation of vulnerability, through which they discover and improve their talent 
and skills by means of the empowerment and enhancement of their capacities.  During ‘Jove 
Valor’ project implementation boys and girls are offered a paid contract for a period between 
six months and a year, in which a training work process is combined with professional 
experience, work-based training at a host company. 
 
The methodological approach includes involvement and co-responsibility of all agents: 
companies, administration, Fundacion ESPLAI. 
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The “Jove Valor” Model main elements included: 
• Initial Training: Skill cantered diagnosis 
• Part-time employment contract for 6-12 months 
• Professional and skill focused training 
• Professional experience: enterprise stay 
• Accompaniment and employment guidance 

 
THE KEY ELEMENT  OF THE PROJECT : work contract for 6-12 months in which a training work process 
is combined with a professional experience  in a host company, where they learn to 
develop under an organizational culture, work routines and a real working environment. 
 
Project Schedule:  

Creation of the youth groups Agreement with councils and companies 2 months 
Professional and skill focused training  

Paid contract 
from 6 to 12 
months  
 

Professional experiences development work-based training in an 
enterprise 
Work insertion or return to the education system 

 
Weekly program 

 Monday Tuesday Wednesday Thursday  Friday 
Morning  Professional 

experience: 
enterprise 
stay 
 

Professional 
experience: 
enterprise 
stay 
 

English or ICT 
training 

Professional 
experience: 
enterprise 
stay 
 

Professional 
experience: 
enterprise 
stay 
 

Afternoon  Guidance/ 
tutorial  
+ social and 
cultural 
activities 

Guidance/ 
tutorial 
+ social and 
cultural 
activities 

Transversal 
skills 

Guidance/ 
tutorial 
+ social and 
cultural 
activities 

Guidance/ 
tutorial  
+ social and 
cultural 
activities 

 
During 2017-2018 a pilot edition of the project was conducted, which was evaluated by a 
research team of the University of Barcelona. 
The results confirm that the project: 

• Has offered youngsters openness to a new reality 
• A remarkable shift in their lives, as the majority of them has found a job (65%) 
• Those who are unemployed have wanted to return to school 
• Have developed a great personal and skill growth 

 
One of the strengths of the project is the accompaniment that mentors carry out throughout 
the process. 
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III Not in Education Employment or Training - NEET 
 
EU labour markets are increasingly described as being precarious, with a higher proportion of 
the workforce working on temporary, part-time or casual (so-called zero-hours) contracts; 
many of these workers are relatively young people.  People who strive to move from 
education or training into the world of work are often particularly vulnerable, as they may be 
the first to exit and the last to enter the labour market, as they compete with other job-seekers 
who have more experience. 
 
The persistently high share of young people who are neither in employment nor in education 
or training (NEET) in the EU may mean that employers recruiting in EU labor markets have a 
wide choice of potential candidates, although the high share may reflect labor market 
mismatches, for example geographically or in terms of skills. Some employers criticize the lack 
of basic skills (poor levels of numeracy and literacy) with which some young people leave the 
education system, as well as their under-developed life skills (communication and 
presentational skills, ability to work in a team, problem-solving skills), or their lack of work 
experience and knowledge in relation to their chosen profession. 
 
With a surplus of labor, employers may prefer to recruit young people who have completed a 
tertiary level of education or an apprenticeship. As such, young people with few or no 
qualifications may struggle to enter the labor market and may be ‘locked out’ of work or 
increasingly find themselves stuck in a cycle of low pay with little opportunity for progression. 
This was particularly the case during the financial and economic crisis, when tertiary graduates 
also faced difficulties in finding a job, and may have taken jobs for which they were over-
qualified in order to get into the labor market. Similar behavior might be triggered by the 
economic downturn related to the COVID-19 pandemic. 
 
Although policymakers have sought to address particular groups of young people such as 
unemployed youth, early leavers from education and training, or young people whose 
qualifications do not meet labor market needs, a high number of young people remain in the 
EU who are neither in employment nor in education or training: NEETs. 
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 NEETs in Europe – an overview 
 
 

 
 

In recent decades, young people have been more vulnerable than other age groups to 
economic crises. During the 2007–2013 economic crisis, the youth unemployment rate and 
the rate of young people not in employment, education or training (NEET) increased to historic 
levels; this crisis had a long-term negative impact on their prospects. When the COVID-19 
pandemic hit in 2020, it represented a different type of crisis for young people: ‘artificial 
restrictions’ on economic activity (the closure of shops and restaurants, for example) 
particularly affected sectors that employ a large proportion of young people with insecure 
contracts. Restrictions on social activities had effects on young people’s social development 
and participation, while the closure of educational institutions hampered their opportunities 
to accumulate skills and human capital.2 

 
 

                                                 
2 Eurofound (2021), Impact of COVID-19 on young people in the EU, Publications Office of the European Union, 
Luxembourg. 
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NEETs: analysis by sex and age 
 

According to Eurostat data3, in 2020 there were almost 14 million young adults aged 20–34 
who were neither in employment nor in education and training and there are important 
differences across European’s countries as to the size of the NEETs population. 

