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Despite notable progress in many countries, access to education and vocational training remains
a challenge for many young people, limiting their prospects of securing employment and building a future.

7KRVH ZKR GR KDYH WKH RSSRUWXQLW\ WR SXUVXH YRFDWLRQDO WUDLQLQJ RIW|
the skills acquired during their training and the expectations of the labour market.

In response to this reality, the IECD has, since its creation, supported young people and entrepreneurs
in achieving successful and sustainable socio-professional integration . Issues of career guidance and
socio-professional integration are therefore central to its mission. However, these issues are addressed
through a wide variety of projects implemented by the IECD, resulting in a certain heterogeneity among

the solutions deployed—and thus a need for harmonisation.

To address this, the IECD launched in 2024 a major initiative aimed at capitalising on its expertise in career

guidance and socio-professional integration developed over the years, by consolidating these solutions

into a pedagogical format that is both concise and accessible to all. This work, carried out jointly by

(& AHOG WHDPV DQG KHDGTXDUWHUV VWDII KDV OHG WR WKH IRUPDOLVDWLRQ
DQG VFDODEOH VROXWLRQV DQG FODULAHG WKHLU LPSOHPHQWDWLRQ PHWKRG\

This is how the catalogue “Compass to Employment” was born—a unique resource that compiles modular
solutions designed to develop or strengthen the employability of young people

What are the objectives?

This catalogue is primarily designed to showcase IECD’s expertise and enable every project manager,
career guidance professional, integration specialist, or programme coordinator to adopt proven tools.

,W DOVR VHUYHV DV D FRPPXQLFDWLRQV WRRO IRU WKRVH ZLVKLQJ WR VKDUH ,
operational partners.

Why consult this catalogue?

,W LV D OLYLQJ GRFXPHQW LQWHQGHG WR HYROUG WX WEFRRSH VNHWGIEDWNJI KU S W
teams towards better integration of young people and entrepreneurs into the professional world. Through

concise practical sheets, strategic recommendations, and accessible resources, the catalogue offers

an overview of concrete solutions implemented by the IECD to address employability challenges in its

projects, with links to resources that facilitate replication in similar contexts.

It also fosters the exchange of practices between projects.

The IECD invites you to explore these resources and use them in your own initiatives to contribute to the

VXVWDLQDEOH SURIHVVLRQDO LQWHJUDWLRQ RI EHQHAFLDULHY 7KHVH VROXW
by partner training centre teams, with technical support from the IECD. In this sense, the catalogue

also serves as a tool for skills transfer.
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ACRONYMS AND LEXICON

AT Agricultural Training
CL Cover Letter
CcVv Curriculum Vitae

EIC Energy Industry Construction (IECD programme)
FDA French Development Agency

SUSTAINABLE EMPLOYABILITY:

GUIDANCE - INTEGRATION

ILO International Labour Organization

JCF Job Competency Framework

NEET Not in Education, Employment or Training
PAAP  Protection Against Abuse Policy

PTC Partner Training Centre

FP Pedagogical Sheets RELIEEFStrengthening Integration through Employ-

GEC Guidance and Employment Counsellor ment and Entrepreneurship for Women O
GEO *XLGDQFH DQG (PSOR\PHQW 21AFSS Social Business (restaurant)

IECD Institut Européen de Coopération (IECD programme) @

et Développement

Full support:

One of the essential components of life skills training is inte
gral support which represents a global approach that aims
to take account the person in all their dimensions: physical,
social, intellectual and emotional, while considering their
environment (family, school, etc.) and their needs in order
to promote their development and autonomy.

Sustainable employability:

All the skills and resources that can be mobilised throughout
one’s life to seize opportunities and facilitate a successful
transition to the labour market. This includes maintaining and

Quality jobs *:

Employment based on compliance with labour law (legal
provisions) and social law (social protection, negotiation), as

well as taking account of social institutions (employee satis -
faction, work-life balance, social status). This term should be
distinguished from "decent work". 2

Life skills training:

All actions designed to strengthen a person’s autonomy,
to empower them and help them build a life project with a
view to their social and professional integration. At the IECD,
this is formalised by the PATHS for the future training pathway

ZHUH XQHPSOR\HG ZRUOGZLGH LQ

,Q DV LQ WKH HDUO\ V DOPRVW WKL

young adults in sub-Saharan Africa were working in
an insecure job, with one in three paid workers earn
ing less than the median wage.

are in a highly precarious situation, often without
stable employment or training prospects.

progressing in quality jobs and mobility in the labour market and the comprehensive assistance provided to the people Sustainable employability (guidance and socio-pro - Identify and remove the socio-economic and
(wage employment, self-employment). we support. IHVVLRQDO LQWHJUDWLRQ FRQWULE X WdiKursly ¢hswaldietl td Xa0idl @niel prgfassienialD Q
individual's personal, professional and civic life project. integration

The ongoing development of these skills differs according
to each individual’s life path, environment and social and
economic context, and enables them to adapt to a chang

ing world.

Professional integration:

Process of integration into the labour market, driven by an
autonomous individual. This integration can take place as
soon as the individual leaves training, whether it leads to a

Socio-professional integration:

A process that combines professional integration with social individual, helping to:
LQWHJUDWLRQ HQDEOLQJ LQGLYLGXDOV WR ARXULVK LQ DOO DVSHFWV RI
their lives and become agents of change.

Guidance (school counselling, career counselling,
vocational counselling, employment counselling):

The process of making choices about educational and

W LV GHAQHG DV DQ HYROYLQJ SURFHYM&ihto¥mied SriditbWudify kit Kddources

and motivation

The IECD is not the only player, but rather relies on
other stakeholders based on their respective expertise
and experience °.

TXDOLAFDWLRQ FHUWLAFDWH RU QRW L Q \Dc&ibnaldibdadv thydughbuRdde'R IPeH witR B view to
which compensation is paid (food, transport, etc.) s, devising and realising one’s vocational project(s) based on
one’s interests, skills, the needs of the labour market and the
socio-economic context.

QUALITY
JOB

Sustainable employability is illustrated on the left.

It should be understood as an iterative development

in an individual's life project, i.e. the gradual construc -
tion of a pathway to socio-professional integration by
adapting to the context. It is a cycle that repeats itself

as soon as the individual is looking for a quality job.

Social integration:

The process of improving the living conditions of individuals

and their communities, driven by the autonomous individu - Empowerment:

al himself, conditioned by the exercise of his power to act, The ability of an individual, group or community to exercise
which facilitates access to quality employment and civic FROQWURO RYHU WKHLU RZQ OLYHV WR PDNH GHFLVLRQV WKDW LGQ
engagement. their environment, and to take action to achieve their goals.

1 'HAQLWLRQ WDNHQ IURP WKH '"HFHQW :RUN26WXGWHHPR GMFEH@QY ZRUN LV GHAQHG E\ WKH ,(&' DV D SROLWLFDO DQG QRUPDWLYH REMHFWLY HGlobal Employment Trends for Youth, 2024, Executive Summary
unlike the term "quality employment" which implies an operational measurement objective (IECD’s decision to refer to quality employment -> "Final report on the decent work

? 5 IECD prospective note and benchmark of external structures working on the employability of young people
VWXG\ GHAQLWLRQ RI LQGLFDWRUV WDUJHWLQJ HP SSOGRRRHBM TRIDLGIDWD\ | B DORBHIRRIUW KH W&H 5(/,(() SURMHFW
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INSTRUCTIONS FOR USE

The IECD focuses on four target groups:

V

5DLVLQJ WKHLU DZDUHQHVYV DQG RU WUDLQ WKHP RQ

a range of subjects: improving their practices Identify the support needs of GEOs in order to propose appropriate guidance and integration solutions (capacity building
to enhance the quality of jobs and fair access for guidance and employment counsellors with reference to the corresponding JCF)
Facilitating access for individuals to quality to positions (different social backgrounds Identify the entry and exit profiles of beneficiaries

services in terms of career guidance and support and profiles), etc. ‘

for socio-professional integration Involving them in guidance and 8VLQJ WKHVH GLDJQRVWLF WRROV ZLOO PDNH LW SRVVLEOH WR LGHQWLI\ WKH EHQHAFLDUL
) ) ' - seee-aTEEssene fesmicnm HQWU\ DQG H[LW SURAOHV RI \RXQJ SHRSOH VKHHW DQG WKH QHHGV Rl WKH *2( VR WKDW

Improving their long-term employability c P g : in achieving these exit objectives.

Promoting quality jobs and investing in sectors

with a social and environmental impact

(social enterprises, green jobs, etc.) by creating

opportunities in line with labour market needs.

Facilitating the involvement of families
or guardians in supporting their child's
socio-professional integration.

