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General In most European countries the average quality of educational systems is
. high. Still a remarkably high percentage of students leave schools without
Introduction -or at least with poor- vocational qualifications. Early School Leaving

(ESL), non flexibility of educational systems and the lack of esteem and
certification of non formal learning are challenges to deal with.

These problems are recognised in several European countries and the
urge to cope with these problems is high. ---Triple-F---

ESF Equal aims to establish equal opportunities for jobseekers and
employers. The program wants to use the advantages of transnational
cooperation to develop new ideas and methods to avoid discrimination
and inequality. By doing so, Equal hopes to influence both the policy and
the practice concerning employment and education.

Main participants such as local and regional government, public services
for education and employment, non-governmental organisations,
enterprises and social partners in a specific region or in certain sectors
will find each other within a development partnership. These partners
work together for certain issues and bring together their expertise and
experience.

Previous experiences have made it clear that sharing expertise on a
transnational basis can strengthen impact on the national level.

The three partners in the Triple F cooperation are well aware of this and
can benefit from previous actions.
Belgian partners have successfully worked under the Youthstart-initiative
developing alternative part time education for school leavers. The Dutch
partners have developed and adjusted an American working method for
supporting jobseekers and school leavers. The Finnish partners have
developed e.g. vocational guidance and non formal learning schemes
under the ESF-programs.
The three main goals of collaborating partners are
- developing new coaching and educational working models in
order to provide vocational qualifications for those who are
outside the labour market and educational provisions.
building up a multidisciplinary and regional network to support the
participation of young people and to enforce the actions within the
network through the individual guidance and consultation by the
coordinators.
to reduce drop-outs and to speed up the processes to seek
education and to improve practices in recognition of prior learning.

The joint work will be focused on dissemination of effective and concrete
methods and integration in educational structures. The objectives of
dissemination of effective and concrete methods, and integration in
educational structures are achievable in this transnational collaboration.
This will happen by delivering concrete outputs or products developed by
activities offered by the transnational partners.

The aim of the transnational cooperation is to promote alternative and
possibilities to obtain vocational qualifications. The impact should be
generic and have long-term impact.. It will be achieved not only by this
cooperation, but also by other initiatives and strategies as well.

This should result into
preventing drop out and stimulating qualified output in vocational
training systems for young people
better transition between educational systems and the labour
market
decrease drop out rates in a socio economic context.
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This manual gives a broad overview of national activities of collaborating
partners. The results of collaboration and the added value are highlighted.
Reading the manual may give the practitioner information on how tools
are constructed and how using them may help to achieve the goal of
reducing the number of ESL. The elaborate content table and declaration
of concepts will help the reader in detecting issues of personal interest.

The chapters in this report are organized according to a conceptual
framework. Explaining explains for activities and actors in a service
trajectory. In the model collaborating partners are the actors which deliver —-Triple-F—--
their services to primarily the young adult. In a sense the young adult is
the object of all activities undertaken in the network. Secondary,
information is exchanged amongst collaborating partners in order to
facilitate the primary process.

Actors are institutions which deal with the young adult; they provide
services which are often unique for their institution. For example dealing
with drug abuse or juridical issues requires expertise which is present in
the organization and is handled by consultants or professionals.

These professionals play a key role in maintaining a constant and
transparent flow of information about the individual's case. Multi-
professionalism (coherent and effective collaboration) helps in dealing
adequately with the issues at hand. Also communication skills are the
prevalent tools that professionals apply in reaching goals. The content of
service delivery in countries such as described in this report has
developed in a cultural setting and my therefore vary a lot. Assembling a
concrete service trajectory requires selection of necessary services. In
other words the service network is used selectively and efficiently. All
these issues will be discussed in this report.

In the next chapter collaborating partners in the project present their
project. In the second chapter the work of professionals is highlighted and
placed in the context of the service delivery network. In the third chapter
the network itself will be described. The fourth chapter highlights
specialities of the national projects. In the final chapter findings are
discussed in a larger framework.

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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= Tyopajayhdistys

Triple F
Transnational partnership between Finland, Flanders
(Belgium) and Friesland (The Netherlands)

Finland

ESF Agency Finland

EQUAL projects Finland

Valtakunnallinen tydpajayhdistys  -National Workshop

Association (A non-governmental organization that produces training,
development and publicity services in the field of workshop activities and social
employment for its member organizations and interest groups.)

address: Asemapaallikbnkatu 1 FIN-00520 Helsinki
phone:+358-20-7552686 fax number: +358-20-7552692
e-mail: tyopajayhdistys@tpy.fi www.tpy.fi

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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Opeko

CPETUSALAN KOULUTUSKESKUS
UTBILDNINGSCENTRET FOR UNDERVISNINGSSEKTORN
INATIONAL CENTRE FCR PROFESSIONAL DEVELOPMENT N EDUCATICN

OULUN SEUDUN
AMMATTIOPISTO

Jupiter

tytvalmennus arbstsorientering

WAASAN AMMATTIOPISTO
VASA YRKESINSTITUT
VALRA VOCATIONAL INETITUTE

TEKEVA

parbaal puolell

AOuLU

Opetusalan koulutuskeskus Opeko-

National Centre for Professional Development in Education
(Main activities: in-service education and organisational development
programmes, implementation of national educational policies, national and
international cooperation and networking skills, national and international

conference services)

address: Pyhajarvenkatu 5 A FIN-33200 Tampere
phone:+358-50-4109318 +358-50-4109317

fax number:+358-3-2534434

e-mail: juha.oulujarvi@opeko.fi eino.hietalahti@opeko.fi

www.opeko.fi

Oulun seudun ammattiopisto-

Oulu vocational college

address: Uusikatu 2

FIN-90100 Oulu

phone:+358-8-3126170 fax number: :+358-8-3126179
e-mail: virpi.pikkuaho@osao.fi www.0sao.fi

Jupiter-foundation

(workshop for e.g youngsters in Vaasa)

address: Meijerinkatu 2-4 IN-65100 Vaasa

phone: +358-6-325 4600 (center) fax number; +358-6-3254618

e-mail: info@jupiter.fi www.jupiter.fi

Vaasan ammattiopisto-

Vaasa vocational institute

address: Sepankylantie 16 FIN-65100 Vaasa

phone: +358-400-968004 fax number:+358-6-3267912
e-mail: riikka.paalosmaa@vao.fi www.vao.fi

Omaura ry-
Own Career Association
www.omaura.fi

Tekevéa —foundation

(workshop in Jyvaskyld)

address: Vaajakoskentie 9 FIN-40320 Jyvaskyla
phone:+358-14-3337000 fax number:

e-mail: tekeva@tekeva.net www.tekeva.net

The youth affairs department in the city of OQulu
workshop activities

address: POST BOX 16, 90015 Oulun kaupunki
phone:+358-8-558 48200 (center)

fax number: +358-8-558 48299

e-mail: nuorisoasiainkeskus@ouka.fi
www.ouka.fi/nuoriso/tyopajat

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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Flanders: region and community of Belgium

DBO is a service of the department of education of the Flemish Community.
Being part of the entity Institutions and pupils secondary education and adult
education DBO concerns vocational education in its widest context.

H. Consciencegebouw

Koning Albert IlI-laan 15 2A — B-1210 Brussel
tel.: 0032 25538700 fax: 0032 25538845

E mail : dbo@ond.vlaanderen.be
www.ond.vlaanderen.be/dbo

oV

JANUS

The Equal project JANUS wishes to develop, test and integrate methods and
instruments to implement an efficient form of alternance training in the Flemish
policy through a lemish and transnational partnership for youngsters that
choose for this kind of educational concept.

www.ond.vlaanderen.be/dbo/projecten

ESF agency Flanders

Gasthuisstraat 35 (5e verdieping) — B-1000 Brussel
Tel. 0032 25462211

Fax 0032 25462240

E-mail: info@esf-agentschap.be
www.esf-agentschap.be

EQUAL project Flanders
ESF-Agentschap vzw
Gasthuisstraat 31 (9e verd) - B-1000 Brussel

E-mail: info@equal.be

www?2.vlaanderen.be

OVSG

Onderwijssecretariaat van de Steden en Gemeenten van de Vlaamse
Gemeenschap. Secretariat for educational issues of cities and communities in
the Flemish Community.

Ravensteingalerij 3, bus 7, B-1000 Brussel
Tel. 0032 25064150 - fax 0032 25021264

E mail: inffo@ovsqg.be
www.ovsg.be

Het Gemeenschapsonderwijs GO!

The public school system of the Flemish Community is one out of three
educational umbrella organisations that is recognized by the Flemish
Community.

Emile Jacgmainlaan 20 B-1000 BRUSSEL
Tel.: 0032 27909200 Fax: 0032 27909201
www.gemeenschapsonderwijs.be

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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VORMINGSCENTRUM YOOR

entrum voor
aal en
nderwijs

Vlaams Verbond van het Katholiek Secundair Onderwij s —
Flemish Union of the catholic secundary education

Guimardstraat 1, B-1040 Brussel

Tel. 0032 25070631 Fax. 0032 25113357

E-mail: vwkso@vsko.be

www.vvkso.be

Provinciaal Onderwijs Vlaanderen
Provincial education Flanders

Koloniénstraat 18-24 b5 B-1000 Brussel
Tel: 0032 25141900 - Fax: 0032 25126636

www.pov.be

EDUplus
EDUplus is an umbrella organisation for the four Funds concerning training and
education in the Agricultural sector.

's Gravenstraat 195 B-9810 Nazareth
Tel: 0032 92452840 Fax: 0032 92452846
Email: info@eduplus.be

www.eduplus.be

IPV
Initiatifs for professional education in the food industry is the training center of
the food industry.

IPV vzw

Birminghamstraat 225 B-1070 Anderlecht
Tel: 0032 25288930 Fax: 0032 25288940
e-mail: info@ipv.be

www.ipv.be

FVB Fonds voor Vakopleiding in de Bouwnijverheid
The Fund for vocational training in the building industry.