As shown in the graph below there is also a considerable difference between the sexes in 
relation to the proportion of young adults who were neither in employment nor in education 
and training. 

 

Young women are more likely to be neither in employment nor in education and training 

                             
 
In 2020 a higher proportion of young female NEETs in the EU (aged 20–34), were outside the 
labor force (not actively seeking work) compared with young male NEETs of the same age, 
who were roughly equally unemployed or outside the labor force.   
 
This gender difference may be attributed, in part, to family structures, as a higher proportion 
of young women (than young men) may spend time caring for children and/or other family 
members. 

                                                 
3 Eurostat 2021 Statistics on young people neither in employment nor in education or training 
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NEETs: analysis by degree of urbanisation 
 

 
 
 

In 2020, the share of young people (aged 20–34) in the EU who were NEETs was lowest in 
cities (16.0 %) and about the same level in small towns and suburbs (18.9 %) and rural areas 
(18.8 %). The pattern of lowest NEET rates in cities (as compared with rural areas and small 
towns and suburbs) was repeated in 16 EU Member States. Among these, the biggest 
differences in rates between cities and rural areas were recorded in Greece and Romania, 
where the gap was around 15.5 percentage points, rising to 20.7 points in Bulgaria. 

Following this situation, at national level, governments recognised the disproportionate 
impact that the COVID 19 crisis has had on young people and introduced measures aimed at 
keeping them in education, providing apprenticeships and increasing access to social 
protection. 

In this particular context the YOPEVA project proposes a flexible model to be adapted to 
individual situation of partner countries, building on European experiences and good 
practices, and taking into consideration the heterogeneity in terms of the characteristics of 
the social groups affected: women versus man, urban versus rural. We established a country 
NEETs profile including NEETs particularities in each participant country according to the 
research conducted by Eurofound in 2020 (see Annex 2). 
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IV. Implementing YOPEVA Model - a step by step guide 
 

In order to design an appropriate methodologic approach for implementing YOPEVA 
model we looked at the youth employment policies and apprenticeship practices in 
each country. The data collected is available in Annex 3. We also considered a SWOT 
analysis that would indicate limitations but also opportunities for implementing the 
model at European level. (see Annex 4). 
 
Objectives and short Summary  
 
Based on YOPEVA consortium previous experience in youth supported employment 
services and apprenticeship we designed a methodology and practical guidelines that 
will help partners to scale up the model successfully in 6 European countries. 
The model’s implementation will be adapted to each country NEETs profiles, labor 
market needs in the context of different existing policy frameworks, as shown in Annex 
2, Annex 3 and Annex 4. 
 
The YOPEVA methodology combines conceptual and practical approaches to help 
offering employment services for youngsters, integrating transversal skills training, 
work-based training and supported employment. 
 
The methodology provides guidelines to: 

• NEETs selections and recruitment, criteria, effective assessment of 
motivation and profile of participants, tools including on-line registration 
platform  

•  NEETs assessment of skills and action plan for career planning  
•  Prepare a Soft skills training based on employers and stakeholders survey in 

each country.  
• Combine transversal skills training and work-based/apprenticeship program 

in a private company, ensuring a flexible schedule centered on each person 
needs 

• Support in job finding and approaching potential employers for 
apprenticeship and internship including CV writing  

• Provide on-the job support during apprenticeship stage 
• Work with employers and other agencies to continuously support youth 

integration on the labor market  
• Monitoring, evaluation and feedback, which will feed into improving the design 

and implementation in place.  
 
 
In order to better support the process, we prepared a Toolkit that include templates and forms 
structuring various information needed: 

- NEETs Registration form - Annex 5.1 
- Initial evaluation form - Annex 5.2 
- Employers survey - Annex 5.3 
- Soft skills and competencies evaluation 5.4 
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4.1 NEETs work-based training and supported employment 
 
Due to the particularities of our target group - lack or insufficient work experience and a less 
clear vocational path - a mixture of vocational training (work-based/apprenticeship) and 
supported employment is needed. Work-based training capitalizes on existing motivation and 
lowers the chances of drop-out. Apprenticeship programs are needed to support the existing 
career goals that are unmet due to lack of competences. Also, they provide a smooth 
transition from unemployment to a structured activity, adjust expectations and prepare the 
youngster for future employment on existing labour market. Both soft skills and practical skills 
that are needed to maintain job and obtain success are trained during the apprenticeship 
program.  
 