V

The practical information sheets are divided into 3 categories:

Socio-professional

5DLVLQJ DZDUHQHVY DGYRFDF\ GLPHQVLRQ integration
on issues related to socio-professional integration:
promoting vocational training, access to growth
sectors for all individuals, etc.

7KHVH FDWHJRULHV FRUUHVSRQG WR WKH GLITHUHQW VWHSV RI VXSSRUW SURYLGHG WR

Encourage the deployment of innovative, employability.
sustainable solutions for socio-professional To emphasise the importance of guidance
integration and/or to strengthen existing and socio-professional integration by ensuring
solutions and disseminate good practices that there is a match between the labour market
to operational partners. and the training offered. The context The advantages of the solution
Train professionals to enable them to acquire the Strengthen the institutional players in the The target audience The prerequisites and main steps for its deployment
skills needed to implement solutions. formalisation and implementation of solutions The deployment methods SHFRPPHQGDWLRQV IURP WKH AHOG LQ WHUPV R
linked to the competency-based approach. The objectives DQG 5HG ADJ RXW IRU
The main result indicators A list of IECD projects of reference deploying the solution

The key success factors and existing internal tools

In order to make the best possible use of the practical information sheets, we recommend
that you follow the methodological guidelines below:

The IECD’s approach to career guidance and sustainable employability

is based on four main principles: "HWHUPLQH WKH HQWU\ SURAOH V RI WKH

beforehand, usingthe "ldentify the entry
DQG H[LW SURAOHV RIsh&XQJ SHRSOH

As an international player, the IECD adapts its approach by 7RIHWKHU ZLWK LWV SDUWQHUV WKH ,(& AJKWV DIJDLQVW GLVFULPLQDWLRQ
taking into account the needs of young people and the reality and promotes equality between women and men in terms of
of the labour market. access to quality training and/or employment.

In conjunction with its implementation partners, the IECD collab -

orates V\{ith education, vocational training, c_employment and The IECD strives to support the skills development of local players,
economic stakeholders to serve the people it supports. As part with a view to transferring skills and activities and achieving External resources on employability
of this approach, the IECD may redirect the people it supports to autonomy. are listed at the end of the catalogue.

VSHFLAF VWUXFWXUHV LI LW GRHVY QRW KDYH WKH H[SHUWLVH LQ KRXVH

6 '"HAQLWLRQ RI VXVWDLQDEOH HPSOR\DELOLW\ LQ WKH *ORVVDU\ VHFWLRQ
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FOCUS ON THE GUIDANCE AND ASSESSING A GUIDANCE AND
EMPLOYMENT OFFICE EMPLOYMENT OFFICE

The Guidance and Employment Office (GOE) is one of the IECD’s main tools for providing career Although GOEs often exist within vocational training centres (or on their outskirts when they serve several

JXLGDQFH DQG VRFLR SURIHVVLRQDO LQWHJUDWLRQ ODLQO\ EDVHG RQ D SK\V L& D@n)isDdperatiBnisAdnidometimey b®infermalandhiarginal in relation to the main activity, and

support people within a training structure (schools, vocational training centres, etc.) in their socio- their development s far from being a priority. Putting GOEs at the heart of the centres’ activities means

professional integration. PDNLQJ WKHP PRUH SURIHVVLRQDO 7KH AUVW VWHS LQ WKLV SURFHVV L'

needs to be strengthened and structured.

Objectives
Identify the GOE's strengths and areas for improvement.

Prepare an action plan to strengthen the GOE.

Method

The diagnosis is presented in the form of a grid (Excel table).
Ideally, this diagnosis is carried out in a guided way during
an exchange between the GOE and the project team.
This provides a better understanding of how the partner
operates.

Helping people develop their career plans

Selecting and recruiting trainees

Information on further study after graduation

Information on the labour market

5HIHUUDO WR RWKHU VWUXFWXUHV GHSHQGLQJ RQ Wt

In the "overal” tab, fill in the key organisational elements:

is there a formalised GOE within the training centre? What are

the associated human resources and tasks? How many young
people are supported, etc.? Then tick the boxes that corre -

- ) ) o spond to the activities carried out by the GOE or equivalent. Strengths: indicate the strengths of the way in which this
professionalism, etc.) via the PATHS training pathway activity is implemented.

If one of the activities does not appear, you can add it under
"Other", of course specifying the activity in question. The "com -

Details of activities carried out: give an exhaustive descrip -
tion of the content of the activities (duration, frequency,
resources, etc.).

Organisation of events to put people in contact with sector professionals
Preparation for real-life work situations and monitoring of the work placement/
apprenticeship period

Development of life skills (communication, self-confidence, taking initiative,

Difficulties encountered: indicate the difficulties encoun -
tered in carrying out this activity.

Identifying employers’ needs (in terms of recruitment and skills) Guidance ments” column can be used to specify certain information.
individual (f le looking f K and/or developing their busi Identified needs: give details - in relation to the difficulties
ndividual support for people looking for work and/or developing their business HenTag Once the "global” tab has been completed, transfer encountered - of how to identify.
Advice on setting up a self-employed business the columns (activities/tools) that have been ticked in
Employment support N .
Employment surveys the "centre" tab.

Networking with professionals and course alumni
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IDENTIFYING THE ENTRY AND EXIT PROFILES
OF YOUNG PEOPLE

,GHQWLI\LQJ D \RXQJ SHUVRQ-V HQWU\ DQG H[LW SURAOH KHOSV WR EHWWHU DGDESW|IWKE VB ERUWRBORIYEGHG WR WKHLU
needs, skills and aspirations, and to better prepare them for integration into the labour market.

- . This involves identifying the young person’s ideal entry profile and the objectives set by the support
Beneficiaries: DQVIRXQJ SHUVRQ ZLVKLQJ WR EHQHAW IURP D JXLGDQFH SURJUDPPH sjtuation after completing the support programme. SURJUDPPH 7KH YDULRXV H[LW SURAOHYV FL
and/or socio-professional integration. This ideal situation depends on the young person’s around the following objectives.
I Objectives Indicators

HOW THE ENTRY PROFILE IS DEFINED:
BUILDING AN ORIENTATION PLAN

This involves identifying the young person’s needs by person’s motivation, interests and career aspirations.

making an assessment of various material factors, The matrix of criteria used to assess a young person’s OThe young person has drawn up a career plan in line with his or her interests,
including their socio-economic situation, educational HQWU\ SURAOH LV VHW RXW EHORZ 7KLV DVVHVVPH! skills and the demands of the job market

level, social integration and skills. This assessment also WR WKH GHAQLWLRQ RI D PXOWLWXGH RI HQWU\ SURAC...

depends on more subjective factors, such as the young

BUILDING A CAREER PLAN

Criteria Sub-criteria
OThe young person has increased their knowledge OThe young person has a better vision
BIOGRAPHICAL DATAS of sectors, trends and careers of their potential career progression
and future employment prospects
OAge, gender, geographical location, nationality OLevel in terms of technical, academic,
(refugee status), health statement linguistic and life skills: area of expertise,
OFamily situation, socio-economic conditions, level level, strengths and weaknesses IMPROVING EMPLOYABILITY
of vulnerability, social connections OAreas for improvement
OEducational and professional background, level of OExperience in job search and access OThe young person has acquired technical skills O The young person has acquired relevant life skills,
training and specialisation to and mastery of digital technology applied that meet the needs of the job market a professional attitude and the ability to adapt
Olnterests and career aspirations D@y Szl OThe young person is able to apply the skills OThe young person has a professional network
OProjection into employment / self-employment acquired effectively in real working conditions that can be mobilised
COMMITMENT
POSITIVE OUTPUT?®
SISTE @ e 2, Sl QU L IEQY WSl FLAIR Qe O Education / Training O The young person is employed under stable,
OLevel of commitment to take part The vouna person enters and stavs high-quality employment conditions,
in the programme in ec)i,ucago?w ftrainin 4 in a job that matches his or her skills, interests
9 and objectives.
OThe young person is continuing their studies O 7KH \RXQJ SHUVRQ LV VDWLVAHG ZLWK KL\
to improve their skills and obtain ) L
D KLJKHU OHYHO RI TXDOLAFDWLRQ or her professional situation and shows
EXIT TARGETS commitment in the workplace
© el OThe young person has set up a successful
O Greater career visibility OImproving employability ©The young person has found a job self-employment business
OAccess to and retention in education OObtaining a job
0Obtaining a higher level of education OlImproving working conditions 7KLV WRRO IRU LGHQWLI\LQJ HQWU\ DQG H[LW SURAOHV FRPSOHPHQWYV WKH \RXQ.
. PATH ini h .
O Skills enhancement (see Straining pathway)
REFERENCES RESOURCES
OHeadquarters’programme coordinator or manager OMatrix of young people’s entry and exit profiles.xIsx
7 It should be noted that two young people with similar educational backgrounds and socio-economic conditions may have different exit objectives, OVF Input/Output Profiles.pptx
DQG WKHUHIRUH GLIIHUHQW HQWU\ SURAOHV
8 This biographical data is collected through a needs assessment. This cannot always be carried out on an individual basis in all programmes.
,W GHSHQGV RQ WKH IXQGLQJ FRQVWUDLQWY LQ WHUPV RI DYHUDJH FRVW SHU EHQHAFLDU\ 9 For employment, the positive output is measured 6 months after the end of the course for short courses and 12 months for long courses.
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HELPING YOUNG PEOPLE DISCOVER CAREERS

Inan ever-changing world of work, there is still a gap between the diversity of existing careers and young
people’s knowledge of them. To reduce this gap and encourage young people to choose a career
path that meets the needs of the labour market and prevents them from dropping out of school, it is
essential to help them discover careers, understand their aspirations and build career plans that are in
line with the needs of the labour market.