Koningsstraat 45, B-1000 Brussel
Tel.: 0032 22100333 - Fax: 0032 22100399
E-mail: info@fvbffc.be

www.debouw.be

Arktos

Coordination service

Valkerijgang 26 B-3000 Leuven

Tel. 0032 16295774 Fax 0032 16295919
info@arktos.be

www.arktos.be

Centrum voor Taal en Onderwijs

The Centre for Language and Education
Blijde Inkomststraat 7 B-3000 Leuven
tel.; 0032 16325367 fax: 0032 16325360
e-mail: nt2@arts.kuleuven.be
www.cteno.be

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
and equal opportunities and by investing in human resources
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ROC' AVENTUS

Friesland Province of the Netherlands

Municipality of Smallingerland  and The Regional Report- and
Coordination function to reduce and prevent early school-leaving
in the Friese Wouden region (RMC)

PO Box 10.000, NL-9200 HA Drachten

Tel: 0031 512 581 397

Fax: 0031 512 581 533

E-mail: k.kooijman@smallingerland.nl

ROC Friese Poort

Organization for senior secondary vocational education
PO Box 15, NL-9200 AA, Drachten

Tel: 0031 512 58 57 77

Fax: 0031 512 58 57 40

E-mail: gvanhoving@friesepoort.nl

ROC Aventus

Organization for senior secondary vocational education
PO Box 10099, NL-7301 GB Apeldoorn,
Tel: 0031 55 526 99 01

Fax: 0031 55 526 99 52

E-mail: r.urbach@aventus.nl

Cwi

Centre for Work and Income Northern region of the Netherlands
The contact for WorkSkills in the Netherlands

PO Box 10050, NL-9203 ZW Drachten

Tel: 0031 512 769 396

Fax: 0031 512 769 391

E-mail: marry.nagtegaal@cwinet.nl

RBO Groningen

Intermediary in education

PO Box 351, NL-9700 AJ, Groningen
Tel: 0031 50 526 29 00

Fax: 0031 50 525 97 77

E-mail: m.vanderlinden@rbogroningen.nl

TNO
Knowledge for business, i.e. to apply scientific knowledge with the aim of
strengthening the innovative power of industry and government

PO Box 718, NL-2130 AS, Hoofddorp
Tel: 0031 23 554 99 60

Fax: 0031 23 554 93 02

E-mail: roel.cremer@tno.nl

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
and equal opportunities and by investing in human resources
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Project WorkSkills

Fiakgt PO Box 10.000, NL-9200 HA Drachten
% @ Tel: 0031 512 581 397
Z@‘;;# Fax: 0031 512 581 533

E-mail: k.kooijman@smallingerland.nl

FLOOR
Organization specialized in communication with adolescents

DeVriendschapl15, NL-9723 ZE, Groningen
F LOO R Tel: 0031 050 5891149
E-mail: h.ledeboer@onthefloor.nl

jongerencommunicatie info@onthef|00r.n|
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Chapter 1:
Introduction
of the
partners in
Triple F

FINLAND
PRESENTATION OF
THE TWO
NATIONAL
PROJECT
ORGANISATIONS

Opetusalan
koulutuskeskus

National Centre for
Professional
Development in
Education

Early school leaving and connected matters are a hot issue in most
European countries, and the higher the age of school attendance the
more it may be a problematic topic. In Finland, Flanders and Friesland it is
not different.

Triple F was a nicely chosen acronym for the first letters of three names of
collaborating partners. However with respect to Friesland it should be
noted that this name refers to a province, whereas the F for Finland refers
to the country and the F for Flanders refers to the Flemish region of
Belgium. The province of Friesland was initiator in the Triple F project,
however with respect to policies and actions reference is made to the
Netherlands as a whole.

Although there are comparable problematic situations, educational and
social welfare structures, evolutions and cultures differ. So therefore each
country tackles the phenomenon in a rather specific way, putting specific
accents, linked to specific target groups. Still we can learn from each
others' experiences, we can get inspired and we can find new windows to
cope with specific situations.

In this chapter we will give a general description of the national projects of
the Triple-F partners and provide a framework for the following three
chapters. There we will deduce from the national projects relevant
information and discuss aspects, such as professionalism, networking and
trajectory guidance.

The National Centre for Professional Development in Education and
National Workshop Association.

In OPEQUAL—project there are more than 10 organisations involved
locally and nationally.

Two of these work nationally and internationally, in the following these
organisations are presented.

The main activities:

in-service education and organizational development programs

implementation of national educational policies

national and international cooperation and networking skills

national and international conference services
The main target groups of the Centre are managers, teachers,
administrative staff and other professionals working in the education
sector. The number of educational staff is about 45 people with strong
experience and qualified expertise in various sectors of education and
administration.

The Centre’s services include planning, implementing and managing
courses and seminars, organising conferences, disseminating and
publishing the findings of research, innovating and promoting national,
regional and local development in education.

An important aim of the education programmes and courses is to support
the development processes of the client organisation as a whole, in
integrating their management, planning and operational systems,
teachers' work, learning environments, student guidance and counselling,
and working life relations.

The Centre’s nearest national cooperation partner is the National Board of
Education. Additionally, the Centre’s networks include regional and local
educational authorities and consortia, Vocational Colleges and
Polytechnics, Vocational Teacher Education Colleges, Comprehensive
and Upper Secondary Schools, Adult Education Institutes, Universities

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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and their Continuing Education Centres in Finland.

At the international level the Centre has formed well functioning networks
with several expert institutes and organisations in other European countries,
in the USA, the Baltic countries and Russia.

These contacts are maintained by organising international seminars and by
participating in the European Union and other education programmes.

VAASAN AMMATTIORISTO
VASA YRKESINSTITUT
VALEAVOCKTIGHAL RETITUTE

This organisation was founded by workshop professionals in 1997. It is a
non-governmental organization that produces training, development and
publicity services in the field of workshop activities and social employment
for its member organizations and interest groups. The goal is to support

the development of the know-how and professional skills of both i,
.* # Valtakunnallinen

Valtakunnallinen
TyOpajayhdistys —
National Workshop
Association (NWA)

Membership
services

organizations and workshop workers through close cooperation with the " Topajayhdistys

field. The association keeps office in Helsinki.

The NWA strives to be a communicator, trainer and developer while
inspiring discussion and building bridges between workshops, authorities

. L X > . L ESR
and public administration. The association’s three fields of activity —
membership services, Balanssi Akatemia training, and projects — serve
collaborating partners as well as members. 0|lek0

Co-operation with other actors of social employment aims to develop the
entire field, one example being a publication on key concepts.
Development occurs also with international partners.

The association develops and supports the general preconditions for
employment and spontaneous initiative as well as the development of
workshop activity and social employment. The target group includes the
young with poor education and employment opportunities and
unemployed adults.

The starting point for activity includes a communal, customer-oriented
approach together with shared experiences that aim at improving an
individual’s ability to act and work.

The member organizations of the NWA include workshops under the
administration of rural districts, foundations, associations and various
communities. The aim of membership services is to produce services that
support the general development of the member organizations. The
association’s regional coordinators are responsible for regional network
cooperation. Theme networks develop working methods, and member
organizations can participate in the overall development of the field in
various development groups. The association produces literature and
publications to meet the needs of its members and distributes current
information through its website www.tpy.fi and electronic newsletters.

National Workshop Days are the most important annual event in the field.
Other seminars, development days and training events organized by the
association are important fora of interaction for workshop professionals.

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
and equal opportunities and by investing in human resources
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Training,
consulting,
publications

Projects

About workshop
activities

Opequal project:
a new start
on a new path

The association Balanssi Akatemia produces training and consulting
services and publications, books and reports that support the training
work. Training and consultation is customized to suit the needs of clients
and target groups. Social employment and workshop professionals are
responsible for the training.

Balanssi Akatemia has gathered information about work and individual
training into publications that deal with the basics and practical
applications of training. The series continues. The latest information is
available a www.tpy.fi. Balanssi Akatemia’s training for work and
individual trainers is the first Finnish work community training aimed for
social employment professionals.

The aim of the association’s development and project work is to support
member organizations in a constantly changing environment. The projects
develop organizations’ overall quality, new methods, procedures and
forms of collaboration. Project ideas are worked out and carried out
together with members, interest groups and collaborating partners.

The rapidly growing project activities consist of the association’s own and
partnership projects that emphasize networking and multiprofessionalism.
Collaborating partners include the National Slot machine Association, the
Ministry of Education, the Ministry of Social Affairs and Health, the
Evangelical Lutheran Church of Finland and in partnership projects the
European Social Fund.

A workshop is a community in which work, training and guidance services
are used to improve an individual's life management skills and readiness
to seek education and employment.

In addition to practical work, work and individual training have been
established as means used by workshops. Work training develops the
individual's work skills and capacity for work while individual training
supports the development of action competence and control of everyday
life.

Methods include rehabilitative work, work experiments, internships,
additional or special training, apprentice training and “first step” activities
for clients with special needs especially in the life management sector, or
workshop school.

In a workshop the mapping of a trainee’s current life situation is
comprehensive and measures taken are tailored to fit each trainee’s
needs. The period spent in the workshop is a part of a service entity in
which authorities such as labour administration and social services work
together.

There are approximately 200 workshops in Finland. They are maintained
by rural districts, foundations, and various associations and communities,
and have 10.000 — 20.000 trainees annually. Workshop customers
include young individuals who are either unskilled or need work
experience, and adults whose capacity for work and/or action has been
diminished.

The Opequal project produces operating models for such as the
education of youngsters and prevention of social exclusion. It seeks and
generates new operating models and promotes local solutions. The work
is based on practical learning, social inclusion and openness.

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
and equal opportunities and by investing in human resources
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Help and support
on the way

Activities in
regional networks

Target groups

Objectives

Operating area
and period

The project works with unemployed young people who have not found a
place in vocational education after comprehensive school, who have
dropped out of secondary level vocational education or who have
encountered problems with their basic education or vocational studies.

Opequal tests and develops new methods, operating models and
alternative paths for starting vocational studies, continuing interrupted
studies and obtaining professional qualifications. The activities produce
support and learning methods and provide a supportive network to help
the student along the way.

The objective is to produce a model showing how the activities of
workshops can be rearranged to better correspond to the curricula of the
learning institutes, so that each unit that the student passes can be
recognised as part of his or her studies. This is why systems such as
practical demonstrations in the workshops and other evaluation systems
are being developed.

The project aims at improving the vocational skills of the actors and
creating more close-knit co-operation practices in the network. The basic
idea is to enhance a wide-ranging co-operation to make it into a
partnership in which the actors make plans, are committed, act and find
individual solutions in co-operation - instead of just exchanging ideas and
presenting their operating concepts to one another.

Opequal involves three regional networks consisting of workshops,
comprehensive schools, vocational and special vocational institutes as
well as the representatives of the Employment Office and Social Welfare
services. The activities of the network cover e.g. recruitment of
participants and establishing their situation at the start, support in life
control, vocational guidance and education, and evaluation and
recognition of learning. The regional networks operate in the region of
Oulu, Vaasa and Jyvaskyla.

teachers, tutors, workshop instructors (both individual and job
coaches)

Indirectly, social workers and employment authorities as well as
young people having dropped out or at risk of dropping out of
school.

To develop operating models for guidance and education in order
to obtain professional qualifications for young people who find it
difficult to adjust to standard forms of education.

To build up a multi-disciplinary regional network of co-operation to
support the involvement of the young people and to renew the
network's activities through the network co-ordinators' work.
Reduce the incidence of dropping out and accelerate the process
of seeking a place in education.

national
1 November 2004 - 31 December 2007
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Development
partnership

FLANDERS

ANALYSIS OF THE
ISSUES WHERE
THE JANUS
PROJECT IS
SITUATED

Alternance training
in full-time and part-
time secondary
vocational
education.

National Centre for Professional Development in Education
Opeko (administrator)

National Workshop Association

My Own Career Association

The Tekeva Foundation, Jyvaskyla

The Jupiter Foundation, Vaasa

The Centre of Youth Affairs of the Town of Oulu with its partners
local institutes of learning in vocational institutions and
comprehensive schools in Oulu, Jyvaskyla and Vaasa

local employment/social welfare offices/labour force service
centres

The project as a whole comes within the compass of the reduction of the
number of qualified school leavers and the improvement and
strengthening of the relations between schools and industry/services.