According to the “YOPEVA phase II” evaluation report, made available by the University of 
Barcelona4, it was identified what most motivated young people to sign up for the work-based 
program, which was: 

• The economic incentives. 
• The combination of training and work within the same program. 
• The fact of having a labour contract. 
• The flexibility of the learning process. 
• The proximity to the place where the training was provided 
 

Constructive feedback received from youngsters that have followed the program include: 
 

• Keep a balance in the number of hours dedicated to training and work, and that this 
takes into account the trips to these centres. 

• Relevance of the quality among the teaching staff in the program and their 
recruitment process. 

• Need to offer training that is focused on the needs of the labour market 
• Special attention should be paid to the potential beneficiaries of the program, and 

select those that could take most out of the program 
• Guarantee sufficient job positions in participating companies. There should be a 

wide array of companies participating in the program. 
• Adequate adjustment to the pace of work (times, schedule, rhythm, 

responsibilities…) and the work environment. 
 

All these findings have been incorporated in the YOPEVA model designed to be flexible enough 
so that the training services are person centred and adapted to individual needs, including a 
transversal skills training program combined with a professional experience in a host 
company, where young people learn to develop under an organizational culture, work 
routines and a real working environment.   
Based on Jove Valor project experience, YOPEVA model will recommend the following steps: 

                                                 
4 This report is part of the YOPEVA project’s Evaluation Plan. The data collection focused on the opinions 
of the students who are (or were) part of the “JaV “project, and took place during the months of 
November to December 2021 
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3. Monitoring and evaluation 

 
Evaluation 

 

2. Implementing of the work-based training 
• Combine transversal skills training and work-

based/apprenticeship program in a private company, ensuring a 
flexible schedule centered on each person needs 

• Job coaching – job adjustment, conflict mediation (by mentors/tutors) 
• Support services for employers – information, coaching 
• Employment and job placement 

 

 
 

1. Preparatory activities/ Initial assessment 
• NEETs recruitment 
• NEETs assessment of skills, profiling to create action plans 
• Sign agreements for internship contracts with councils and 

companies 
• On-line platform to support preparatory activities 
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4.1.1 Preparatory activities / Initial assessments  
 
 NEETs Recruitment  
 
Criteria for including NEETs in YOPEVA target group (recommended) 

 
Specific target groups, including vulnerable groups (if any): 

• Young people at risk of exclusion 
• Young people belonging to disadvantaged groups, such as marginalized ethnic groups 
• Young women  
• Unemployed young people 
• Young people in rural areas 

 
Age: 18 to 29 years 
 
All criteria listed above will be subject of discussions within each country implementation 
team. Based on each country NEETs profile and policy framework (Annex 2, Annex 3) each 
partner will define its own criteria for including NEETs in the target group.    
 
The process of recruitment will be carried out by each partner country that will involve 
specialised personnel. 
 
Profile of the staff and experts involved in YOPEVA (recommended) 

• Coordinator: 

This technical profile will have the function of coordinating the project team and focusing very 
clearly towards ensuring the achievement of the project objectives. 

Likewise, he/she will be part of the Project Monitoring Committee together with the person 
designated by each partner. 

University training in the social field and experience of more than two years working with the 
group to which the project is directed. 

•  Tutor / Advisor/ career counselor: 

He/she actively participates in the planned actions of recruitment and selection of young 
participants in the program and coordinates with the coordinator and the prospector in the 
performance of these tasks and in the connection with the work with the companies. 

He/she carries out the actions of individualized advice and professional orientation of the 
young participants. Likewise, it gives the labor information and does the accompaniment in 
the search for employment and in the labor insertion. Each tutor will be in charge of a single 
group of 15/20 people during the different phases of the program. 

Each tutor will define together with the young person the work plan defined at the beginning 
of the project, which will include the actions that will have to be done to complete the process 
successfully. These actions will include the tutoring plan, the training plan, the personal brand 
improvement plan and the insertion plan. 
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The tutor will also accompany the young person during their work experience and will be the 
reference person for the company. 

University training in the social field and two years of experience working with the group to 
which the project is directed. Or related training and more than 3 years of experience in 
training processes and labor intervention with the group to which the project is directed. 

• Prospector/recruiter: 

The main function of this profile is to coordinate the work with the companies already linked 
and to detect and incorporate new companies into the program. It will determine the needs 
of profiles and the necessary competences and skills of these profiles, coordinating this work 
with the tutor, coordinator and trainers. It will preferably act as a contact interface between 
the program and the companies. 

Together with the tutor, he will monitor the professional experience of the young person in 
the company and will ensure compliance with the agreements made. 