Pl

Adapt the content of the training modules to the cultural
context and translate them into the local language for
better understanding/assimilation if necessary.

Identify a guidance and employment counsellor within
each training centre to support young people individually
and train them in active pedagogy and educational
themes (support mechanisms, educational authority,
active listening, etc.).

Develop adatabase with the various partners that can
be approached.

Invite former students to talk about their career paths.

Work with families, where possible, to ensure that young
people’s professional choices are linked to and support
ed by their entourage.

Put in place a tool/book that enables young people
to formalise their life project and incorporate all the
processes involved (career surveys, research work, etc.).

e A

Integrate the activity sessions into the technical,
academic or vocational training pathway to avoid
the risk of fragmented support between technical
skills and life skills.

Prevent young people from dropping out of school by
ensuring that their career choices are motivated by their
own desires and skills and not by external expectations.

Avoid a complicated job search once they have
completed their training, young people need to be

supported to become aware of the realities of the job

market, the sectors that are growing or declining, and
the careers of the future.

Prevent compulsory career guidance by promoting an
open approach in which all career options are avalil
able to everyone.

Avoid unnecessary pressure, which can lead to stress
and blockages for young people, by respecting the
fact that some people may need more time than

Objectives @

Help young people develop their career plans

Help young people to reveal their talents and identify their strengths
and areas for improvement

Introduce young people to careers and business sectors

Boost their self-esteem and self-confidence

Number of people referred Appoint a single contact person

Method @@

Face-to-face, using a wide range of teach
ing activities: case studies, role-playing,
testimonials from professionals, enterprise
surveys, etc.

A modular and adaptable

Encourage an open dialogue where all young people
can ask questions, express their fears, their hesitations,
etc.

others to find their way.

5(/,(() +XE SURMHFW LQ 5HSXEOLF RI WK HORMIQpddRct in Tunisia
,3%- SURMHFW 3UH WUDLQLQJ LQ &H QW UDCEdbtatibiFran@erbplogabifitpexpertise at IECD

to a course of their choice

Number of people with

a career plan in line with
their abilities and desires
Number of people able

to identify their strengths
and areas for improvement

16

to implement the modules

Mobilise a network of local
partners, former students
and employers to support
the young person
Integrate the modules into

the technical, academic or
vocational training pathway

training programme

Personalised support for each

young person

2 modules with teaching sheets from the PATHS

for the future course "Constructing your identity" 11 hours
and "Constructing your life project” 14 hours modular
and adaptable to the context Helping young people
discover careers

17

headquarters via programme coordination

v

An example of a life project with a professional
project section Tool - IECD life project.pdf
Support booklet for building a career plan.pdf
"Company visit" practical information sheet
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SHFRPPHQGDWLRQV IUR

DEVELOPING THE PROFESSIONAL S [ﬁ - é
ATTITUDE OF YOUNG PEOPLE % L/

OAdapt the content of training modules to the cultural
context and in the local language for better under
standing/assimilation if necessary.

Olntegrate the activity sessions into the academic and
vocational training pathway to avoid the risk of frag -
mented support between technical skills and life skills.

However essential it may be, technical expertise is not enough to ensure young people’s employability.
Communications skills, the ability to work as part of a team and adapting to change, among others,
are skills that make it easier to integrate into the constantly evolving labour market.

OBuild a shared database between the various projects
(and/or partners) for the implementation of work
placements.

OEncourage companies to provide feedback and assess -
ments so that young people can understand what is
really expected in the labour market.

SOLUTION
—,

"Developing assertiveness "and "Developing employability

BENEFICIARIES
—

Aimed at anyone
looking for professional
integration

OSet up a tool/booklet to help young people formalise
their career plans and the key elements of their profes -
sional attitude.

modules as part of the PATHS training pathway, aimed at
promoting the employability
RI EHQHAFLDULHY DQG IDFLOLWDW
sustainable social and professional integration

Objectives @

OPosition young people as responsible individuals in the workplace
OHelp young people to communicate effectively in the workplace
OEncourage young people to work together effectively

and manage conflict
OSupport young people in using and communicating via digital tools

OConduct anindividual interview before the placement
to ensure that the young person is sufficiently prepared.

Oldentify a guidance and employment counsellor
within each centre and train them in various peda -
gogical and educational themes (support approach,

Method @@ educational authority, active listening, etc.).

OFace-to-face, using a wide range of teach -
ing activities: case studies, role-playing,
enterprise visits, group work, periods of
professional immersion, etc.

OPut professional attitudes into practice by organising
work placements or immersion periods in businesses.

OAssess the progress made and encourage young
people to persevere in their learning.

Projects of reference

©0,3%- 3UH 7UDLQLQJ SURMHFW LQ &HQW U D OE#iutatidn arg ebnigISy4tHi€) kxpertise at IECD

Performance indicators Key success factors 7KH EHQHAWY RI WKH VROXWLRQ ©DNCprojectin Tunisia headquarters via programme coordination

O Satisfaction rate of employers
receiving young people
on work placements

ONumber of people who have
improved their communication
and conflict management skills

ONumber of people who know
how to use digital tools

OA single contact person
identified for the implementation
of the modules

Olntegration of modules
into technical, academic
or vocational training courses

PREPARING
THE ROLL-OUT
OF ACTIVITIES

—,—

« |dentify the relevant PATHS training
modules to be rolled out

Draw up the session sheets based
on the pedagogical sheets and
choose the deployment methods

OA modular and adaptable
training programme

RAISING AWARENESS
OF PROFESSIONAL
POSTURE

—

» Lead sessions on communication,
FRQALFW PDQDJHPHQW
and argumentation

» Organise workplace visits
DV D AUVW FRQWDFW ZLWK
market and observe young
people’s behaviour

CONNECTION WITH THE PROFESSIONAL WORLD

WKH ODERXU

Resources

©2 modules with teaching sheets from the PATHS training
pathway "Developing assertiveness" (16 hours)
and "Developing employability" (12 hours),
which can be adapted to suit the context Developing
young people’s professional attitude

OFP Preparing and supporting young people on work placements

ENHANCING
PROFESSIONAL
SKILLS TO PROMOTE SITUATIONS

EMPLOYABILITY _\/_
L » Organise role-playing

» Lead sessions on the themes
of digital technology, adaptability,
critical thinking and discernment,
teamwork and professional attitudes

REAL
OR SIMULATED

and group work to put young
people in the right conditions

Set up work placements
with partner companies

CONNECTION WITH THE PROFESSIONAL WORLD

OAn example of a life project with a professional
project section Tool - IECD life project.pdf
OSupport booklet for building a career plan.pdf

PROFESSIONAL
ASSESSMENT
AND ADJUSTMENT

e

Regular monitoring of work placements
DQG D AQDO DVVHVVPHQW WR

what has been learnt and adjust
the career path - with constructive
feedback in the presence

of the young person and the work
placement supervisor.