If pupils are to obtain higher school qualifications, they will have to be
stopped from leaving school before having finished their studies. Scientific
research (in European context) shows that the quality of Flemish
education is very high. But it also shows that pupils experience a very low
level of well-being at school. This lack of well-being may be caused by
several factors. One of them certainly is the existing gap between school
and real-life working situations. We are convinced that a number of pupils
who now leave school without (or with very low) qualifications do so, not
because they are tired of learning but because they no longer fit within the
specific school culture.

Apart from the pure educational issues, there is the problem of connection
between education and industry. Youngsters are not trained well enough
to be practitioners; they lack certain attitudes that are necessary to
function in a factory or in the services industry. A formal alternance
training system could solve this problem.

The methodology which is most apt in this scenario is one where the
expertise of the different actors is combined with the development of
products and methodologies to stimulate and implement eventually formal
alternance training in full time vocational training schools as well as in part
time education.

Under the Janus-umbrella, we distinguish five sub-projects, aimed at
youngsters between 15 and 20 years of age, in different types of
secondary education.

By - among other things - making a better combination of school and real-
life work situations in factories/services, we hope to enhance the
motivation of pupils to continue their vocational training, and in doing so
obtain higher qualifications.

To develop, test and integrate in Flemish educational policy, methods,
instruments and resources with which co-operation agreements between
schools and factories/services a fully fledged and efficient form of
alternance training can develop by means of a Flemish and Transnational
Cooperation Agreement.

If we want to give the concept of alternance training the fair chance which
it deserves, adjustments must be made.

This overall objective can be broken down into a number of concrete
goals:

To create a large basis in society for the concept of alternance
training

To promote the concept of
factories/services/schools

To trace already existing forms of alternance training in Flemish

alternance training in
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training curricula in
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Individual
Transition Plans for
youngsters in
special needs
secondary
education

Partnership .

About DBO.

vocational training

To map existing difficulties concerning implementation of
alternance training

To develop a teaching strategy which fully integrates alternance
training

To develop methods of supervision and coaching in order to give
concrete form to the co-operation agreement between schools
and factories/services

To develop methods of supervision and coaching for pupils who
are not ready to start in a regular work environment

To start up, stimulate, support and evaluate a limited number of
co-operation agreements which introduce alternance training in
schools/factories/services

Youngsters, who aren’t ready for formal alternance training, will be guided
by presenting them a preliminary trajectory with eventual goal to lead
him/her to some kind of employment.

More and more, schools and centres for part time education are
confronted with youngsters with capacities, skills and the right attitude but
they can't find a job because of poor linguistic skills. In some cases they
are even unable to follow the training part of the education, which reduces
their chances to succeed to zero. Trainers and guides often lack the
methodology to handle these issues. Non-formal education and coaching
can fill this gap, in order to help youngsters in the most efficient way
possible.

By using the formal alternance training, a truly integrated approach gains
an extra dimension. This also means that the situations and contexts, in
which youngsters obtain competences, are not only found in schools but
also on work experience places. The integrated approach is not only very
interesting but also possible. It demands a much more thorough
communication between schools and industry than we have known up till
now within the framework of e.g. the work experience placement. A
method will be developed to translate knowledge into competences within
the alternance training.

Whether formal alternance training is offered in full time normal or special
education, or in part time secondary education, in linear or modular form,
an individual training trajectory is necessary for each youngster, where
every youngster chooses the learning path that suits best his own
possibilities and style of learning. Within the framework of the Janus
experiment, an individual transition plan for youngsters in special needs
education, training form 2, will be developed.

In order to activate this line of work, cooperation of the larger educational
suppliers, three sectors (building industry, horticultural sector and
industrial food industry), and the scientific support of the Centre for
Language and Education, as well as two social organisations (VZW
Arktos and Groep Intro) has been established.

A limited number of schools and companies will try out the concept in the
second phase of the project.

Our service in the department of education the “DBO" (Dienst
Beroepsopleiding, Service for Vocational Training — Flemish Ministry of
Education and Training) has gained large experience in managing
projects by participation in and acting as promoter of (transnational)
partnerships. DBO has gained a sound expertise concerning vocational
training and education and concerning relations between education and
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FRIESLAND

Mission

Objective

labour market. DBO operates in the field of full-time and part-time
education and also in the field of special education.

DBO has a lot of know-how concerning coaching and supervising of
pupils on the shop floor. DBO was responsible for developing a modular
system in Flemish vocational education and a lot of work has been done
on differentiation and integration.

In order to achieve this, it was necessary for DBO to develop different
networks. As part of the Flemish administration of education and training,
DBO takes part in the policy-making of this administration.

A person’s initial starting position in society is usually determined within
the first 22 years of his or her life. Youth must therefore be given the
opportunity to experience continual and uninterrupted development. It is
crucial that every young person receives an equal and minimum starting
position in life, in order to ensure that the society we live in is fair and vital.
This is why our motto states: every young person in the Friese Wouden
region (region in the north of the Netherlands; consisting of seven
municipalities) must receive a “start qualification”!

Of course, one must bear in mind that realistically, this mission is not
within reach of every single young person. In the case that the start
qualification cannot be received, we strive for creation of an optimistic
future perspective, in which the possibility exists for the young person to
be appointed to an assistance or labour market program.

In order to offer young people as many opportunities as possible on the
labour market, the government seeks to have all young people obtain a
“start qualification” as a minimal result of their education. A “start
qualification” is obtained when one has successfully completed an
education on Level two in the senior secondary vocational education
(MBO), or by obtaining a diploma in the senior general secondary
education (HAVO) or the pre-university education (VWO).

Every year hundreds of students leave school without having obtained a
“start qualification”. This usually occurs in the senior secondary vocational
education (MBO) programs and is especially troubling if or when these
students have not obtained a pre-vocational secondary education (VMBO)
diploma. Many young people who leave school early therefore do not form
an appropriate connection or bridge between their education and the
labour market.

The knowledge-based economy is expanding significantly in modern
society. An increasingly larger section of the economy is based on use of
technological knowledge, and the three original production factors labour,
nature, and capital are starting to play a smaller contributing role. Due to
this, specific schooling or education for positions in the labour market is
crucial. The issue of dropping out of school before appropriate levels of
education have been obtained is high on the political agenda, both
nationally at several ministries, as well as regionally.

The Regional Report- and Coordination function to reduce and prevent
early school-leaving in the Friese Wouden region (RMC-FW), plays a
crucial role in the issue at hand. In order to solve this issue, it is
fundamental that the following objectives should be met in cooperation
with the chain partners:

- Ensure the use of a closed system in which initial reporting,
registration, and additional reporting to higher authorities of young
people skipping school and/or dropping out of school (reporting
and registration).

Ensuring an equal effort among different institutions for
appointments regarding drop outs to the following:
o Regular education
0 An alternative educational track; e.g. Learning while
working, working while learning at the Regional Training
Centre for ROC Friese Poort, VAVO and Lamat at the

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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Regional Training Centre for ROC Friesland College.
These tracks include coaching and welfare.

0 The labour market (sustainable and, if possible, under the
conditions of organization- special education).

0 Return to Work Service Providers

0 Support or care institutions which provide an appropriate
care offer.

Therefore, the central goal of the RMC-fie in the Friese Wouden region is
to prevent and compete with the issue of young people who are dropping
out of school before having attained their diplomas. In order to achieve
this goal, an organization has been set up within which 3 functions have
been developed:

Co-ordination

Track supervision

Registration

Within these functions three core tasks have been identified:

The organization and setting up of a closed network in which
prevention and fight of the drop-out issue is carried out at
operational, strategic, and tactic levels. Within this network
organizations and institutions are represented in the following
areas:

o Education

0 Health and care and welfare

o Work and income

0 The labour market
The organization and carrying out of a matching collaborating
system.
The organization and carrying out of a matching reporting and
registration system.

For different reasons, strategic as well as operational, partnerships on a
local and a transnational level have been developed.

In many European countries the level of the education system is high on
average, yet a remarkably high percentage of youngsters are leaving the
systems without - or at least with very poor - vocational qualifications.
Early school-leaving, inflexibility of educational structures and the lack of
certification of non-formal education are underlying challenges to tackle.
The partners in the Transnational Cooperation Triple F shared a common
interest to improve school-to-work transition. All partners have the parallel
main target of decreasing the amount of truancy. Of the same importance
and with a jointly shared interest is the need to develop alternative
pathways to obtain vocational qualifications. Therefore the partners were
committed to exchange, develop and disseminate effective and concrete
methods in order to influence political and structural decisions in the
involved countries.

The co-operation created an opportunity for added value for each of the
national partners, formulated by each of them as follows.

Flemish project
In co-operation with the Dutch partner: Dutch expertise with the method

WorkSkills can promote analogue developments in Flanders and the
integration in trajectory-defined guidance.

In co-operation with the Finnish partner: exchanging views upon and co-
developing (in as far as possible) a model for a school-to-work transition-
scheme; exchanging views upon on-the-job-training, non-formal learning,
school-work integrated competency-measurement, and integrating these
visions as far as possible in the national — Flemish — project.

Finnish project
Joint work will strengthen the impact of development. Cooperating with

Dutch and Flemish partners allows us to learn new methods and
approaches. Joint reports will have more value and impact on national

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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authorities and policy makers.

Dutch project
A concrete vision on the integration opportunities of the WorkSkills

method.

The strategic aim of the transnational cooperation is to promote
alternative and flexible possibilities to obtain vocational qualifications. This
is a generic long-term impact on the things to be influenced. It can be
achieved not only with this cooperation but by other initiatives and
strategies as well.

In this transnational co-operation, the objectives of dissemination of
effective and concrete methods, and integration in educational structures
were achieved by delivering concrete outputs or products developed by
the transnational co-operation activities.
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Chapter 2:
The work of
professionals

INTRODUCTION

FINLAND

OPEQUAL

THOUGHTS ABOUT
THE ROLE OF THE
COUNSELLOR..:

..towards the
youngster

Whether it concerns the teachers in school, the track supervisors, the
transition coach or the youth counsellors, all these jobs ask a very strong
professionalism and specific competences needed to guide the young
people of our target group through probably one of the most troublesome
moments of their lives. Professionalism is a means of guidance, not the
objective. If these professionals can get to work together it may result in a
multi professional guidance of the youngsters. Apart from the professional
skills, certain psychological and social skills will be necessary in order to
fulfil the job.

The youngsters we deal with are very vulnerable. They have problems
with themselves, with their parents, school, friends and the world as a
whole. To guide these youngsters is a challenge we have to cope with.

One out of OPEQUAL’s goals was:

“To develop new coaching and educational working models in order to
provide vocational qualifications for those who are outside of labour
market and education.”

The idea and the way of working will be exposed in the best way by
listening to the workers, coaches and advisors of the project. From the
comments we can hear the wish of the coaches that the world should be a
bit different place for some youngsters, especially when we think about
the learning environment and alternative ways of getting vocational skills.
In general the message is that a coach needs an honest, flexible, reliable
and spontaneous attitude and he/she has to be able to make different
kinds of possibilities visible. He/she has to give the youngster space to
make his/her own decisions, which are based on reality.

When working with the youngster you should see the pathway as his/her
developing process, not as a part of affair of some sector of administration
or organisation. Organisations should cooperate in order to produce
possibilities to coherent processes to youngsters.