•   Trainers (technical and transversal) 

There are two types of trainers: 

a. Technical trainer. They will be the trainers who will develop most of the vocational 
training and therefore, the reference person of the training for the group of young 
people. Their main responsibility is to get young people to acquire the knowledge 
and the programmed competences and skills. An important element is their 
participation in the definition of training plans. 

It is essential to have experience in training with the group to which the project is 
directed.   

b. Trainers specialized in the workplace. It will be the person in charge of carrying out 
the sessions of the module of approach to the world of work and therefore, it will be 
a specialist training in this subject. 

It is usually staff of the HR department of the social entity. 

 
Recruitment steps: 
 
1. Reach out NEETs 

• disseminate information about the supported employment services through publicity 
leaflets 

• attending/hosting information events with key stakeholders to ensure the program 
visibility in the community; include relevant actors in the community in the 
recruitment process; make explicit the advantages of supported employment and the 
program requirements. 
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Activity zones to address low level of registration of NEETs 
 
 
 
 
 
 

 
 
 

 
 
 
 
 
 
 
 
 
 
 
2. First contact – can be via email, Facebook or other popular social media, telephone or 

direct, face-to-face. At this level further information should be provided and the 
first interview with the young person should be scheduled, if he/she is eligible. Also, 
you should contact youth local entities and also local social services, or local 
employment services, because those can recruit concrete NEET from their 
organization, and if they come from some entity is easy for them to success in the 
project. That happens because there are 2 organisations following the youth and 
we can work together. Also, if there are some social issues, the help can be provided 
from those organizations. 

 
3.  Initial interview can be done by the training expert/mentor or by other team 

members. The interview should clarify the person motivation to work or be involved 
in an apprenticeship program and explore what work is like, preferred learning 
schedule.  

 
The selection of people who will participate in the program is very important as resulted from 
the Evaluation report of “Jove Valor” project implemented by Fundacion Esplai. The report was 
submitted by University of Barcelona and one conclusion was that an interview may not be 
enough to select the participants. The selection of candidates should be stricter in order to 
avoid some unmotivated people who do not contribute positively to the training dynamics and 
to the program. 
 
 
 
 
 

Activities to reach out 
NEETs 

Communication: 
Awareness raising campaigns and 

information on service offers, jobs and 
labour markets 

Multi-channelling: 
Easy access to digital 
services, and use of 
social media 

Low threshold 
One-stop-shops in easy-access 
spaces 

Collaboration: 
Building networks with education 

providers, youth (work) organisations, 
community organisations 
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NEETs initial assessment of skills and action plan for career planning  
 
The initial assessment of young people skills is based on the case study mentioned in 
YOPEVA R1.1 Jove Valor good practices: “Supporting Employment Platform through 
Apprenticeship Learning (SEPAL)”, carried out in Romania during 2019-2021. 
 
This vocational assessment is a person-centred process conducted by a professional 
staff (trainer, mentor, career councillor), that aims to assist the NEET in making 
informed choices about employment and career path and establish the support 
measures that are necessary for pursuing personal relevant goals includes the following 
information (included in Annex 5.2):  
 

• Job skills and experience 
• Job search and accessing employment  
• Work Motivation or aspiration 
• Grooming and dressing 
• Money management 
• Social skills, social engagement and appropriateness 
• Friendships and social support 

 
The information collected should be relevant to facilitate the discovery of the young 
person’s values, motivation, interests, work skills and attitudes, resources and support 
needed. 
 
At the end of the vocational assessment process, the YOPEVA employment experts’ 
team should be able to answer the following questions: 

• what is the NEET’s overall employment objective? 
• what kind of jobs and work environments are desired and realistic? 
• what potential challenges the NEET might encounter at the desired job 
• what support measures and strategies are required for the NEET to find, 

secure and maintain the desired job 
 
All the information collected is going to be used to create a personalised action plan, 
which needs to clearly state the long-term objectives (i.e. find employment) and the 
immediate objectives to achieve it. 
Each Action Plan includes 5 distinct categories that guide intervention and should be 
reviewed regularly. 
• What – What does the NEET want to achieve? i.e. experience different types of 

employment, complete a qualification. 
• How – How is the NEET going to achieve the goal? What actions/activities will 

he/she need to undertake? For example, conduct job search to identify different 
types of employment they would like to try. 

• Who – Who is responsible for carrying out the action? i.e. NEET, tutor, family 
member, other professional etc 

• When – Set realistic time frames to complete action/activity. In addition to setting 
a time frame for each action, a review date should also be agreed between the NEET 
and the tutors team. 
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The Action Plan should be simple and easy to understand for all parties involved. The 
job seeker must agree with the actions established by the Action Plan. NEET preferences 
are in the centre of the whole decision process, but the plan should be realistic in terms 
of timescale and the jobseeker's work competencies. 
Designing, implementing and evaluating the Action Plans for the NEETs involved in the 
program, need to be done in collaboration with key internal and external stakeholders all 
along the way. Focus groups, workshops and surveys can be used to get input, ideas and 
critique from the stakeholders.  
 