Validate the coherence
of the career plan




PREPARING AND SUPPORTING YOUNG PEOPLE 7 A
ON WORK PLACEMENTS % %

N Promote the benefits of internships to companies and Reduce the risk of trainees dropping out, maintain
$ ZRUN SODFHPHQW LV D WXUQLQJ SRLQW IRU \RXQJ SHRSOH RIWHQ WKHLU AUVW Ghtitddns- 18 Enkbir¥gk BRé&h lo @K¥VoK traisebsR I H V'V kg &Atact with them.
world. However, there is often a gap between the image they have of companies and the reality of the (e.g. by organising visits to TVET centres, rolling out a

In order to maintain  links with enterprises and report

ZRUNSODFH ZLWK LWV UXOHV DQG FRGHV ,W LV YLWDO WR VXSSRUW \RXQJ SHRS O Horgndritationd caipaigry/ lophying mibiBr®es, ste)U L R G %Hf}%b‘%r@s%atmayarise, identify reference points

support encourages learning and helps th?m adapt to the working environment, while encouraging Contact groups of companies to make it easier to available within the centres to carry out visits to moni -

WKHP WR JDLQ VHOI FRQAGHQFH DQG PDNH WKH PRVW RI WKHLU H[SHULHQFH WKU Riehtffy la Ratdd- Kahbdt %Srhiitinyg bi¥ceNo¥ore tor placements and assess the quality of the support
launching the course. received and the company’s compliance with the

Set up and run a network of company tutors to main i specifications, the behaviour of the trainee, etc.

tain ongoing contact and facilitate work placement. In order to prevent the risk of abandonment, ensure
that the working environments of host enterprises are
accessible/proximate, inclusive and safe (changing

rooms and toilets for women, adapted technical plat -
Getintouch with organisations that provide funding for forms, geographical isolation, etc.).

work placements or make it part of the host company’s
responsibilities to cover young people’s daily expenses.

Implement training courses for tutors on welcoming
trainees, teaching supervision and gender stereotypes.

Remove peripheral obstacles and limitthe risks ofdrop -
ping out, ensure that the material conditions of the

Raise young people’s awareness of the value and placement comply with legal standards or enable the
purpose of an internship, prepare them for the intern - trainee to continue with the placement (remuneration,
ship (human skills, attitudes in the workplace) and place transport, insurance, accommodation, etc.).
them in pairs in the workplace, particularly for those o ) o
o @ who are far from the workplace, in order to prevent Remain V|g||§ntW|th rega.rd tothe potentlal risk of abuse
Objectives Method @ abuse, particularly for girls. ofpowerand wolgnce, pamcularlyvynh regard tovyomeh
and girls, by setting up a complaint’s mechanism with
Enable young people to discover the professional world and learn Face-to-face at partner companies, super - Putin place monitoring tools to be completed by young a designated focal point at the training centre.
in a real work situation vised by an internship supervisor and moni - SHRSOH DQG WXWRUYV DQG JLYHQ WR WKH 79(7 &(175( DW
Develop young people’s practical skills and professional attitude WRUHG E\ 79(7 &(175( VWDIlI 7KH SHULRG DQG the end of the placement (e.g. placement loghook).
duration of the work placement, determined . . .
Train former students who are professionals in the sector
by the school, can vary from a few weeks .
to become supervisors for future cohorts.
to a few months
HCTC project in Thailand EIC project in Ivory Coast
Young people’s satisfaction rate Training course supervisors Integration of company codes FA project in Cameroon ,3%- SURMHFW LQ &HQWUDO $IULFDQ 5HSXEOLF
Level of company satisfaction with JROORZ XS YLVLWV E\ 79 (70&¢ételdp(ng/anpivldssional network
the technical skills and attitudes Possible recruitment f @
of trainees/apprentices VIR FETEE Sample letter of reques.t to host trainees Example skills analysis grid ENG
Example of an internship agreement - ENG Sample satisfaction survey form for work placements
([DPSOH RI DQ LQWHUQVKLS DJUHHPHQW OB%ample of a policy to raise awareness and protect
Example work placement logbook against abuse
Sample work placement log - ENG
Sample evaluation form for work placement students
Example ENG course grading grid FP Develop your professional posture
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ORGANISING A JOB FORUM

Beyond the acquisition of purely technical skills, a lack of knowledge of the business world can be a
barrier to young people entering the job market. Putting learners in touch with professionals in the sector
into which they wish to enter is fundamental to the process of professional integration.

SHFRPPHQGDWLRQV IUR

BEST PRACTICES @

v

OEnsure that the partner centre’s guidance and inte
gration counsellors receive training beforehand so
that they are able to carry out the tasks involved in

organising the forum and running specific workshops.

RED FLAGS réw

Olnvolve the private sector in the forum as exhibitors to

V

OPay particular attention to ensuring that every stand
is well frequented, so that all the exhibitors can make
the most of their presence, by guiding young people
according to their needs to help them achieve their
objectives and promoting all the private partners

organise sessions designed to mentor and strengthen present at the forum.

young people’s employability skills.

SOLUTION BENEFICIARIES
2 -V

Organising a job forum bringing together students,

OPutinplace acommunications plan around the forum
to attract and mobilise participants (publishing posts on
social media before the forum, sharing success stories
and experiences from previous forums).

Young people in training
and former students
of participating partner
vocational training centres

graduates and professionals enables young people to
explore their career possibilities and make professional
contacts with a view to entering the job market, building
a professional network and identifying internship or job

- OOffer new activities linked to employability (for exam-
opportunities

ple, organise self-knowledge workshops, discover new
sectors that are recruiting, etc.).

OEnhance the image of partner companies, depending
on their level of commitment to the organisation of the
L forum (sponsor or standard participant).
Objectives @ (sp participant)
OPromote knowledge of business sectors and present
internship opportunities a year, either at the training centre or
OCreate a space for candidates and recruiters to exchange elsewhere. Ideally, it should be prepared
ideas and network 2 months before the event
OOffer workshops on careers, in-demand skills and job-seeking
techniques to help young people enter the workforce

Method @@

OThe forum can be organised once or twice

ODevelop monitoring tools before and during the event:
diary, checklist to facilitate logistical organisation, matrix
of responsibilities specifying the distribution of roles
among staff to avoid any confusion, attendance list of
companies and young participants, satisfaction surveys.

Projects of reference

Performance indicators Key success factors 7KH EHQHAWV RI WKH VROXWLRQ

OEDUTOP Project - EmployAbility in Lebanon O(,% SURMHFW LQ 5HSXEOLF RI WKH &RQJR

ONumber of participants OA framework document drawn up O Strong links between companies 0)$3%$5 (,% SURMHFW LQ ORURFFR
(jobseekers) in advance and an appropriate and vocational training centres

ONumber of participating action plan OA training centre with
companies OGuidance and integration officers a stronger reputation

: Resources
involved and empowered

in the organisation of the forum

ONumber of salaried positions
or internships offered by
companies to Forum participants

OA committed private sector
generating a positive impact OExample of a concept note ENG

O Companies involved in for young people ©OExample of a work plan ENG
the event as hosts OExample of allocation task

©OSample dashboard Participants

OExample of a poster presentation
OExample of a social network post
O([DPSOH (1* )RUXP 5HSRUW

PROSPECTING PREPARING THE HR
DEVELOPING FOR PARTNER PREPARING INVITATION ORGANISATION OF THE
AN ACTION PLAN COMPANIES LOGISTICS AND TO JOBSEEKERS FORUM ON THE DAY

T _l/_ COMMUNICATIONS _\/_ —\ﬁ
+ 'HAQH WKH YDULRXV WDVNV DQG V XdenWampahies l * |dentify interested schools « '"HAQH DQG DOORFDWH WKH U

and designate those responsible for them and send out invitations * Prospectand select premises of each supervisor and host on the

* Invite young people and graduates forum a few days before the big day

* Planlogistics and purchasing: who are looking for work, by involving
food, transportation guidance and integration counsellors

« ldentify the human resources required » Draw up an attendance list

+« '"HAQH WKH UHVXOWYV WR EH DFKLHMY&R&PPXQLFDWH WKH AQDO DJHQGD
one week before the event

« Promote the event through various
media: radio, social media,
newspapers, website, etc.

Draw up an attendance list

CONNECTION WITH THE PROFESSIONAL WORLD: CONNECTION WITH THE PROFESSIONAL WORLD




SHFRPPHQGDWLRQV IUR

RUNNING AJOB FORUM BEST PRACTICES @ RED FLAGS é
V Vv

Giventhe diversity of the participants involved, itis essential to ensure that everyone’s expectations and Olnvolve WKH 79(7 &(175( WHDP V 1URP WKHN#khe isbRtién\oHc@rtain professionals and the
LOQWHUHVWY \RXQJ SHRSOH 79(7 &(175( HQWHUSULVHY DUH WDNHQ LQWR DFFR XaDth evenKadd sEppbiX tRerkiD apominaing thdit H | R O G imbalance of interest between the various stands,
objective: build bridges between young people and the private sector ; promote the training offered skills development. accompany young people to enable them to take
by the partner centre and consolidate the links between those involved in training and companies. OSelect professional participants on the basis of their full agvantage of all the activities offered.

recruitment needs and the suitability of the positions Oln order to reserve time for networking, make sure you

offered for young people’s training. balance the time spent taking part in workshops so as
to free up time.

SOLUTION
—,

A range of useful and easy-to-use tools are available

BENEFICIARIES OPrepare their visit/participation in the forum with the
young people beforehand. OAvoid overlap, offer a suitable number of activities
l’ and organise them in a complementary way over

OSetup a structured network of coordinators, with each ) )
different time slots.