The goal of the project has enabled us to explore the role of the
counsellor in pilot project locations and it has woken up thoughts in the
evaluation discussions in the project context. The following thoughts in
Italics are from the evaluation discussions held with the five OPEQUAL-
pilot project workers (in Vaasa, Jyvaskyla and Oulu) in the project (
evaluation discussions are held in December 2006).

“In this way of working it has been essential to modify the role of the
counsellor, it has been easy and possible to commit in it and the action
has been like the people doing it”

“We let the youngster to grow into proportions he/she is able to”

“To be able to support the choices youngsters make”

“To bring realism to the goals and plans of the youngster, to bring visible
the behavioural pattern the youngster has”

“The most essential actor in the network is the youngster him/herself”
“We have to profile ourselves as professional to the youngster, not to the
service we represent

...as a consult, as a “personal trainer”, as an enabler and sharer of
experiences, not as a teacher, not as a diagnostician”

“To honestly observe the situation of the youngster”

“Flexible role, listening, gaining trust is important”

§= ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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..towards the
network and
colleagues

“From a counsellor to an equal human being, you can not just stick being
a counsellor”

“Common experiences with the youngster, to see how he/she functions,
how he/she thinks about things, to get to know the youngster”

“To expand the angle of the youngster, show him/her the variety of
options and the possibility for choosing between different options”

“In group counselling it is enough to gain confidence even to a couple of
members of the group, those people can be the agents of the change in
the group”

“To enable the well-being of an individual”

“To think the career extensively, whatever it is, it is chosen by the
youngster him/herself, and he/she is happy”

“To gain time with time, with extensive ground work you'll create lasting
plans”

“Real interest for the youngster, who wouldn't be interested in people who
are interested in us, the natural narcissism people have and the
willingness to speak about themselves. Professionalism helps to be
interested even at the times you are not interested”

“Don’t exaggerate the failures of the youngster”

“Own tool is humour and goofing around, most of the youngsters join that
kind of atmosphere”

“You’'ll make the youngster unique”
“Everything is based on waking up the inner motivation”

“Youngster can come back when failed. To shout at them like you do at
your own children, then he/she sees you really mean it, that you really
care”

“Failure only creates more knowledge; you don't have to worry failures for
a long time”

“Youngsters say that in here (in the workshops) it is easier to talk about
personal things, because you are not diagnosed immediately. Informality
is good. No labelling”

Networking forms an environment that makes it possible to see
youngster's pathway as a process. By listening and getting to know the
working methods of colleagues in the other sectors, often makes it clear
that we already have the assortment of measures as an answer to the
needs of a young person. One coach alone can't do it because his/her
acts are restricted.

Another remark is that networks can't survive without efforts. Someone
has to take care of the welfare of network and help people working in it to
see the benefits of working together. Often this person is also the one
giving ideas and revealing problems in the system. Cooperation between
organisations is in practice cooperation between people, so the way of
interaction and social skills are very important.

“To benefit from all the resources, to build up the whole piece by piece,
spending a lot of time”

“It is important to know the local networks”

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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“The courage to take action when needed”
“Counsellor on students’ side against the organisation”

“To build trust to the colleague you work with, it is important to have a
colleague to reflect the things with, it is possible to share opinions, visions
and responsibility, the more you get to know each other, the more
independent you can be”

“You have to trust on the mutual goal”
“Healthy criticism towards your colleagues, to bring in realism”

“Same educational background has made the cooperation easier, we
knew just enough of each other beforehand, that has made possible to
trust that all the ingredients needed are there”

“In the network somebody has to be the one moving, finding needs and
problems, this doesn’t necessarily happen inside of the organisations”

“It is easy to make change when you think “client is always right™
“Problem solving patterns don’t remove the problems from the clients”

“Don’t press guilt on anyone, don't force anything to happen”

In education as well as in society in general, linguistic skills are a very
important tool to gather information, to communicate, to function in society
and especially on the job market. When a language teacher is asked what
linguistic skills are, he refers to the basic skills such as: listening,
speaking, reading and writing. In the 21ste century we must add functional
linguistic skills such as conversational and social skills and literacy
(including digital literacy). School no longer is the only or ideal place to
learn. And linguistic skills are far more than learning how to read and
write. Every teacher, no matter what subject he or she teaches, is a
language teacher. When all teachers realise this, the school team can go
into action. The same word, used in a different context, can mean
something totally different. e.g. “My aunt is very rich.” And ... “My aunt
cooked a very rich meal.”

When teachers realise this, they start thinking about their own language.
They are all professionals in their field but sometimes they forget that in a
different context the same word may mean something completely
different. If they can be motivated to start thinking about this, they will
have more feeling to question themselves about whether what they
explained in class was understood in the way they meant it.

Keeping this in mind, we can only state that linguistic skills are the
responsibility of a whole team. The policy of each school concerning
linguistic skills will decide which action has to be taken, what efforts have
to be made to enhance the language proficiency of the students. How this
can be done? A plausible answer could be: by using functional, task-
based, communicative language teaching. This can be obtained by using
usage-based language teaching, keeping in mind that the tasks for which
language is necessary are motivating, relevant, interactive and
challenging.

For youngsters a powerful language learning environment consists of a
safe climate, functional, motivating and relevant tasks and support
through interaction. It is up to teachers and trainers to supply this.

In the transition from school to work the youngster takes a central
position. This is the starting-point of the idea of transition. Characteristic
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for this approach is the fact that it is individually orientated. The main goal
is discovery based learning to realise an independence that is as big as
possible.

Another characteristic is that it is aimed at the future. Starting-point here is
the future the youngster has in mind for himself, based on the individual
wishes for development, housing, work and leisure of the youngster. All
this is based on the demand of the youngster himself and is laid down in
the individual transition plan (ITP).

Within the second phase of the education, training is more focussed on
vocational activities and/or skills. The transition plan functions as
guidance instrument to link all these activities and is focussed to support
the transition to the labour market.

The transition plan is considered to be
A broad plan where all surrounding factors have their place
A wide plan where all possible aspects are included
A durable plan: an instrument, easy to use for the youngster and
that can be of service to him for a substantial period of time
A thorough plan: concrete, correct, well described

An individual transition plan is drawn, long before the youngster leaves
school. The main goal is to reduce or close the gap between education
and labour market. The ITP offers a framework of skills to ensure a better
entrance to the regular or protected labour market.

The transition themes are employment and adult life. Employment
circumstances and the employment environment should also be taken into
consideration. The ITP offers a clear analysis of the possibilities of the
youngsters and a consequent plan for his/her career. It contains
instruments and methods to ensure an individual transition process and to
enhance the maturity of the youngster. It could take the place of a
portfolio, an individual document, held by the youngster — employee. It will
surely help to ensure equal opportunities, despite of possible differences.
If the youngster has to be prepared for his adult life, the extension of a
social framework is of the utmost importance. Who can the youngster rely
on during and after the school phase?

Parents, friends, relatives, social workers will play a prominent part in this
framework. Part of the plan must also be dedicated to leisure. Part of the
future plan of the youngster will also include a realistic image of the
housing surroundings: will the youngster stay with his parents or will he be
living apart? Which steps must be taken?

Every adolescent is attributed, with his ITP, a transition coach to help
install his or her personal transition plan, to execute and coordinate it.

The coach is a staff member in the school or an extern person, with whom
the adolescent has a positive contact.

The coach is preferably one and the same person throughout the whole
process, So as to ensure continuity.

He builds up a confidential relationship with all parties involved and has a
sound knowledge of the educational world and the labour market.

The role of the coach consists in acting as a person of reference to the
team and to contact extern specialists, all in close deliberation with the
adolescent.

He conducts the transition team and is the contact for the supervisor of
the work experience placement and ensures the follow-up on the work
place. He is the first one the youngster can turn to.

The transition coach must have certain qualities:
Personal qualities

The transition coach has the ability and the will to engage himself with
enthusiasm and capabilities to work in a positive, structured and efficient
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RMC-trajactory
coaching in the
Friese Wouden

region

Expertise

way.
He is a team player, ready to exchange information and to anticipate to
changes. He can handle delicate information with the necessary discretion
and had a respectful and positive attitude towards students with their own
skills and possibilities, their own competences and background. He is
capable of guiding a team of colleagues, to motivate them en make them
enthusiastic for the individual transition plan. He is able to recognize
problems and can find creative solutions to solve them.

Qualities concerning content

The transition coach has the ability to help elaborate the vocational
training, is concerned about all aspects and develops a permanent
interest. He motivates and stimulates students for education and
employment.

In order to handle the registration, files and reports he will need
administrative skills.

Communicative and relational qualities

The transition coach must work constructively with others towards one
mutual goal. He will have to contact and keep contact with all participants.
He will have to sustain a good cooperation between all participants. His
view on a broader social dimension of his assignment is excellent and he
has no problem moving about in the vocational world of these youngsters.
He builds an expanded network. He can put himself in the world of these
youngsters and focuses his approach on this experience.

Curative qualities

Sometimes the expectations from the youngster, from the parents and
from the school are not the same. The transition coach can handle the
tension that may exist here. He is flexible enough to take on new
challenges, to question his own method and approach, taking into account
ever changing circumstances and is willing to adapt his behaviour and his
approach to these circumstances.

RMC-trajectory coaches are selected on the basis of competences such
as:
Are capable of working at an implementation level;
Are competent in the supervision of reinstating people in
educational programs or leading them to the labour market (e.g.
coaching skills, networking skills, result-specific reporting,
reflections on professional operations);
Are capable of adequately using supportive instruments when
supervising a client
Hold an attitude that fits with demand-specific and client-specific
work;
Can work together and coordinate plans and ideas with chain
partners (education, youth care and health, work and income, and
the labour market). This co-operation must lead to the creation of
a plan for one specific young person, in which every chain partner
involved must take responsibility for the completion of one section
of that plan.

Professionalism is a vital condition to ensure a strong RMC track
supervision. Clearly, reading one manual is not sufficient for one to be
capable of supervising a young person’s reintegration track professionally.
A supervisor must be capable of offering services that cater to the specific
requests and needs of the ESL. The track supervisor is therefore his or
her own most powerful tool: the way in which he or she communicates,
the experiences he or she has had, the feeling one has with the target
group, and the background knowledge or information he or she has about
treatment methodologies with different target groups all affect how he or
she will supervise the young person’s developing track.

{:‘1 ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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Trajectory
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Peripheral Conditions

Empowerment with
the WorkSkills

program

Scientifically based
training program

Trainers and
participants

Trajectory counselling should be capable of:

Making sharp and precise analyses on the basis of objective
events, the young person’s perception, and the social context
within which he or she resides

Building a trusting relationship between her/himself and the young
person

Having confrontational discussions with the young person, while
holding an empathic attitude, in order to improve the young
person’s self image

Working well with other chain partners to obtain extra information
in order to create a full and complete picture of the client/issue at
hand

Creating a complete overview of facilities, institutions, rules and
regulations, educational possibilities, volunteer work, social
events and possibilities of switching to other educational
programs

Important Conditions to satisfy an adequate supervision include:

Ensuring enough time to carry out all tasks

Educational possibilities for the RMC track supervisor

The opportunity to reflect on one’s own attitude and treatment
methodologies through intervision or supervision session

In the framework of the ESF Equal program a project proposal based on
the WorkSkills training was rewarded. This training is based on a short
lasting (five successive days, four hours per day), intensive and effective
group meeting. The WorkSkills training is embedded in a program
structure consisting of a phase of informing youngsters and selecting
candidates for participation to the training, a second phase entails the
delivery of the training to youngsters and the third phase deals with
coaching towards goals to be reached (return to school or acquiring the
start qualification).