The Action Plan is also a useful tool for monitoring progress and achievements. Constant 
monitoring is required to make sure that the present approach contributes to progress 
in the desired direction and that potential threats or challenges are rapidly identified. 
 

Signed agreements for internship contracts with local councils and companies 
 
During the implementation WP1, YOPEVA Analysis of Good Practices, each partner has 
identified the key actors including the stakeholders to be involved when YOPEVA will 
be implemented in their region.  
 
The identified stakeholders’ profiles include: local authorities, private companies, 
education bodies (VET, Universities) and relevant partner NGOs. Therefore, it will be 
the responsibility of each partner to come up with a communication strategy in order 
to engage their stakeholders in identifying private companies or organizations that 
could offer internship/apprenticeship to young people. It is also important that they will 
commit their involvement by signing an agreement based on availability of offering a 
minimum wage or based on possible fiscal incentives if available in each country for 
hiring vulnerable groups. This is a critical aspect of the YOPEVA implementation process 
as was identified by major part of the partners. In the end,  signing the contracts with 
the local company in each country is the key success element of scaling up YOPEVA 
project. 
 
On-line platform to support preparatory activities 
 
To improve access to YOPEVA NEETs registration process we designed an on-line registration 
platform which access will be made available to all tutors selected by each partner. The link 
to the platform is: https://young.techelp-token.net/ 
 
The main information to be collected: 

• Training/Tutors‘ profile (name, organization, background, experience, specific 
skills) 

• Participant’s profile (name, contact data, social status, initial assessment of 
skills, motivation, education level) 

• Stakeholders’ profile (company name, industry, number of employees) 
 
A tutorial presenting the main elements of the platform and how to use it is available at 
https://youtu.be/QBk2Up2S0PQ 

https://young.techelp-token.net/
https://youtu.be/QBk2Up2S0PQ
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 See below the platform structure and steps to  to collect relevant data. 
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3.1.2 Implementation of the work-based training 

 
Based on the partners previews experience with employment services for young people we 
identified the need to design a combine transversal/soft skills training and work-
based/apprenticeship program in a private company, developing employment skills adapted 
to the labour market needs.  
 

                             
 
 

                                                                             
 

Initial soft skills training 
 

There are a lot of discussions about what are the most important 21 century skills 
nowadays.  New skills emerged in the meantime such as cognitive flexibility, emotional 
intelligence, service orientation or learnability (what is considered the most important 
skill to succeed in the future of work). It is also important to specify that soft skills are 
distinct from basic skills (i.e. literacy, numeracy, language, ICT) or hard skills ( i.e. 
computer programming, web design, typing, accounting, finance, writing, 
mathematics). 

A skill is an ability to perform an activity in a competent manner. Considering the actual 
end future labor market, one can say that the focus on the needed skills changes 
depending on the specific labor market branches. What to choose depends also on the 
target group we have to deal with. In our project we have different target groups: 

• Drop outs and early school leavers 
• Low-skilled women and migrants/refugees 
• Women in vulnerable positions 
• Roma 

 

We consider our skills as a set of non-technical skills and knowledge that underpin 
successful participation in work. They must be closely connected with ways of thinking 
(problem solving, creative thinking, etc.), ways of working (communication, 
collaboration, social skills, etc.) and ways of knowing (information and digital skills, etc.) 
So we suggest to choose these skills for the project and the training: 
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          Way of thinking: 
1. Creativity 
2. Critical thinking 
3. Problem Solving 
4. Self-regulation 

 
         Way of Working: 

5. Social and cultural skills 
6. Communication 
7. Collaboration 
8. Initiative 
9. Flexibility 

 
       Way of Learning 

10. Information skills 
11. Self-Learning 

 
 

 
 
 
According to “Jove Valor” training program evaluation report, made available by the 
University of Barcelona, some participants indicated the importance of offering training that 
actually focused on the needs defined by the labour market. The evaluation report has also 
looked at the fit between the training received and the job offered, which was considered a 
key success factor. 
 



 
 

22  

As we wanted to incorporate all Jove Valor lessons learned we proposed focusing the soft skills 
training to the needs of the employers /stakeholders in partner countries. For this purpose, 
we used a specific questionnaire/survey, which was sent to local employers (see Annex 5.4 
from the YOPEVA Toolkit). This way the Tutors will be able to adjust the training of soft skills/ 
transversal skills to the targeted employers’ needs.  
 