Young people in training member responsible for a clearly identified task (recep -
and former students tion, registration, etc.). OPrevent the event running out of steam, follow up

of participating partner ith participati ; d k th twork
TVET centres ORun employability workshops (CV writing, mock job w . par |c.|pa .|ng companies and keep the ."e or
active. Maintain the momentum of company involve -

interviews) and cross-disciplinary skills workshops .
ment after the event, by obtaining feedback and

(e.g. stress management, creativity) and involve S " hi
professionals in running them (cf: PATHS course). considering potential partnerships.

to help you run a job forum effectively
and achieve your objectives. The running of this event
relies mainly on the partner centre’s teams,
supported by the IECD

OMeasure the impact of the event on young people’s

@ OOrganise awareness-raising sessions on entrepreneurship | d paths b £ iob bl ;
L ; ; career plans and paths by means of job placemen
to open up this opportunity to young people.
Objectives @ Method @ pentp P Y10 young peop surveys among young people and satisfaction surveys
OCreate monitoring tools to measure participation rates ies. i identi ifficulti
OEnable young people to discover ODuring the job forum, participants can take part in a range of guidance and participant s:’ltisfaction e ueZtionnpaireS) among companies, in orc'ler.to l'dentlfy any difficulties
the labour market and get in touch and integration activities (workshops, conferences, meetings with P P 0-4 ' young people may have in finding employment.
with those involved in their training sector professionals, etc.). These activities can be led by different types of OHighlight and thank the companies and institutions
OPrepare young people people: companies, sector institutions, employment agencies, etc. involved (take photos, promote the partnership, send
for the recruitment process a thank-you note).
Olnnovate by offering new workshops and company
participants every year.
Performance indicators Key success factors 7KH EHQHAWYV RI WKH VROXWLRQ Egnable active alumni to run stalls and organise work -
OYoung people’s participation rate OA logistics team with distinct, O An opportunity for young people shops for young people in training, enabling them to
ONumber of companies involved coordinated roles and clearly to network and for centres to showcase their work (e.g. the Alumni Talent Showcase
fi ibilit heir traini
e defined responsibilities promote their training courses on SESAME).
people in contact after the forum OA variety of workshops and stands OSupport for the creation
il to th f participant f tools (CV, CL) t ki i
OYoling|peopleis satisfaction rate tailored to the needs of participants .o ools fC : © .) 0 make Projects of reference
©OCompany satisfaction rate ©Professionals involved in organising Jop-hunting easier OSESAME project in Mad O5(/ SURMHFW LQ 5HSXEOLF RI WKH &RQJR
e/ and running the workshops OAnR opportunity to train IOCs PrOJec .|n .a agascar (. (0 Q Q
OEmployability project in Lebanon
and attract new partners
OAn opportunity Resources
to promote companies » o
OSample schedule activity OExample of post-event publication
OExample of a guidance and integration activity ENG OSample questionnaire satisfaction

OExample of a participant tracking tool

WELCOMING RUNNING STANDS, MANAGING FLOWS EVALUATING
PARTICIPANTS (YOUNG CONFERENCES BETWEEN SPACES PROMOTING EXPERIENCE AND
PEOPLE AND COMPANIES) AND WORKSHOPS AND ACTIVITIES THE EVENT CAPITALISATION

2 -V -V N R

Set up the stands * Respectregistration quotas » Guide participants between » Designate a person to take « Distribute satisfaction questionnaires
all the spaces on offer photographs and/or videos of activities to participants (young people

Prepare registration and attendance lists  Circulate and check that the .
and professionals)

workshops/conferences are * Issue regular announcements * Interview a few participants
running smoothly to launch conferences to gather their impressions Thank the speakers and companies

and workshops : : - resent by e-mail
P » Think about post-event dissemination . v

« Ensure that stands and workshops to increase visibility Analyse responses and writing a report
are not overcrowded or full

Distribute the programme of activities
and present the day’s programme
and speakers Provide communications tools

Archive all documents produced
LQ D GLIJLWDO AOH
CONNECTION WITH THE PROFESSIONAL WORLD CONNECTION WITH THE PROFESSIONAL WORLD




SETTING UP A SOCIAL ENTERPRISE SCHEME

Faced with the growing expectations of young people looking for practical, meaningful training,
successfully entering the job market and in a context where employability is a major issue is a challenge.
The social enterprise scheme, combining theory and practice within a training centre, is an innovative
and structuring response to this issue. The scheme enables young people and their trainers to work in
real-life conditions, while being supported on a daily basis as they learn.

SOLUTION BENEFICIARIES
2 -V

The social enterprise with an educational vocation Young people
in vocational training

Objectives @

OEnhance young people’s employability
through practical experience in real-life
conditions

OGenerate income to finance part
of the high-cost hotel and catering
training programme

Types of enterprise @@

Several types of social enterprise can be considered depending on the
context (e.g. hotel/restaurant sector):

OTraining hotel and/or restaurant: receiving customers on a daily basis

OBoutique: physical point of sale for products from the training course

©OOnline form: order products to supply seminars and events

OEvents: catering for internal events (requires dedicated space) and
external events

Performance indicators Key success factors

ONumber of people trained O Good communication
in business management at the launch

OLearning in real-life conditions

OAn improvement in young
ONumber of partners involved people’s self-confidence

in setting up the company

OThe involvement of professionals

in the creation of the company Olmproving the centre’s image

ONumber of hours of real-life OFocusing on quality production with businesses

training provided OAn opportunity to train I0Cs

ONumber of projects/missions and attract new partners

completed per year OAnN opportunity

to promote companies

CREATING A SOCIAL

SHFRPPHQGDWLRQV IUR

BEST PRACTICES @

7KH EHQHAWY Rl WKH VROXWLRQ

v

Oldentify , from the outset, a local governance body
that will take over the management of the company
in the long term.

ORecruit trainers “eg.former students” who understand
the concept.

OOpen gradually to ensure a smooth transition between
academic training and training in real-life conditions

OEnsurethat all profits are used for training purposes only.
OFind ambassadors to promote the company.

OAnticipate difficulties in recruiting staff by launching
recruitment quickly and offering decent conditions
and additional training.

ODefine a fixed menu at the start to ensure production
quality.

OAsk for feedback from customers and professionals
at launch.

Olmprove synergies between establishments with
a social enterprise to facilitate the sharing of practices.

Projects of reference

RED FLAGS réw

V

OAccept the gap between business productivity and
learning by building the social enterprise around the
skills to be acquired, not the turnover to be achieved.

OAvoid charging training costs to the social enterprise
S0 as not to exceed the company’s balance sheet.

OFind out about the necessary permits beforehand to
avoid blocking the set-up process and slowing down
the launch of the social enterprise.

OAvoid setting up a social enterprise without involving
the partner training centre to ensure the sustainability
of the enterprise.

ODon't neglect to take the context into account when
choosing your strategic positioning to create a realis -
tic business model.

OAvoid building a business model that is too dependent
on a single source of income by diversifying your
activities: events, seminars, continuing education, etc.
to ensure a fixed income.

075(03/,1 0$' DQG /D 5L]LqUH SURMHFWV L Q) 86adobOieiafoRsn Asia

OThe French bakery project in Vietham
OHead of Headquarters’ H&C Programme

Resources

OPresentation IECD Social Enterprise Working Group
Final report
OGuide to setting up an LBF school - Preliminary stages

O+HDG RI +5 LQ ODGDJDVFDU

OGuide to setting up an LBF school - Fundamentals

of the project

OArticle Social enterprise at IECD

MONITORING

ENTERPRISE SPATIAL PLANNING

— ——

e 'UDZ XS WKH DGPLQLVWUDWLYH A®© Braw up alist of the equipment
IRU VWDWXV DQG FHUWLAFDW LR Q V needed with professionals

SETTING UP THE TEAM COMPANY LAUNCH AND ASSESSMENT

-V 2 2

« Identify a governance structure » Adapt training programmes » Develop tools for monitoring
VSHFLAF WR WKH FRPSDQ\ to the company internal procedures

» Draw up the business plan » Create functional » Recruit and train staff « '"HAQH WKH RSHQLQJ WHUPV

and strategic positioning and educational spaces : : and conditions
» Recruit a business expertto launch

¢ Carry outinternal procedures « Buy equipment the company

Update the business plan regularly

Create business management tools
» Organise the opening: events

: : o
« &UHDWH D FRPSDQ\ VSHFLAF R
bank account

CONNECTION WITH THE PROFESSIONAL WORLD CONNECTION WITH THE PROFESSIONAL WORLD




SHFRPPHQGDWLRQV IUR

. MANAGING A SOCIAL ENTERPRISE SCHEME S 5

Managing a social enterprise is complex and involves running a real business while keeping the educa - OTrain management to run a social enterprise.
tional aspect at the heart of decision-making. This educational aspect has an impact on the manage -
ment and development of the enterprise and requires a constant balance to be maintained between
entrepreneurial management and training. The aim of managing a social e nterprise is to make it
independent so as to ensure that young people continue to receive quality training.