WorkSkills is a variation of the JOBS-training which is developed in the
USA at the Michigan Prevention Research Centre, University of Michigan.
The training was designed for the long term unemployed population. The
theoretical and structural foundation of this training is adapted by TNO the
research partner in the project. Both JOBS and WorkSkills are trainings
programs aimed at optimizing skills and competences, and improving
chances for matching work. De training programs is based on
psychological theories and work with a detailed manual and a clearly
structured procedure which enables evaluation.

The group facilitators use a non-deductive approach of ‘following’ based
on a number of psychosocial theories. The following theoretically based
principles in group dynamics are followed: Unconditional acceptance
(Rogers), Reinforcement of effective behaviour (Skinner), Active learning
and attaining goal directed ‘self efficacy’ (Bandura) and Coping with set
backs (Inoculation, Meichenbaum).

Trainers and participants have distinctive roles in a training session.
Facilitators create a safe environment, model behaviour, enforce positive
behaviour, introduce topics and keep control of the training process as a
whole. On the other hand participants share knowledge analyze
problems, think of solutions and formulate strategies while coping with set
backs. Finally participants practice skills and learn how to handle practical
situation effectively.

The skills approach differs largely from traditional approaches in the
following aspects:
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Formulating goals
and tasks to realize
personal plans for the
future.

Follow up and
evaluation in internet

Skills line Traditional

Participants are source of Trainer is source of information
information

Interaction amongst Interaction between trainer and
participants participants

Effective behaviour is Behaviour is evaluated criticized
enforced

Participants are supported Participants are challenged
Believe in ‘what you can’ Emphasis on ‘doing it right’

In the workshop various practical issues are discussed and practiced. In
the first session emphasis is on personal strengths and basic group
interaction. In next session communication skills and networking are
introduced. Along with these exercises emphasis is on handling personal
obstacles in one’s environment.

Building a vision for one’s future is a starting point for thinking about and
preparing for a professional career. Finally visions are moulded in action
plans: short, medium and long term action to be defined and planned in a
personal planner. At the end of the training participants are committed to
their plans by a description of their nearby future action. They receive a
certificate and a personal speech to strengthen them in working on future
goals and actions. In the final session coaches are invited to the group in
order to be informed about progress, plans and initiations.

Social circumstances of youngsters can lead them to loose touch with
society, resulting in lack of perspectives, and neglecting their education as
an investment for their future. When they loose that orientation, they will
loose faith in their competences to work and learn. These youngsters will
end up in under-privileged or vulnerable social positions, and will often
experience a lot of obstacles for realizing their goals. The WorkSkills-
training is specially designed to overcome personal obstacles, and offers
support for setting and realizing personal goals.

The structure of the training is divided in distinct themes which will be
presented in five successive days. Youngsters will participate in the
training in groups of maximal 15 persons and follow the course for four
hours a day. They learn to appoint and use their skills, and they will regain
confidence in their ability’s to learn and reach goals. They learn how to
handle their problems that withhold them from obtaining an educational
qualification and restrain them from finding a matching job.

Themes in the WorkSkills-program are aimed at behavioural change:
- Broadening their faith in personal skills and competences
Promoting their problem solving behaviour
Learning how to set goals, and realize them
Developing and applying social networks and communication
skills
Designing their own action plan for the future
Dealing with obstacles and stress
Learning while doing

All youngsters that participated in WorkSkills trainings were invited to
share their opinions and findings in organized MSN chats. This feedback

chats following within a month after the training gave some insights in subjective

responses. In the MSN sessions the WorkSkills method (content, form,
impression, expectations) and effects (future perspective, self image,
competences vision towards school and work) were discussed.
Researchers experienced the following advantages of using MSN
additionally to life contacts:

Low threshold

‘honest’ medium

Focus on result

{;‘ ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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Fast interactive medium
Fits in with the young culture

Preliminary results All training sessions with youngsters were followed with various measures
at various times: just before and directly following training, three and six
month afterwards and finally after a years time period. The questionnaire
used for these measures proved to be elaborate and complex for
youngsters to work with. Even in a final stage of the project it was decided
to modify this instrument. On the basis of quantitative data behavioural
variables in the WorkSkills condition appeared not to differ systematically
from the control condition. However on the outcome level (return to school
or qualifying for a start qualification) more youngsters decided to return to
school or start a work-school program. For example at the location Friese
Wouden almost 70% of participants restarted an educational program
where's almost none in the control group. Moreover participants reported
both in their verbal reports and their MSN chats that they gained insight
substantially in their future plans and initiatives for their future.

At large participants of the MSN chats reported:

| don’t compare with others, instead | do my own thing

| decide for a learn/work trajectory, realize that it really means hard
work, it requires discipline, this is what | want can and will do

| know myself much better now

| want to reach my goals, get the most out of it

| am a better organizer now

| am open minded.

About the WorkSkills Expectations
method: - Fun and fascination
Focus on practice
No expectations about what to expect

Motivation to participate

It's a different thing

Nothing to lose

Help in making a choice (school/work)
Keep parents satisfied

Helps against boredom

No questions asked

Findings
Open setting, no obligations
Open, relevant discussions
Stories from others
Practical advice
Self reliance
Learn to make choices
Learn to look ahead, near future
Learn to talk
Helps to make choices about what you like

Finally, WorkSkills enables you to:
- Not to give up

Know your strong points

Have an open attitude and dare to talk

Follow your route, resistant against negative influences

A halt does bring you further

Organize

Know yourself

Be prepared for an application for a job

Deal with stressors

See a future

Stimulate to solve my own problems

{:‘i‘ ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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Qualifying for a
WorkSkills trainer

Required
competences of a
WorkSkills-trainer

More trust in own capacities

Learn to set goals and work on plans

Learn to develop and use networks and communication skills
Learn to deal with problems, obstacles and set backs

In the ESF Equal program Development Partners (schools and
intermediate organisations) represented their coaches in so called train-
the-trainers courses. In this framework three training courses were
organized. The course was organized in a full week’s period and
consisted of sections in which participants underwent the role as scholar
and sections in which they were practicing the method to work as a
trainer. In the paragraph below an impression is given of the skills
required by a WorkSkills trainer.

Group guidance skills are based on basic psychological mechanisms,
similarly how they are applied in groups with youngsters. In essence they
entail unconditional acceptance of group members, positive response,
active learning and dealing with obstacles and problems. Furthermore
special skills of the trainer are required to conduct the group process;
examples are self-disclosure and attaining referent power.

Delivering a skills training varies from traditional training in many ways. A
major distinction is that a skills training never involves teaching. The
principle is that knowledge is in the group and shared by the group. In that
sense the trainer is really a facilitator which is also the term used in the
American language domain. The content of a training program focuses on
the introduction of issues, which are relevant to accomplish personal or
group goals: being qualified and motivated for a professional career.
Apart from the content issues, facilitators should master the mechanisms
based on psychological theory therefore the following is required:

1. A trainer should be capable in consequently applying the skills
mechanisms during the duration of a programmed training period
(usually five subsequent day sessions).

Systematic and unconditional social support and positive response
Value participants as persons, acknowledge their input, even when
input is negative or undesired, think in terms of openings, solutions
and opportunities

Be aware of group humour; don’t support this if you sense that it may
be at the cost of participants, it may break the principle of
unconditional support.

Provide specific positive feedback, be observant for constructive
behaviour and find the wordings to elaborate on this so that other
participants can learn from it. Seek ways to also address the less
positive or constructive (in behaviour) participants. Always keep in
mind the goals of the meeting as defined in the content and the
objective to strengthen participants self efficacy.

Power of empathy, be capable to sense and understand the feelings
and ways of thinking’s of others.

Develop sincere and true interest in participants.

Develop referent power: reduce social distance, gain respect by
applying the skills mechanisms, and be authentic in social
interactions, show empathy and warmth.

Be capable in neglecting negative or unproductive behaviour.
Facilitate active learning

By not giving the answers, giving expert opinions or teaching.
Accept that the answer you are waiting for does not appear.

2. Facilitate the group process, don’'t dominate it, and restrain yourself
Stay calm an relaxed in a busy group.
Initiate and inspire the group, use mechanisms, disclose.
Set aside feelings of intimidation or offence.
Don't be a teacher, facilitate problem solving and gain in self efficacy.

{:‘i‘ ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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Be aware of and prevent a therapeutic process or similar feelings in
the group.

3. Co-facilitation
Discuss issues at forehand and get to know each other.
Allow space, time and opportunities for your co-trainer.
Evaluate daily, what you have learned and experienced.

4. Keeping in mind objectives of exercises
5. Show affinity with the target group

6. Be flexible

- in applying skills mechanisms,
in responding to needs in the group process (evolving issues which
need instant attention),
deviate from the protocol if the group process requires to do so (e.g.
for extra session of inoculation),
in responding to unexpected input or behaviour from the group.

7. Be observant
Know to interpret observations (cause, meaning to participants, group
process),
Translate relevant observations into ‘skills’ related response,
Keep observations in mind and relate to them later in the group
process.
8. Set aside personal obstacles and let the groups’ objectives prevail. Be
aware of personal irritations and preferences, learn to set these aside.
9. Inoculate yourself against personal offence
If you feel offended, learn not to show it.

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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Chapter 3
Cooperation in
the service
network

QUESTION 1

FINLAND:

One out of three OPEQUAL*-project goals was:

“Building up a multidisciplinary and regional network to support the
participation of young people and to enforce the actions within the
network through the individual guidance and consultation by the
coordinators.”

This goal lead the Finnish team to ask the following four questions:

Who is/are relevant partner(s)?

What means involving partners?

How to involve partner(s) to cooperation (good and bad practices)?
How does multi professional cooperation work ideally?

“These four questions are also answered by the agents in the Triple F co-
operation projects (JANUS-project/Belgium, OPEQUAL-project/Finland
and WORKSKILLS-project/Netherlands).

The quotations in italics are from the evaluation discussions held with the
five OPEQUAL-pilot project workers (in Vaasa, Jyvaskyla and Oulu) in the
project (evaluation discussions are held in December 2006).”

Who is/are relevant partner(s)?

Which organisations/people do you feel important to involve
in the cooperation in order to prevent drop-outing or to deal
with drop-outs?