For preparing the YOPEVA soft skills training we sent the survey to the stakeholders and 
employers in each partner country asking them to rate the importance of soft skills in their 
company.  In the questionnaire we considered the following skills: ways of thinking (problem 
solving, creative thinking, etc.), ways of working (communication, collaboration, social skills, 
etc.) and ways of knowing (information and digital skills, etc.). The survey was carried out 
during October-November 2021. The results presented below will be used by trainers to adapt 
the training to the employment skills needs in each country. 
 
 
 

 
Importance of Soft Skills rated by employers/stakeholders in 6 countries 

as resulted from the YOPEVA employers survey during October-November 2021 
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Other skills identified by the employers & stakeholders in partner countries: 

• Procedural skills and to be methodical 
• Foreign Language skills 
• Passion and love for your job 
• In the programmes addressed to young people (similar of the target group Yopeva): 

Responsibility, autonomy, motivation towards learning and professional skills 
• Entrepreneurial mindset and patience 
• Procedural thinking, process-oriented mindset, details oriented. 
• Handcraft skills 
• responsibility, active interest, continuous desire to learn 
• Networking, self-management, leadership 
• English Language skills 
• The candidate should be highly motivated for self-growth, for learning and more 

importantly should be curious. Important to show initiative rather than simply 
executing each given task 

• Web Marketing Knowledge 
• Entrepreneurial mindset. Open and tolerant 
• Decision making 

 
According to the results obtained a recommended list of minimum soft skills that should be 
included in the training programs are: 

• Creativity 
• Problem solving 
• Critical thinking 
• Self-regulation/Self knowledge 
• Communication skills 
• Social and interpersonal skills 
• Collaboration/Teamwork 
• Flexibility/Adaptability 
• Self-learning 
• Information and digital skills 
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When delivering the training program, we strongly recommend partners to find training places 
that are as close as possible to the NEETs residence. One solution is to enrol them in smaller 
groups and direct them to proxies training locations (as lesson learned resulted from Jove 
Valor evaluation report prepared by University of Barcelona).  
 
Also, we recommend special emphasis on computer classes, which were especially well valued 
by some students in terms of their usefulness, as resulted from Jove Valor Evaluation report. 
 
 
Work based/ Apprenticeship training program 
 
Within YOPEVA project, NEETs can be included in a work-based/ apprenticeship program 
within private firms or public workplaces. 
 
An apprenticeship is a combination of on-the-job training in which workers learn the practical 
and theoretical aspects of a highly skilled occupation or trade from experts in the field.  
 
Apprenticeships can teach young people skills for a trade that is in high demand in the job 
market. This may make it easier for them to find a job.  
 
Apprenticeship programs provide the youngster with the opportunity to explore new ways of 
working, to identify ways of improving the present organizational practices. They also learn 
how to progress through their career and how to adjust in a work environment. Often an 
apprentice will have to learn and explore a range of social skills, problem solving skills and 
technical skills that other people lack. They learn to set their own boundaries and how to 
become self-sufficient and responsible. More importantly, they get to learn this their own 
way, through real life experience. 
 
Some apprenticeship programs can be developed within the private firms and subsidies are 
offered for both the apprentice and the employer through existing national programs.  
 
Money is a strong work incentive and motivation for NEETs to participate in the program; 
therefore, it is important to check if there are any fiscal opportunities that could encourage 
the development of apprenticeship programs and training of mentors working also in private 
firms. This is key element of the program and it is recommended to be addressed by signing 
the agreements with the identified companies in each partner country. 
 
Another element of motivation for NEETs to enrol in the apprenticeship program is the 
flexibility of learning program. Therefore, a combination of transversal and work-based 
flexible program is a motivating factor as resulted from the evaluation of “Jove Valor” project. 
The same report revealed that “the scheduling of the program quite demanding by most of 
the participants since training was provided in the morning and they had to work in the 
afternoon”.  
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Based on these findings we propose a schedule that include work-based training in the 
morning accompanied by tutors guidance in the afternoon, and once or maximum twice a 
week transversal skills training.  We propose a flexible weekly schedule as follows:  
 
Weekly program 
 

 Monday Tuesday Wednesday Thursday  Friday 
Morning  Work based / 

internship 
Work based / 
internship 

Work based / 
internship 

Work based / 
internship 

Work based / 
internship 

Afternoon  Transversal 
skills 
training  
 

Guidance/ 
tutorial 
+ social and 
cultural 
activities 

Transversal 
skills 
training / or 
Guidance/ 
tutorial  
+ social and 
cultural 
activities 
 

Guidance/ 
tutorial 
+ social and 
cultural 
activities 

Guidance/ 
tutorial  
+ social and 
cultural 
activities 

 
 
Including social and cultural activities in the weekly schedule is also recommended as Jove 
Valor evaluation report identified amongst the motivational factors of the participants to the 
program:  the opportunity to meet new people, and also the participants to group trips 
reported as very positive experience that motivated them to continue the program. 
 