OTake the time needed to train trainers and young
people in the technical basics.

ONetwork social enterprises.
ODevelop and certifying training courses for trainers.
OPosition slightly below market prices.

OFavour framework contracts with enterprises to promote
control of its production.
PUBLIC P

_l/_ ORegularly ask customers for feedback on product and
service quality.

RED FLAGS é

v

OAvoid a significant work overload for the teaching

o @ team by structuring the training schedule around the
Objectives Methods @ social enterprise.

SOLUTION
—,—

The social enterprise with an educational vocation All training centre teams

OEnable the structure to be independent Management of a social enterprise can take several forms: OAnticipate the impact of rising energy and raw material

ODevelop a showcase company OGreater or lesser involvement of the local partner in the governance prices to adjust purchases and optimise production costs.

to demonsirate the quality of your training of the company OAvoid demanding too high a level of quality from the
OExternal recruitment or internal training of company staff company, to the detriment of its long-term survival.

OPrevent young people from dropping out due to the
difficulty of the training by increasing the number of
work experience placements.

Performance indicators Key success factors TKH EHOHAWY BRI WKH VROXWLRQ oSeparate training costs from company costs so that Projects of reference
OSelf-financing rate OA constant link with companies ODiversification of learning models training costs do not destabilise the company because ©075(03/,1 0$' DQG /D 5L]LqgUH SURMHFWYV LQ 0DGD
ONumber of annual customers O5HIXODU WUDLQLQJ IRU VRBIHBXFLQJ SUDFWLFH UHODWHG it cannot bear them. OHCTC projects, La Boulangerie Francaise in Vietnam
O5DWH RI SRVLWLYH RXW S x&Rt€sprise management production waste OAnticipate an exit strategy with the partner to empower Head of Headquarters H&C Programme
- ; ) : : the social enterprise OHead of Operations in Asia
ONumber of private OA balance between training OFinancing good quality equipment prise. OHead of H&C in Madagascar
partnerships signed and business
ONumber of young people ©0Ongoing training for trainers
involved in production for sale Resources
OOperations Training Manua: training the trainers OGuide to setting up an LBF school - Preliminary stages
OPresentation IECD Social Enterprise Working Group OGuide to setting up an LBF school - Fundamentals
Final report of the project

GOVERNANCE TRAINERS YOUNG PEOPLE BUSINESS MODEL MONITORING/EVALUATION

22 Vo -V -V 2

Train social enterprise management « Draw up atraining plan * Repeatthe basic gestures » Create a sales plan with a strategy, » Monitor production costs
in business management for each trainer every day schedule and resources DQG FDVK ARZ

Build a skills transfer strategy » Send trainers on regular immersion » Develop a mentoring system « Diversify its methods: continuing » Send qualitative surveys
visits to partners for young people education, etc. to partner enterprises

Develop mentoring between private

and social enterprise » Promote peer-to-peer training » Teach young people how + 6HSDUDWH WKH AQDQFLDO VLGH RI WUDLQLQJ
via networks to manage stress in the workplace from the business side

CONNECTION WITH THE PROFESSIONAL WORLD: CONNECTION WITH THE PROFESSIONAL WORLD




SETTING UP A MENTORING PROGRAMME

SHFRPPHQGDWLRQV IUR

RED FLAGS réw

BEST PRACTICES @

Mentoring plays an essential role in supporting young people as they make the transition to the world [/ [/

RI ZRUN ZKHUH WKH\ FDQ RIWHQ AQG LW GLIAFXOW WR DGDSW LQ D FRPSDQ\ ZKHV%Enlgu%tr%t?/ox%gng%Hel\étr%iog'ggr%ils_le%vv\v,ith DQ
apprenticeship or once in their job. As a complement to their training, it offers sympathetic and educa -
tional support, focusing on learning by "doing" enables young people to better understand the expec -

ning i OPrevent young people from dropping out or mentors
from becoming disengaged by adapting the format

and schedule to take account of the availability of

market opportunities.

one-to-one Interviews an

WDWLRQV Rl WKH SURIHVVLRQDO ZRUOG ZKLOH EHQHAWLQJ IURP SHUVRQDOLVHGOSiEéj?“f_"l‘—”ﬁW@%Soﬂeﬁ‘?—‘i—m}lF A (:’g?;i\lfeZRuN\g,oungpeop|eandmemors(pracusingprofessiona|s),

SOLUTION
—,

Mentoring, pairing up a working professional with a young
person undergoing training or in the process of integration

Objectives @

OSupport young people to improve their integration into the world of work

young people’s employability

OFacilitate the integration of mentees through the mentor’s professional network
OHelp young people to define their career goals and set up concrete action plans

Performance indicators

ONumber of mentees completing
the programme who have
found a job

OMentee attendance rate

OSatisfaction rate of mentees
and mentors

Key success factors

OClear programme objectives and
rigorous selection of young people

O Suitable premises, resources and tools

OThe involvement and commitment
of mentors

OFlexibility in the implementation
of activities, taking into account
the availability of stakeholders
(mentees, mentors, facilitators
and member enterprises)

OSetting up a structured framework
defining the rules for support
and the responsibilities of each
party (charter, contract, etc.)

Method @@

OEach mentoring programme can deploy
OBHLQIRUFH SURIHVVLRQDO DQG RU FURVV GLVFLSOL @&nhdishitlafe @pécific@Gisn&e8d) R Y H

professions to lea
effective support. OChoose a space that is inaccessible to everyone risks
limiting meetings and exchanges, by excluding some of
the participants for practical or geographical reasons.
This can also hamper collective commitment, reduce
the impact of actions undertaken and reinforce inequal -

ities in access to information and opportunities.

OStrengthen the young people’s job-seeking skills through
the mentor’s support.

BENEFICIARIES
—

OEncourage independentyoung people to find a mentor
themselves, for example during a work placement or
a networking event, while inviting them to inform their
establishment/structure to formalise and structure this
relationship.

Young people in training,
looking for work and/or
already in work OPrevent problems of disengagement by putting in place

a mentor/mentee commitment charter to validate
the adherence of both parties to the support bound -
aries and to avoid any exposure to abuse by creating

a benevolent framework and quality support.

OPrevent the risk of misalignment between the objec -
tives set and the actions taken, and the loss of crucial
information, by setting up a mentor’s logbook, a sign-
in sheet and minutes of each session.

7KH EHQHAWYV RI WKH VROXWLRQ

OPrivileged access for participating
enterprises to emerging
talent trained as part of the
mentoring programme

Projects of reference

OProfessionals developing their
leadership skills by guiding
and sharing their experiences
with young people

O5(/,(() SURMHFW LQ 5HSXEOLF RI WKH &RQJR LQ DVVRFLDWLRQ ZLWK 8QL&RQJR
OSESAME project in Madagascar

Resources

OPresentation Mentoring, the key to success for young people and enterprises

RECRUITING

PROGRAMME DESIGN

——

« Draw up a schedule of activities
RQ andmentoring arrangements (duration)

Contact and communicate
with universities, companies and
individuals to present the programme

* Propose amemorandum
V R X U 6f Hnderstanding for signature

CONNECTION WITH THE PROFESSIONAL WORLD

MENTORS
AND MENTEES

——

« Discuss and present the programme
to students

Send a registration form

Select motivated young people

Contact companies or former students
to present the programme

Recruit willing and available
mentors through interviews

MENTOR TRAINING

——

» Organise training sessions
for mentors on best mentoring
practice and on subjects
relevant to young people
(skills development,
career management, etc.)