In Opequal the main target has been to raise a multidisciplinary and
regional network to support the participation of young people. If we think
about the situation where these youngsters are in we can say that in
Opequal the target groups are:

* those who have problems in comprehensive school

* those who have finished the compulsory school but don't apply for
further training or don’t get admission to vocational studies

* those who discontinue their vocational studies (drop out from school)

The youngster, who has difficulties in compulsory school, will probably
have problems with the vocational studies. That's why there is urgent
need for preventive activities. There is also the need for the cooperation
between compulsory school and vocational school. These youngsters
should get a possibility for learning by doing and a chance to become
shortly acquainted in vocation studies. Those youngsters who haven't
applied or didn't get an admission in a vocational school are in the
situation, where nobody has responsibility to ensure that everyone gets a
training admission. That is the main reason why we need the structured
and systematically cooperation between different organisations and
actors. When the youngsters leave the vocational school without
certificate, it's possible to build up the alternative ways how to get a
certificate, f.g. learning by doing. This work requires the cooperation
between f.g. vocational schools and the workshops for youngsters. On the
whole when we are dealing with youngsters with problems in school and
at home, we need also a selection of activities and services provided by
employment office, social office, police, public health services and so on.
In Finland there is an urgent need for the regional tracking and guiding
system which could take responsibility for those youngsters, who have
finished compulsory school but don’t have a job or admission to further
training. In the Opequal project we have developed some activities how to
solve the problem.

“Networks form itself by realization or based on a new need but also by
supply”

“You never have to make a model from a network. You should always a
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chance to build it up.”

When network is produced or it forms itself there should be a real need for
the co-operation between people and organisations.

A partnership where schools and industry work together is a valid start to
prevent or to diminish dropout. This line of work demands a structural
approach and should be taken care of on different levels.

The goal is to establish cooperation between schools and industry on
micro level. To realise this relevant partners on macro and meso level are
necessary to support this line of work. At this moment the partnership
enrols itself on macro and micro level. Who are these partners we talk
about?

Interaction between employment environment and school is necessary.
The educational system should react adequately and efficiently to the
growing difference on the labour market. Technical changes, new
production processes and employee organisations demand a constant
update of the professional competences. In order to offer these to
youngsters, an approach on the level of educational programmes will be
necessary. This cooperation ensures a better coherence between the
demands from the employment field and the determination of which
competences should be taught in schools to be able to answer to the
needs. A pedagogical partnership enforces itself here.

This partnership doesn’t come like that. It is quite often the result of many
years of scouting, trial, success and failure. A regional collaboration is
often due to serious personal input. To develop a partnership within the
Janus project or within any context is the result of many years of hard
work.

Each school has its own specific culture and atmosphere.

Within this school culture there are teaching methods and ways of
handling things, typical for the specific educational philosophy of the
school. To try to change the usual line of work is not done in a hurry. It
requires a clear strategy, supported by actors who are fully aware of this
new approach.

Who are these actors that can't be avoided? Foremost these actors are
the principal and the middle management and especially the teachers
because they will be charged with bringing the new approach to the
youngsters. The growing process of democratization by which other
participants in the management of the schools such as parents council,
board of directors, school board, students council cannot be ignored. If
communication lines remain open, the goals could be realised.

The youngster not the weakest link in the partnership

The youngsters themselves as “partner” may not be neglected. They are
the very first people to turn to when it concerns their own big project: their
future. Although this cannot be a true partnership because of the
educational context, youngsters need to be activated and respected
during the whole process.

On the macro level the umbrella organisations who organise education
and the sector funds develop the necessary basis to support the
operation. Their report is mainly on the level of content of education.

On the meso level partners are regional organisations from the labour
market and socio-economical partners. On the school level we talk about
school communities.

The educational umbrella organisations are free to work out their
pedagogical project. The educational inspectorate has to supervise if the
exit qualifications are obtained by the youngsters. The educational
inspectorate has a controlling task and must be activated preventative to
obtain in the field the goals in the end.

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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Schools are not on a deserted island and are part of a broader school
framework. Within the school cluster where regular consultation is
organised and mutual visions are developed.
In Flanders the educational landscape is formed by organisations that
obtained their existence from ideological differences or that are
sometimes depending on administrative policy such as cities or provinces.
Most sectors own an umbrella organisation that serves as a meeting point
for everything that is linked to the sector.
The Janus project Flanders works together with the following sectors:

FVB: for the building industry

IPV: for industrial food industry

EDUplus: for the green sectors

To improve the linguistic skills for youngsters, in order to enhance their
chances on the labour market, all partners involved with the education of
youngsters and with the guidance of these youngsters to the labour
market should be aware of their influence.

Youngsters are looking for role models and the adults they meet can fulfil
that role. It doesn’'t matter if they look up to their teacher, their parents or
the trainer on the work experience place, as long as these people are
aware of the attention of the youngster so that they can live up to his/here
expectations. They should be an example and consciously be aware of
that.

The guidance team of the school can contribute to a successful transition
to the labour market. This multi professional team of teachers, social
workers, nurses, psychologists has the potential to enhance the
transitional possibilities for youngsters.

The transition process towards the labour market can be influenced in a
positive way by a tight cooperation with the industrial world. Therefore it is
of the utmost importance to know and to find the regional actors from the
socio-economic surroundings. The second step is to create a bond, to
expand the network.
Possible initiatives:

Bring employers from enterprises in the region to school to help

evaluate the work of the youngsters

Organise consultation between enterprises and school

Organise information days and study visits

Teachers visit several enterprises and services and take part in

open enterprise days.

Teachers have practical training in the enterprises

Apart from external partners we may not minimize the role of the parents.
They too are relevant partners to guide their son or daughter to the labour
market. Often their attitude is more emotional than rational. This shouldn’t
withhold us. They can actively be involved in the transition, even though
we tend to stigmatise them as unpredictable and unbalanced.

Sheltered workshops.

In every region in Flanders there is a sheltered workshop. This industry of
social economy has not only its economical interests but also the
necessary personnel to take care of the social integration of new
employees. A Sheltered Workshop is above all a place of employment for
all willingly persons with vocational handicap that are temporarily or
definitely unable to enter the normal economic circuit. The disabled
persons are their priority. They must try to find suitable employment for
disabled persons, with specific attention for the weaker employees. The
ultimate goal is employment of persons with vocational handicap to
improve their integration in society. Employment is the most important
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issue.” The mission of this organisation is to guide our target group to the
labour market.

There are several services and organisations in the Flemish region that
are well aware of the labour market. They are very well acquainted with
the different possibilities to find employment such as regional offices of
the VDAB (Flemish Employment Services and Vocational Training
Agency), social services of the OCMW (Public Centre for Social Well-
being), RESOC’'s (Regional economic and Social Consultative
Committee) and other care and welfare systems.

FRIESLAND There are several organisations, which can be or are involved in the co-
operation to prevent or to deal with early school leaving. For example
organisations in the field of Education, Health and care and welfare (Care
related service providers such as drugs abuse, juridical and justice,
Welfare and social services), Work and income and the labour market
(Return to Work service providers, Employment agencies, Employers). In
the Netherlands RMC-trajectory coaches start on an operational level by
analysing the problem of the youngster. There are quite a few courses of
drop-outing:

selection dilemma’s towards the choice of an education
problems of motivation

preference for work instead of education

problems at home

health problem or behavioural disorder

and soon ...

The trajectory coaches analyse the problem and involve other
organisations. In the case of a single response problem (can be very
complex) they contact immediately the organisation that should be
involved. For example the Regional Training Centre when a youngster
has problems with a well-considered choice for a certain course. The
trajectory coaches can arrange with the school-counsellors an indication
for an assessment or an alternative educational track. When there is a
multi-problem situation they can organise a multi-professional meeting to
make different partners responsible for an unanimously approach; one
youngster, one plan.

The trajectory coaches have to deal with organisations on a local,
regional, provincial and state level. They need policymakers to make
appointments on a tactical level with these organisations.

QUESTION 2 What means involving partners?

What actually happens concretely when partners invo Ive each
other in co-operation?

What are the changes in the Work/relationships/
organisations/etc. when involvement has happened?

FINLAND “We are interested what the others are doing with the student”

“To network is to know the way other people work. To benefit from the
skills of other persons”

“It's important that the cooperation partner knows that there is something
to give and do for him/her also and possibilities to succeed”

“It is important to take advantage of the services of other people, to break
boundaries between services with client hoods”

“Models are created with people”

“To be a tool for other professionals”

{:‘1 ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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ALTERNANCE
TRAINING WITHIN
A PEDAGOGICAL

PARTNERSHIP.

“it has been made clear that other professionals can use us, we do not
want to increase their burden, we just ask for professional consultation”

“cooperation is not just to transfer clients from one professional to another
but to be prepared to do our own task (according to our own knowledge,
abilities and jurisdiction) from the goal we have defined together”

The essential things were the knowledge and interest on the other
actors/agents, mutuality and flexibility. Both partners in cooperation need
to be genuinely interested on the work the other professionals do and also
willing to benefit from it. In addition to involve others you yourself have to
be helpful. Creating and forming solutions together was important so that
nobody would bring readymade solutions or assumptions to the
cooperation situations.

At the background there is of course the collective goal that everyone
shares. How to get youngsters move ahead towards “normal” life and
manage on his/her own. If the actors recognize the shared goal, it is much
easier to contact and network. And when you have the common interest it
becomes natural to cooperate.

In the smallest perception, alternance training could start from the
universal educational model with a small contribution from the industry.
The alternance concept Janus wants to introduce, implies that one can
learn everywhere and in different ways. It dissociates itself from the
monopoly of schools as sole place for education and training. Both actors
in the alternance training are equal partners.

Surplus value of the pedagogical partnership:

School and enterprise exist next to each other, each with their
own objectives and needs. To bring them together in a mutual
collaboration will certainly help to tune in both worlds in a better
way. We can create an ideal situation by tuning in educational
issues and employment needs of enterprises. Within alternance
training, this is the pole position. It will surely add to a better and
stronger cooperation.

Alternance training wants to bring a training component to the
work experience place. Up till now training in enterprises is
considered subservient to labour, production and results.
And yet ... alternance training can enhance the already existing
competences and can embed the know-how of the enterprise for
the future. To strengthen the training-culture in an enterprise is
not productive but can be looked at as a long-term investment.
Schools can pass on that part of the training that could be trained
more efficiently on a workplace to enterprises. This will provide
youngsters a chance to get to know other aspects of the
profession for which he is trained in a more realistic situation.
Companies can rank capacities of youngsters more efficiently.
They can benefit of methods and up to date equipment to train
the youngsters in the best way possible. Schools often lack
means and know-how when it comes to new developments. And
that is where the enterprises come in. Eventually the partnership
can contribute to the training culture inside the company.

It could be a well considered strategy of the enterprises to hire
youngsters that were trained by them. When recruiting
youngsters, companies will undoubtedly take into account the
learning process and the effect of learning on the workplace,
together with the end evaluation of the alternance training. It will
give companies the opportunity to take action to fill in professions
for which it is difficult to find qualified employees. (problem
vacancies) Only enterprises with a long-term vision on
employment-policy will consider this a suitable method.

The youngster will get a more realistic view on the professional
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world, which will help his transition to the labour market. Because
the attitudes on which the alternance training is based are
focussed on the labour market, it will have a positive influence on
his attitude towards employment. This could be useful for the
future life of the youngster because it means that he will have
learned to think about his own future and he has learned to make
his own decisions on that matter.

As long as the youngster is under the responsibility of the educational
system, teachers play a very important role in the education of the
youngster. The teacher is the guide, the confident, the person to learn
from. Therefore the example the teachers give and live is of the utmost
importance. Teachers are not always aware of the great impact they have
on their students. They carry an enormous responsibility. Making use of a
clear and clean language in any circumstance, is therefore one of the first
issues to consider. It may come as sympathetic to use slang or dialect,
but it won't serve the youngster in his future life. Although some interest
for other vocabulary may be interesting. In Flanders, the vocabulary in
school does not always match the vocabulary on the work experience
place. Some attention must go to this variety of the language, so that
youngsters at least recognise the language their employer uses.