One key element for successful implementation of the training program is the permanent 
support of the tutors/mentors offered throughout the process, as resulted from all partners 
previous experience. 
 
Setting up a supported work-based program requires key partners including education 
providers, employers, supported employment providers, NEETs and their families, and local 
authorities to work together innovatively.  
 
It is very important to coordinate with local stakeholders and bring together all the local 
partners who can develop and deliver supported apprenticeship/internship in a local area, 
with the goal of creating routes that will support more NEETs into paid employment. The aim 
is to facilitate practical meetings to set up sustainable supported internships and other 
pathways to employment for NEETs and should save time and money in the medium to long 
term. 
 
Parents may also have an active role where appropriate in the supported employment 
framework. The participation of parents/family must be encouraged from the outset as long 
as this in with the agreement of the NEET. 
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Evaluation of skills and competencies 
 
At the end of the YOPEVA training in each country the participants’ competencies should be 
assessed. The transversal skills and competencies evaluation will include: communication, 
social skills, digital skills but also critical thinking and decision making, initiative, creativity, self-
learning skills acquired during the work-based training.  
 
We prepared an evaluation form template that is included in YOPEVA toolkit, Annex 5.5, which 
should be applied by the tutors in coordination with the employers. Based on the evaluation 
each organization can issue a accredited or non-formal recognition of the NEET competencies, 
which can be used to find a job on the labour market.  
 
Job Finding and employer engagement 
 
According to YOPEVA WP1- Identification of key actors, there are several stakeholders and key 
players that can be involved besides tutors’ team members and NEETs in the process of job 
finding/employer engagement: employers, mentors, co-workers, service providers, funders, 
family members and social network.  
 
The job search stage has four key elements: 
It starts with exploration of employment possibilities based on relevant skills, experiences and 
preferences that were identified during assessment stage, comprised within the completed 
vocational profile.  
 
The following represent potential resources for a job: 
• NEET's social network 
• recruitment fairs 
• other agencies involved in supported employment – ex. Labour office 
• HR representatives 
• media job advertisement and related databases 
 
Approaching the employers 
  
This starts with gathering of concrete information regarding companies, the nature of their 
activities, policies and work environment. The approach strategy should be discussed in 
advanced with the NEET. 
 
There are several ways of contacting the employers: by phone, by email, through another 
employee in the company, through visits to the company or through delivery of a presentation 
about YOPEVA at a certain organisation or firm or at regional stakeholder’s event. More formal 
methods of job finding should be considered. If NEETs have the necessary abilities, they should 
be encouraged and empowered to contact the employers directly, by themselves. 
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Employers that have little or no experience in hiring a youngster belonging to a vulnerable 
group may be hesitant but in most cases this hesitation is based on lack of knowledge or on 
apprehension about how to deal with a recruit of such kind. As a starting point the focus 
should be on what the employer requires in relation to the work to be done. 
 
Local employers will value a coordinated approach from the YOPEVA’s 
Trainers/Tutors/Mentors team so they aren't fielding multiple calls looking for work 
placements. Employers will then be able to provide honest feedback to other employers and 
the YOPEVA’s team about what did and didn't go well, learning from mistakes and spreading 
best practices. 
 
According to Jove Valor evaluation report there should be a sufficient array of companies 
participating in the program, in order to allow better fitting of the training received to the job 
offered. 
 
Job Analysis 
 
Once a suitable job is identified, the job analysis is required to determine the skills needed 
and task involved. The job is divided into smaller components and specific tasks or elements. 
The job mediator carefully examines the various tasks to identify those which NEET can 
complete and those for which further training or support is needed. 
 
Other areas of job analysis should include: 
• Job duties 
• Key features of the job – physical, cognitive, emotional, environmental, etc 
• Productivity and quality standards required 
• Wages available 
• Work schedule 
• Accessibility of the job and transport considerations 
• Health and safety considerations 
• Company culture and worksite environment 
• Social aspects of the job site and job site atmosphere 
• Opportunities for providing support on the job 
• Potential for organising natural support 
• Information is gathered through direct observation or by speaking with individuals who 

are familiar with the work to be done. The job mediator could also spend time in the work 
setting and perform the various job tasks to gain informative insights. 