Maintain regular contact
with mentors

IMPLEMENTING
THE PROGRAMME

——

* Launch the programme
DW DQ RIAFLDO HYHQW

Present the programme
and frequency of meetings

Network between mentees
via WhatsApp and Facebook groups

CONNECTION WITH THE PROFESSIONAL WORLD

ASSESSMENT
AND ADJUSTMENTS

——

» Setup evaluation tools to measure
the impact of the programme,

Gather feedback

Adjust the programme according
to feedback from young people

Send satisfaction surveys




SHFRPPHQGDWLRQV IUR

TRAINING YOUNG PEOPLE IN JOB

SEARCH TECHNIQUES BEST PRACTICES ﬁ RED FLAGS ré.
V V

While vocational training enables young people to transfer the technical and behavioural knowledge OAdapt the content of training modules to the cultural OPrevent situations of inequality, discrimination and/or
associated with a profession, it may not be enough to facilitate their integration into the world of work. context and in the local language for better under - abuse by informing and training young people about
7KH\ PD\ FRPH XS DJDLQVW GLIAFXOWLHY OLQNHG WR WKH UHFUXLWPHQW SHULRG L Wandingilassikilptipritmecgseay.L QJ WKHLU P R W Ltteprightsrsgandidates.
and skills in the labour market, passing a job interview or simply organising their search for an opportunity. Oldentify aguidance and integration advisor within each OSupport young people in managing the stress asso -
7KHUH LV WKHUHIRUH D UHDO QHHG WR FRQWLQXH VXSSRUWLQJ \RXQJ SHRSOH LQ W&(H L8l 1H 5 RIWRVWX B\SR AR GR WAKIHS HUR 8 O MiMegMiRIR4 jahGeaith, @ Xvoid demotivation and
al basis and train them in active teaching, guidance, disengagement, and thus promote their well-being.
integration and Yanous eduF:atlona.ll thgmeg (support OHelp young people identify misleading or insecure job
SOLUTION BENEFICIARIES posture, educational authority, active listening, etc.). offers, in particular low-paid internships or contracts with
OProvide a computer room for formatting CVs and poor working conditions or little future, so that they do
l/ l/ cover letters. not enter non-decent employment.

"Getting into work " training module as part of the PATHS
for the future course, aimed at facilitating the employability
RI EHQHAFLDULHY DQG SURPRWLQJ GHFH
and professional integration

Olnvolve partner companies in simulated interviews to
For the general public ensure scenarios as close as possible to the realities of
the labour market and recruitment needs.

OTrain young people to use employment platforms
where they exist.

OEncourage young people to take part in events such
L . as forums, conferences and job forums to meet people
Objectives Terms and conditions @ . J peop
and create a professional network.
OTrain young people in job-seeking techniques and approaches OFace-to-face, using a wide range of teach -
to facilitate their employability ing activities: mock job interviews, CV writing,
OHelp with writing CVs or cover letters group work, etc.

ODevelop your professional network
OPrepare and support young people to succeed in their job interviews
Olnforme young people about their rights and duties as employees

‘ Projects of reference

Performance indicators Key success factors 7KH EHQHAWY RI WKH VROXWLRQ ODNC project in Tunisia O Expertise in education and employabiliy
ONumber of people with relevant OA single contact person OA modular and adaptable O+5 SURMHFW LQ 0DGDJDVFDU

tools (CV, cover letter, etc.) identified for the implementation training programme

for their job search of the modules OTeaching and session sheets

. . . Resources

ONumber of people able to present Olntegration of modules available for quick use

their career path and skills in line into technical, academic ©1 module with teaching sheet from the PATHS OSupport booklet for building a career plan

with the job identified during or vocational training courses for the future course "Getting into the workplace" OExample Life Skills Manual

a job interview Training young people in job-seeking techniques

O5DWH RI HQWU\ LQWR HPSOR\PHQW
or self-employment

DISTRIBUTION

AND FOLLOW-UP
REVIEWING DRAFTING CVS JOB INTERVIEW OF APPLICATIONS

THE CAREER PLAN RAISING AWARENESS AND COVER LETTERS SIMULATION

— — — v -

* Help young people to communicate
« Review with young people the elements * Lead sessions on the rights * Lead sessions on writing CVs * Lead sessions on simulated and circulate their applications within
they have worked on in their career plans and duties of employees and and covering letters jobinterviews partner company networks and
an introduction to entrepreneurship

* Planatraining session on digital tools + Support and empowering young + Invite professionals to take part social/professional networks: Linkedin,

« Identify young people who are people in their search for jobs in these interviews as recruiters Facebook, alumni platform, etc.

interested in entrepreneurship that match their career plans to provide constructive feedback

: Organise a networking evening
DQG RIIHU WKHP VSHFLAF VXSSRUW

with all partners and alumni
to encourage interaction.

» Conduct integration surveys
CONNECTION WITH THE PROFESSIONAL WORLD CONNECTION WITH THE PROFESSIONAL WORLD
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SHFRPPHQGDWLRQV IUR

DEPLOYING AND RUNNING AN ALUMNI NETWORK BEST PRACTICES [6 RED FLAGS é

J)DFHG ZLWK D FRPSHWLWLYH MRE PDUNHW LW LV HVVHQWLDO IRU \RXQJ SHRSOH WR EIJ/QHAW IURP VHOI KHOS QHWZRURKV
that give them access to professionals in the same sector, from the same training centre, who can Olnvolve young people in designing the network based OEncourage young people to participate and create
of the alumni network and how it can be useful in the

Oldentify an "alumni" contact person to create a bond . .
integration process.

of trust, support young people in organising the event

and give impetus to the network. OLimit any legal risks, find out in advance about the legal
SOLUTION TARGET GROUP B ’ P aspects (rights and obligations) involved in setting up
OPlan and organise a wide range of activities (confer - q _ e
l/ l/ ences, fun activities, events, networking, peer-to-peer and running an association.
Setting up and running an alumni network helps to boost exchanges) on aregular basis to encourage ownership. Oln order to avoid external support and encourage

employability, access to job opportunities and
VHOI FRQAGHQFH RI \RXQJ SHRSOH WKD
RI QHWZRUN PHPEHUV ,W DOVR UDLVHV
centre by showing that the training is in line with the
expectations of the job market and offers of employment

the network to become autonomous, adjust the
support approach when the network is launched by
considering former students as professionals.

OUse a means of communication popular with young
people (social networks) to facilitate the transmission
of information.

Anyone leaving
a training course

OEnsurethe association’s financial sustainability, identify
sources of funding for its long-term support.

OCommunicate about the existence of the network as
soon as young people start training, highlighting its
importance for the future. OAvoid deploying an off-the-ground solution, ensure

OConsider the association as a partner in the project, that the methodology is adapted to the needs and

o . TVET centre or establishment. context of the network.
Objectives Terms and conditions @

OMultiply career opportunities and access the hidden job market 01 association created and managed
OCreate and maintain relationships between former learners, by former students
the vocational training centre, schools or institutions O5HJXODUO\ VFKHGXOHG IDFH WR IDFH DQG

or distance learning events on a variety
of themes in a warm, friendly environment

‘ Projects of reference
Performance indicators Key success factors 7KH EHQHAWY RI WKH VROXWLRQ o
0)$3%$5 SURMHFW LQ ORURFFR OLBF project in Vietnam

ONumber of events organised O Support for the launch of ©ONetworking and recruitment OSESAME project in Madagascar

by the network the association to encourage opportunities between people from
O5DWH RI SDUWLFLSDWLRQ 3%§"5% fibeiging among the same sector/training centre

organised by the network board members OUse of social media as a channel
©Number of opportunities obtained OTraining board members for exchange and communication Resources

through the jobs network to manage an association O Greater visibility for OSummary sheet Support in setting up an association OExample of how an alumni network works
O Traffic on communication channels OAn annual programme the training centre O([DPSOH 7G5 $OXPQL 'D\ OSample training programme for the alumni network office

(WhatsApp, Facebook, etc.) of activities tailored to the needs OTalks and testimonials from
OSatisfaction rate of former students of former students former students for young people

in training

CREATION PREPARATION
DEFINING THE FRAMEWORK OF THE ASSOCIATION ACTION PLANNING COMMUNICATION AND ANIMATION EVALUATION

2 -V 2 2 SV 2

« Organise a workshop with students » Find out about administrative procedures » Organise a general meeting » Setup mailing lists via student » Help young people to think about » Gather and analyse data
(from the same year) to raise awareness WR RIAFLDOO\ ODXQFK WKH DV VRF L@a#hased how to organise their activities on alumni satisfaction/engagement

Iﬁ%\?tlfy AR (vote on articles of association/

RI WKH EHQHAWYV RI DOXPQL QHWZR
« 7UDLQ PHPEHUV RI WKH RIAFH PDQDBEHPB@WDQG RIAFHUV
community leadership, etc.)

« Intervene and broadcast e *XLGH WKH RIAFH LQ PDNLQJ FR QW Débfefand readjust actions
« Organise a get-together for messages via social media DQG GHAQLQJ WKH VFRSH RI WKH Y DngteRssry
the different graduating classes » Gather and analyse needs from former (Facebook, WhatsApp), radio interventions (if external contributors)

DQG VHW XS DQ RIAFH trainees via integration surveys : o * Updatethe alumni database
» Leading activities

+ |dentify aresource person to support e The Board draws up a programme
WKH UROO RXW DQG GHAQH WKH DUHDV RI IRFXV of activities (activities, timetable,

, ience, venue, etc.
SOCIO-PROFESSIONAL INTEGRATION T E T TP T i) SOCIO-PROFESSIONAL INTEGRATION




SETTING UP A JOB PLACEMENT CENTRE

When they leave training, many young people face multiple obstacles in their pathway to socio-profes -
sional integration: insecurity, social isolation and a lack of material and relational resources. There is a
real need for comprehensive support via a springboard scheme, to help reduce inequalities in access

to quality employment.