On the other hand the role of the parents and of the mentor at the work
experience place is as important as the one of the teacher. A clear
agreement of all the people involved could be useful but is not always
easy to organise within the partnership between school, factories and the
youngster. These items can be discussed and terms can be agreed to
work on the linguistic skills for those youngsters concerned. It is our
experience that youngsters with poor linguistic skills often fail in job
interviews or assessments, simply because of their linguistic skills (or the
lack of them). It is a point of interest to all those who are working with the
youngster.

The youngster is the central figure in the transition process. It is as it were
focussed on the individual. The mail goal is to realise a strong
independence through self-education, self-improvement and self-
development. The youngster holds his portfolio and his expectations are
compared with the feasibility. Typical for this line of work is the view on
the future. Starting from the wishes of the youngster the necessary
attention is given to future living, labour and leisure. The transition plan
gives an overall view on the individual youngster: his starting position in
the transition plan, the evolutions and the needs for adjustments are
efficiently registered.

In the second phase of the training activities are more aimed at labour
activities and skills necessary for the labour market. The transition plan
functions as guidance instrument, as link between all activities on different
locations. The transition from school to labour market can enrol itself more
fluently.

When partners involve each other to solve problems of the youngster in
co-operation they organise qualitative better solutions by develop more
professmnal skills. They do this by:
Exchange of information, documents, dossiers* Exchange of
vision, opinions on cases
Exchanges on roles in the demand-supply relation
Definition of requirements, objectives, solutions
Transitory processes: what is the quality of transfer of information
in the chain
Agreement on continuity of activities in the chain: who does what,
clarity on end goals
Agreement and control (e.g. case management) on
responsibilities
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QUESTION 3:

FINLAND

How to make partner(s) collaborate (good and bad pr
What are concrete actions aimed at involving partne
to do things?

What actions should be avoided?

actices)?
r(s)? How

What makes people gather together and collaborate? What kind of things
tutors have discovered when they have considered the positive and
negative aspects of joining and working in network? We can discover two
major issues, which must be noticed when evaluating the “cement”
keeping the actors together: Atmosphere and similar “frequency of

minds” . Good atmosphere means that actors are open and share
information with each other. Everyone appreciates the others personality
and know-how. Everyone has the role, location and space in network;
everyone must feel himself / herself important and needed. Interaction is
based on the personal relationships, which are reciprocal - if you are able
to give, you can also get. Similar frequency of minds rests on common
understanding. Every actor needs to be understood. That's why it is
essential that actors speak the same language. There is a constant flow
of information. Along with that this also raises the strong environment
where to construct the knowledge together. Using the same frequency
makes it possible to visualize things. When everyone has a chance to
evaluate the past and to share their own visions of tomorrow, there is also
better chance the actor commits himself / herself to cooperation.

“Involving is done by appreciating every agent's know-how. And really
wanting the know-how to be involved”

“People get to brainstorm in the meetings, not just to hear things; we give
them time to innovate”

“Involving is done by asking (even stupid) questions. By asking how can
help”

“You have to go openly to every situation, after that there are no failures”

“You have to talk same language with every organisation which is needed
with young people”

“..What can |/we offer in return?”

“First 1 “smell the air”, who in this organisation sees the things like I do,
who intermediates things to his/her organisation”

“To personalise relationships, common “nonsense-talk” which increases
mutuality”

“Common visioning and sight on things, mutual understanding,
appreciating the professionalism of the counter partner”

“Cooperation skill is also to listen how to function in certain situations”

“No information pawning”

“It might be bad to be too careful. You can see certain things/situations
but you'll have to “smell the air” whether you can mention it. Although you
necessarily can not see it anyway”

“Important to know people and negotiation skills”

Openness, appreciation, personalisation were the key words in involving
relevant partners. Appropriate and lasting cooperation is produced with an

open way of working, appreciating collaborating partners and their work
and knowingly personalising relationships with them.
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FLANDERS

ALTERNANCE
TRAINING WITHIN A
PEDAGOGICAL
PARTNERSHIP

To be able to establish a pedagogical partnership, powerful alternating
learning surroundings must be found and chosen. Companies must be
found, contacted, selected in function of the offer and training
opportunities. Whether a company is selected or not will also depend on
the offer of formative or educational labour assignments that can be
provided for the youngster. These assignments must not only be realistic
but also focussed on development: is it educational for the youngster?
Does he get a chance to learn things the school can't offer?

To organise a pedagogical partnership means:

Prepare the partnership

0o The enterprise, the school or centre for part time
education sign formally and concretely an engagement
declaration

o The mentor, the youngster and the teacher sign their
engagement declaration.

o A first attempt to match youngster to an enterprise is
made

o The organisational model must be agreed upon

Start the pedagogical partnership
0 The starting position of the youngster is formalised by
comparing first results of school/enterprise/the youngster
himself
0 The competences that are part of the training programme
are divided between school and enterprise
o The matching enterprise/youngster is acknowledged
The individual training programme is written out
0 The youngster is welcomed in the enterprise

o

Implement the pedagogical partnership
o Develop and use an instrument to measure the evolution
o Organise consultation
o Organise deliberation and adjustment moments

Rounding off the pedagogical partnership
o Organise evaluation moment on the individual training

plan
o Evaluate the pedagogical partnership itself

LINGUISTIC Ten points for better communication skills
SKILLS : .
1. Introduce the youngster in the enterprise
It can make a difference if entrepreneurs take the time to discuss
the most important rules within the company. A tour of the
enterprise can show the youngster what his tasks will be within
the structure of the whole company. Of course an introduction
between colleagues is also recommended.
2. Create a pleasant and safe working atmosphere
A youngster, who feels good in the enterprise, will be more open
to learn from others, will be able to handle criticism better
3++and will not hesitate to ask questions if something is not quite
clear.
3. Create the necessity to use language
To enhance communication skills, a youngster needs much
practice. If youngsters are left alone all the time where they never
{;1 ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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WITH AN
INDIVIDUAL
TRANSITION PLAN
TO THE LABOUR
MARKET

have to discuss anything with other colleagues their
communication skills can not improve. Therefore he should end
up in a surrounding where the use of language is required.

4. Use image and language together
When a youngster is given instructions or assignments it is
important to do so ‘on the spot’ where the assignment must be
executed. Because the instructor has the “working material” close
at hand, it will be easier to explain what the purpose of the
assignment is.

5. Understanding each other
To make sure instructions are understood in the way they were
meant to be it is important that they are clear, logical and firm and
lack unnecessary information.

6. Check and double check
Youngsters hesitate to say that they didn’t understand something.
They don’t want to look stupid. Check if the instructions are well
understood by asking the youngster to repeat the instruction or by
explaining it in his own words.

7. Work and words
For youngsters the specific jargon is not always very clear.
However they cannot be avoided. Therefore it is important to
make sure that these words are well understood.

8. Use the official language
It may look sympathetic to use slang but youngsters will have
more benefit of contact with people who use the official language.
The right word in the right context will help the youngster in
training to learn more easily.

9. A powerful learning surrounding
A work place experience holds an enormous richness in image
and language. It is a challenge to use this richness completely.

10. Prejudices and culture
It is possible that the working atmosphere holds certain prejudices
but that doesn’t mean it can’t be a point of interest to avoid these
prejudices to have a negative impact on the working atmosphere.

It is important to involve the different partners in their speciality and to
point out to them which part they can play in the interest of the transition
of that specific youngster.

The information is not always available to the youngster himself.
Therefore it is necessary that he can rely on his transition coach who can
organise everything, together with parents or guardian so that the
youngster can finally make a realistic choice.

During the school phase a number of activities can be undertaken to
enhance the transition: labour training at school;, simple labour
assignments from real factories can be executed at school; school visit of
an enterprise, extra mural vocational training in a factory under guidance
of the teacher; organise work experience in a factory.

Supporting activities to influence the transition could be: to use public
transportation; certain work skills can be practised in leisure time, work on
self-reliance; visit a bank and other public services ...

Competences needed for the labour market can be enhanced by: learning
to execute assignments according to expectations; learning to think about
the individual learning- and labour process in order to learn on the
workplace; learning how to communicate in a fluent way; learning to
reflect on the one’s own future; learning to reflect on the attitude towards
the personal and social surroundings.

§= ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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FRIESLAND

QUESTION 4:

FINLAND

Involvement and commitment are keywords for successfully involving
partners. You have to organise this on an operational, tactical and
strategic level and you have to invest in involvement and commitment on
a structural basis.

It can be achieved with partners in the chain by sharing common
objectives, knowing responsibilities. You should give convincing
presentations (theoretically based and evidence driven) on the various
levels (as mentioned before), take in account the different culture,
structure and skills of each level, each organisation, and each
professional.

You should convinced partners about the benefits of the program and ask
for and assign partners with concrete roles in the project.

You should avoid lack of clarity on project objectives, responsibilities,
actions to be taken, etc. and lack of clarity about delegation of institute
which is in charge for (controlling) certain action.

How does multiprofessional cooperation work ideally ?
When multiprofessional cooperation really works, wh atis
happening?

How do you know things work the ideal way?

What are the key elements in ideal/”as good asitg ets
multiprofessional cooperation)?

The ideal cooperation is based on the process, in which the youngster
is the subject. Every involved organisation is representing the interests
of the youngsters, not the interests of the organisation. The actors from
different organisations are connected by the process of the youngster.
This process includes / covers the potential pathway of the youngsters.
The activities are defined by need of the youngster, by the situation and
by the stage of the process. There are four main issues and the
requirements, which must coincide in order to have a successful
cooperation:

1) Rules of the game

tasks and responsibilities must be defined, coordination is fixed
knowledge and information need to be circulated in accordance
with rules

everyone uses the same “language” and shares the knowledge
of activities in his own organisation

2) Experts, actors

they are key persons, who have the best knowledge and skills
for helping the youngsters

they are committed to act as a member of a network, to help
youngsters and to get them to help themselves

are interested in the activities of other organisations and actors
in the network

3) Youngsters, students

they are involved in the counselling process
they are real subjects for inclusion
they have the best information about their own needs

4) Added value of the cooperation

every actor must realise the added value, the benefits obtained
from the cooperation

actors must realise how to create common knowledge

actors need understanding for network intelligence, how the
“brains of the network” actually work

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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FLANDERS

ALTERNANCE
TRAINING WITHIN
A PEDAGOGICAL
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“Genuine concern over the student brings professionals together ...Gives
the energy and the spark”

“Communicates, keeps his/her promises, deals with one’s responsibilities
and knows where we are going”

“Peacefulness, no need for recognition”

“in the meetings informality. one feels welcome..space for troubling
issues..confidential atmosphere”

“Problem is solved by inventing together”
“Inclusion of young people is essential”

“Right timing. For example being in touch early enough, so that needs can
be fulfilled”

“Knowing who does what and when”
“You should know the services others provide”

“Appreciation, for example invitation to meetings for mental supporting for
other professionals”

“cooperation in three levels, according to job description, added value on
both sides, the right person from the organisation involved in the
cooperation”

“Key persons for cooperation have been found, messengers, creating
operational culture with one person”

“Real cooperation is working with small volumes”

“The way to work is good only after it has been developed in the
community”

“Community nheeds communal experiences, common knowledge”

“Being in the situation as equal professionals. possibility to get right to the
point”

Functioning cooperation was described with two levels; on the first level
everyone acts in the cooperation relationship with appreciation, openly,
personally, mutually, flexibly, interested and on the second level the tasks
defined in the common goal setting are appropriately proceeded with the
young people in the centre of the actions.