 
Job matching 
 
The job analysis report is the compared with vocational profile to match NEETs with the job. 
Successful job matching is when both the job seeker and the employer needs are met job 
matching is a dynamic and an ongoing process that can take happen before and after 
employment. After employment, the focus is on carving together different parts of job 
description to match the present abilities of NEETs. 
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The following questions could be considered in order to determine if there is good match 
between NEET and the actual job: 

• Can the NEET do the job, or is there a need to adjust or provide training? 
• Does the job reflect the ambitions of the NEET? 
• What assistive technology and/or adaptations are needed and can they be organised/ 
• funded? 
• Can NEET comply with work schedule? 
• Does the NEET “fit” within the work site? 
• Does the NEET accept the potential implications in terms of their social welfare 
• benefit payment or pension? 
• What is the anticipated future of the job, is it temporary, long term or permanent? 
• Can the NEET meet the expectations of the employer, and is a period of internship 

needed to clarify this? 
• What support is available when needed by both the NEET and the employer? 
• Does transport and accessibility need to be addressed? 

 
Secure the job 
 
It is important to establish a concrete agreement between employer and employee to secure 
a job. This agreement also includes what kind of support is needed from the tutor/mediator. 
Clarifying the responsibilities and the tasks of all three affected parties – NEET, employer, job 
mediator – is important. 
The agreement should concern: 

• Work schedule and wages 
• Provision of support, and who will provide it 
• Productivity expected 
• Quality expected 
• Responsibilities of the employer, the co-worker(s), the job seeker and tutor/mediator 

in relation to the support requirements 
 
Also, the parties should agree to a review procedure to maintain the success of the 
job match. The terms of agreement can be included in the work contract or in an informal 
agreement form that is signed by all parties. 
 
On the job support 
 
The provision of good support on and off the job is crucial for many young people to obtain 
and maintain paid employment in the open labour market. 
 
Two key elements in provisioning on the job support, as revealed by the Jove Valor evaluation 
report: 

• Adjusting to the pace of work (times, schedule, rhythm, responsibilities…) and the work 
environment  

• When a problem has arisen, the young people should be able to discuss it without any 
problem with the tutors. 
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Effective support on the job is the core element of Supported Employment which makes it 
different from traditional placement services. Research has shown that work under supported 
employment turns out to be more stable for vulnerable people than work outside such a 
system.  
 
Workplace support includes: gaining a new job and keeping it for a certain period of time. In 
order to determine the appropriate type and scope of support, the tutor/mentor should 
consult with the employee, employer, co-workers and selected persons from the employee's 
environment. 
 
Consultations should be organized on a regular basis. It is important that the role of the tutor 
is clear and transparent to all those involved in the process.  
 
4.1.3 Monitoring and evaluation 
 
The final phase in developing a NEET Employment Training Program is to design monitoring, 
evaluation and feedback, which will feed into improving the design and implementation in 
place.  
 
Monitoring and evaluation can be differentiated as follows: 

• Monitoring means data collection and exchange concerning the NEET situation, post-
placement follow-up, and short-term and long-term results. 

• Evaluation means overall analysis of the NEET activities and results based on internal 
and external observations, feedback, dialogue and data, and reflection and 
interpretation of the various data and observations. 

 
Monitoring and evaluation should cover three key aspects: 

• Data exchange and monitoring of NEET data (like size and prevalence); 
• Follow-up of NEETs after placement; 
• Evaluation feedback and dialogue to inform redesign and implementation 

 
Follow-up of NEETs after job placement  
 
Typical follow-up periods are three and six months after completion of a program.  Most 
organizations also monitor reasons for deregistration and termination of unemployment 
benefits. This can give valuable information, but tends to be often incomplete.  
 
Organisations need to have processes in place to monitor young people’s status after they 
leave the unemployment register, or have processes that only yield partial information. In 
addition to your internal monitoring, to gain a more complete and scientifically sound view on 
the effects of your practices, it may be advisable, from time to time to commission a specific 
study from an independent research institution. 
   
 
 
 
Evaluation and feedback  
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An evaluation should also report on the impact of an activity, hence the change brought about 
by an intervention. Impact evaluations should always start with a review of the theory of 
change which explicitly or implicitly underpins the intervention. It should then try and gather 
data – through surveys, interviews and feedback – if and to what extent this change has 
actually been achieved through the intervention     
 
Ideally, impact evaluations also require a ‘counter- factual’. In the context of NEETs, this can 
pose a methodological challenge: If the aim of an evaluation is to measure the impact of an 
intervention on NEETs’ transition to employment, the validity of the results is much higher if 
the data for participants of the intervention are compared to a control group of non-
participants with similar characteristics.    However, as NEETs are usually not covered in the 
administrative data sources, a control group may be hard to identify. Therefore, data 
collection has to be planned well in advance and before the start of the intervention. 
 
Impact indicators, as pointed out in the Jove and Valor program evaluation, may encompass 
not only the insertion in the labour market of those that followed the program but also other 
areas of impact such as returning/regaining access to formal education, or the benefit of 
higher levels of self-confidence, self-esteem and social skills in their lives. 
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