SOLUTION
—,

A friendly, educational space in which young people
FDQ AQG WKH FRQGLWLRQV DQG DOO WK
to carry out their socio-professional project

BENEFICIARIES
—

Young people in training
or graduates looking for a job

SHFRPPHQGDWLRQV IUR

BEST PRACTICES @

V

Oldentify , during the needs analysis, all the socio-eco
nomic and cultural obstacles encountered by young
people in pursuing their studies or finding employment.

OHave the home’s educators and young people sign
an ethics charter and include the IECD’s policy on
protection against abuse, as well as a mechanism for
reporting complaints.

ODeploy a comprehensive support pathway for young
people based on their profile and the difficulties
they encounter in pursuing their studies or finding
employment.

OAllocate sufficient time in young people’s schedules
to benefit from the full support pathway.

OLimit mentoring to a maximum of 15 young people

RED FLAGS ré'

V

OPrevent young people from dropping out of school
by choosing homes that offer the right geographical,
safety and material conditions to help them achieve
their goals.

OAvoid families’ reluctance or opposition compro
mising young people’s participation or commitment
by validating their support for young people’s mobility,
particularly women.

OPrevent drop-outs or difficulties by checking that young
people have the financial capacity (from their families,
partners or the project) to cover their living expenses
(transportation, food, health) during the project.

ORegulate the presence of educators in the home to
limit the risks of dependency that can hinder young

people’s autonomy or, conversely, a lack of support
that can lead to failure or disorientation.

Objectives @

OProvid a framework for young people seeking to integrate successfully
into society and the world of work

OHelp young people into quality jobs

ODevelop the employability of young people

OEnable young people to pursue the education/training of their choice

Terms and conditions @@

OFace-to-face at integration support centres

04 to 6 months of preparation (completion of
prerequisites, steps 1 and 2) before welcoming
the young people

O Deployment of the support pathway through -
out young people’s studies/training/work
experience

per educator to ensure close monitoring (at least one

meeting per month, and as required).

OPrevent abuse by ensuring the protection of young
people (awareness-raising, rules, agreements) in homes
and with partners (training establishments, businesses).

OExtend support and accommodation for young people
after the scheme to facilitate their integration and/or
their search for accommodation once they are inte
grated (depending on their financial capacity).

Projects of reference
Performance indicators

O5DWH RI \RXQJ SHRSOH
in quality jobs

Key success factors

OA secure home with high-quality
hygiene conditions

O5DWH RI \RXQJ SHRSOH FRR SippbripatiQfdr young people
their training course tailored to their profile and life plan

7KH EHQHAWV RI WKH VROXWLRQ

OGreater access to high-quality
training and career opportunities

OSESAME project in Madagascar 0352 3XOVH SURMHFW LQ ODGDJDVFDU

OEmpowerment, resilience
- Resources

and adaptability of young people

OPractical Guide - Organising life in a boarding school

OExample of a selection procedure for young people

OExample of a selection grid for young people

O<RXWK WUDFNLQJ WRROB352 3XOVH

OPercentage of young people
in accommodation who recognise
the importance of overall support
in their success

OSample policy on awareness and protection
against abuse - ENG.pdf
O6DPSOH 352 3XOVH FKDUWHU SGI
O([DPSOH RI EXGJHW PDQDJHPHQW 352 SXOVH GH

OYoung people who are motivated
and supported in their project
by their families

O Getting young people into
high-quality jobs that are consistent
with their career and life plans

OA team of counsellors is present
in the hostel from time to time
to help young people become
independent and maintain
a group dynamic

HOUSEHOLD
IDENTIFICATION
NEEDS ANALYSIS AND EQUIPMENT

R -V B

*+ ,GHQWLI\ WKH SURAOH RI EHQHAF¢ Btldcthlace to live based » Promote the scheme to young people
and the obstacles to continuing RQ D VHW RI FULWHULD DQG VS H F L AvBDh& suRpQribf ambassadors:
school directors, former students, etc.

SELECTING
YOUNG PEOPLE

HOME FOR
YOUNG PEOPLE

——

» Organise integration activities
in the new environment
(travel and budget management)

ROLLING OUT
THE ROUTE

—,—

» Carry out an initial individual skills
assessment

MONITORING
YOUNG PEOPLE

—,—

» Carry out home visits and individual
follow-up interviews

their studies/entering the workforce

« |IT equipment
« Design the support path based » Selectyoung people
RQ WKH SURAOH VHH HQWU\ H[LW SURAOH (GOE, educators) on the basis
methodology) of a grid of criteria

« Offer coaching in employability
and personal development

» Assess progress before leaving

* Raise awareness of PPCA the scheme

« Co-construct the rules of the hostel
with young people

» Organise community, sporting
and cultural activities

SOCIO-PROFESSIONAL INTEGRATION SOCIO-PROFESSIONAL INTEGRATION




TESTIMONIALS USEFUL RESOURCES

"| feel well integrated into the professional world | have always aspired to.

7TKDQNV WR WKH 352 3XOVH SURJUDPPH RI WKH &DS VXU O-HPSORL SURMHFW
| realised that | could achieve things | never thought possible. For example,

managing my schedule and interacting with the people around me.

, DOVR NQRZ KRZ WR EH DGDSWDEOH DQG , KDYH JDLQHG VHOI FRQAGHQFH

7KH 5(/,(() SURMHFW VWUXFWXUHG RXU VXSSRUW ZLWK SHUVRQDOLVHG LQWHUYLHZVY IURP WKH PRPHQW
RI HQUROPHQW DOORZLQJ XV WR EHWWHU WDUJHW OHDUQHUV 7KH UHVXOW RXW RI \RXQJ SHRSOH DUH VWLOO
LQ WUDLQLQJ WKDQNV WR HQKDQFHG JXLGDQFH 7KH LQWHUQVKLS ERRNOHWY DOVR FODULAHG
their career plans, strengthening their commitment.”

7KDQNV WR WKH VXSSRUW RI WKH *XLGDQFH DQG 2ULHQWDWLRQ RIAFHU DW P\ LQVWLWXW
the Mehnati platform. After creating my account and uploading my CV, | applied for several job

opportunities, including an operator position at Liban Cables. Just two days later, | was contacted Employability Handbook | bitmigrant (wordpress.com)
foran interviewand-techn‘icaltests. I'm F’Jroud and (Ielxcitedtosharethatlgotthejob! This would JXLGH GH OHPSOR\DELOLWHF D F EF WRPH SULQW SGI ZRUGSUHVV F
not have been possible without Mehnati’s support.

tome-2.pdf (wordpress.com)
FIP Group - Vocational training
Home page of the ILO | International Labour Organization (ilo.org)

ILO_How to support a jobseeker Manual for employment
and career development advisers

"For nearly ten years, the Nexans Foundation, Nexans entities and the IECD have been working

together to provide education and training to local populations in Lebanon, Morocco and Resources - STRENGTHS Skills at work
5HSXEOLF RI WKH ,YRU\ &RDVW 7KLV SDUWQHUVKLS LV LPSRUWDQW WR PH IRU PDQ\ UHDVRQV ,W GHYHO
technical skills in countries that often suffer from a lack of quality training. It builds bridges between MedNC Network literature review - MedNC

Nexans employees and communities by promoting their involvement in training programmes,
visits by IECD students to Nexans factories, and even work placements. . , .-
Finally, this partnership is constantly evolving, adapting to the economic and social realities EFI Resources - 7. Developlng people 2 employablllty
of the countries involved. Thank you very much!"
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Semenrs d' averir

ABOUT THE INSTITUT EUROPEEN DE COOPERATION
AND DE DEVELOPPEMENT (IECD)

Since its creation in 1988, the Institut Européen de Coopération et de Développement
(IECD), an international solidarity organisation recognised as being of public utility,
has been supporting the human, economic and social development of the countries
in which it operates. With its partners in sub-Saharan Africa, the Indian Ocean,
the Mediterranean Basin and South-East Asia, it implements projects
in the fields of education and guidance, vocational training
and professional integration and entrepreneurship.

5HILVWHUHG RIAFH 2WKHU RIAFHV

c/o SCI PALAIS 2 rue Chaintron - 92120 Montrouge - France

D UXH GX IRVVp GHV

67100 Strasbourg - France 5XH -RVHSK %LDJJL ODUVHLOOH

www.iecd.org
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