A solid basis for alternance training in its widest form lies within the
pedagogical partnership that is founded through mutual agreement
between the school and the industry. This partnership will grow through
the ongoing dialogue between representatives of both poles. They will
have to work together to develop a mutual language in which they will be
able to find each other and which they can use to shape a powerful
educational environment.

Main objective is to develop a methodology to work with each other in
stead of next to each other.

Mind you ... it is important to point out to the factory where the youngster
is working, that they are involved closely in every phase of the operation.
It also includes that the coach has a thorough analysis of the working
situation each youngster is in. A combination of theoretical and practical
tasks for the individual with his own capacities is necessary.

For that matter some core activities must be executed.

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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The alternating role
of the teacher

LINGUISTIC SKILLS

The draft of an educational reference framework that takes into
account the actual activities youngsters could execute in an
enterprise. This framework will of course be measured with the
job profiles.

Gear contributions of the different partners about the
competences to be acquired to one another.

To establish a training regarding the specific competences to be
acquired as noted in the reference framework, the job profile and
the implicit competences from individual training activities.
Manage the heterogeneity of the target group and what has to be
learned. To determine the starting position of the youngster is one
of the important issues here.

Janus does not require more of teachers but requires other competences.
At first it will be difficult to adapt to the new role but as soon as the right
man is on the right place the easier the process can evolve.

Coach of the youngster

The coach is the key figure when it comes to observing what is occupying
the youngster, where he is at in his individual educational plan. He is the
one who guards what the youngster has to learn still, the one who
interferes when he notices that it is not going as smoothly as planned.
The coach stands next to the youngster, together with the mentor. Above
all he is a ‘participant’ in the educational plan. Besides specialist he is the
person who will realise the integrated approach of knowledge and skills in
the line of competence-thinking.

Coach of the mentor, the employee who guides the youngster in the
enterprise

Mentors often are employees who casually guide and coach youngsters.
Within the formal alternating system the role of this mentor is far more
drastic. The teacher can support him for what concerns the pedagogical,
educational part of the assignment he must fulfil. The mentor can turn to
the teacher for advice on how to handle these youngsters best.

Antenna function

Teachers can function as an antenna in the region. A thorough knowledge
of the labour market in the region will certainly add to the fact that schools
train for employment. It can also help teachers to detect necessities and
needs in the region and will help them to use this in class. The result will
undoubtedly be that youngsters will have a better and more realistic
chance to employment in their own region.

Strong team player

The guidance of youngsters in a formal alternating system is a point of
interest to the whole team. After all there are may different tasks to fulfil
and the flood of information must run as smoothly as possible. Therefore
the contribution of every team member will be necessary to feel and
discover the labour market of the region. It will surely help pick those
enterprises that can deliver a surplus value to their training through
alternance training.

The main issue is: who is the most important person to assemble all the

AND THE information, the person to decide which professional help is most
COOPERATION IN relevant? If youngsters are trained to be the keeper of their own future
THE SERVICE plan, if .they knowl who they can turn to, Whgre to find necessary
NETWORK information, profe.ss[onal help anq support, t_hey will be ab!e to decide for
themselves what is in their best interest. This line of working is executed
by the pilot schools of the Janus project. Pupils are taught to gather
information, to choose the best possible option for a specific problem and
to make decisions.

This is however not the easiest way because youngsters are not yet
trained to be that independent. For the trainers (teachers, mentors ...) it is
also important to let go, to give a certain responsibility. If youngsters are
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THE TRANSITION
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FRIESLAND

trained to handle the responsibility over their own education, they will be
trained to handle their life more easy. You simply can't learn to take
responsibility if it has never been given to you!

It is an option to bring together all the trainers etc. and to discuss the path
to be followed but it could be equally interesting to let the youngster learn
from experience in as many ways possible. The professional on the work
experience place, the teacher, the mentor all use their own skills to
educate the youngster. None is better than the other. Together they make
a perfect match for a young person to offer a full scope to develop his
talents.

A transition team is organised to guide the process.

This team differs from the class committee in respect that other than
educational actors are involved in the dialogue.

The team gathers at least once every trimester according to the needs or
problems the adolescents are confronted with or on demand of one of the
team members.

Extern actors - representatives of the sheltered or regular labour market -
are also part of the team.

It stands to reason that other relevant actors can also be part of the team,
such as teachers, parents, family, advisors, psychologists, social workers,
educationalists, governors, doctors, specialists out of various services,
employers, specialists from the social-medical sector, counsellors /
educators, job specialists of employment services and experts who
provide help regarding job hunting.

What is the task of the transition team?

This team offers assistance and back-up to all persons involved -
adolescents, parents, transition coach - to guide the actions within the
transition for one particular adolescent, to offer the necessary help and to
create a platform to resolve possible problems.

The team supports and takes all the necessary actions to make contacts
and connections with the labour market possible for this adolescent.

To organise around-the-table moments
To be able to execute this assignment

To be able to execute this assignment meetings will have to be organised
on a regular basis. On these occasions the transition team can make a
follow up under the supervision of the transition coach and in consultation
with the transition coach, the youngster and the class committee.

The individual transition plan is the instrument to guide the process. It
assembles every evolution and is available to all members of the
transition team.

For successfully multi-professional co-operation you need on:

- a strategic level; authority, co-operating management, control,
finances
a tactical level; believe in the functionality of multi-professional co-
operation, clarity about control
an operational level; every professional should take her or his
own responsibility in reaching the best solution, trust in the
professionalism of the other partners (avoid scholism: my
approach, system is the best, most suitable solution), clear
appointments (who is doing what, who is in charge for what, who
carries responsibility for what), professionals should not only trust
each other but like each other, professionals should be focussed
on results and solutions in stead of keep on talking about the
youngsters

§= ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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Objectives by Partners of the collaborating network share the common interest to ® Q‘
collaborating partners improve school - to work —transitions and to decrease the amount of P> Q
school leaving. Another shared interest is finding alternative pathways to ) ®
obtain vocational qualifications. Therefore the partners are committed to N

exchange, develop and disseminate effective and concrete methods in
order to influence political and structural decisions in involved countries. -—-Triple-F---
Previous experiences have evidenced the benefits of joint development.
Creating and sharing expertise transnationally will strengthen impacts on
national level. Different international projects and development programs
prove the aim realistic:

Belgian partners have successfully worked under YouthStart-initiative
developing alter-native part-time education for school-leavers. The Dutch
partners are developing and adjusting the specific American working
method for supporting jobseekers and school-leavers. The Finnish
partners have been developing e.g. vocational guidance and non-formal
learning schemes under the ESF-programs.

The common objectives of the collaborating partners

The joint work will be focused on dissemination of effective and concrete
methods, and integration in educational structures.

This should result in:

* preventing drop-out and stimulating qualified output in vocational training
systems for young people

* better transition between education system and labour market

» decreased drop-out rates in a socio-economic context

4. The (common/complementary) products/deliverables foreseen

1. Applicable training module for practitioners concerning alternative
vocational training, integrating non-formal learning.

2. Report on approaches and methods supporting beneficiaries.

3. Report on structural possibilities of school-to-work transition-schemes.
5. Added value on the strategy and intended results of each of the
developmental partners involved.

Conclusions Similarities that can be found among the countries/projects (when talking ---Triple-F---
about cooperation in preventing drop-outs) seem to be clear.

In all countries/projects the texts emphasize the importance of involving
the youngster him-/herself and involvement of the parents. The process
begins (and enables itself) only through motivating, involving and being
interested in the needs, possibilities and hopes of the youngster. The
work process involves the youngster, the coach (or some other
professional) and the parents and starts growing as the knowledge
expand. Other professionals and organisations are involved according to
the situation. The role of the parents is considered equally important in
order to create succeeding plans for the youngster’s future.

One principle seemed also common and clear. This was the idea of “one
youngster-one plan”. This enables the youngster to be the subject, focus
and the centre of the process, NOT the object or playing ground of the
professionals in the process. In the plan clear roles and actions are
defined and tasks are shared. Mutual understanding between partner
organisations plays a great role, professionals have to be aware of the
services provided by other organisations and also understand the realities
inside their partner organisations. This makes the importance of dialogue
even more important.

In every country/project there is one professional who is in the centre of
the activities with the youngster and who operates as the “centre coach”;
analyses the situation, organises, involves the other organisations. In
other words one professional acts as the “substainer of the cooperation”.

To be able to do all the above mentioned one must be involved in one’s

.
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profession. You have to be able and willing to actively perform your duties
and a bit (or a lot) more.

Differences between the countries seem also to rise clearly from the
substance of the texts.

In the Netherlands and in Finland as well coaches work in different levels-
local/regional/provincial/state level. Coaches arrange meetings with
organisations and policymakers in fixed order to promote the information
flow towards the decision makers. In Flanders the role of the teacher
seems to be stronger than in Finland and Netherlands. And in Finland all
the project workers emphasized the importance of “creating with other
(professionals)”. This means that cooperation and development meetings
form themselves in the moment itself; professionals come together
without any pre assumptions, fixed agendas, suspicions or negativism
and create solutions for every situation.

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
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Chapter 4
National
activities
structured in
trajectories
FINLAND

In this chapter the course of national project activities will be highlighting
by describing how trajectories are organized. This information is typical for
the countries and most likely bound to regional situations. Therefore the
reader should take in mind that good practice is usually restricted and is
difficult to copy to another unique situation. Learning from each other in
the present context mainly means being inspired by each other.

It is essential to ensure learning by doing possibilities for different kind of
learners. Need for different style of learning is not compatible with the
traditional learning environments and that causes problems. So, we need
alternative learning contexts.

The cooperation between youth workshops and education providers has
been developed in three different concepts using different methods. In
order to provide active roles for youngsters in society the project offered
chances to improve life management skills and an alternative way to
obtain needed vocational skills (and sometimes the certificates) for life
and for work life.

Completing vocational
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learning by d
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Recognizing
difficulties

ESF: helping to develop employment by promoting employability, entrepreneurship, adaptability
and equal opportunities and by investing in human resources

45

—--Triple-F---

TEKEVA

parhaat pualesi




Oulu’s project

Main things discovered in the Oulu’s project was the fact that working with
over 20 year-old youngsters demands immense amount of time and effort
in order to clear and sort out the life situations. In Oulu there were used
e.g following models: introduction periods in vocational institution (for
people seeking for vocational qualifications), arranging break periods from
vocational institutes (for people in danger of dropping out), finishing
vocational education in the work shop (for people with nearly finished
studies) and starting vocational studies again combining work shop
activities and traditional vocational education (for people who have
dropped out).

APPRENTICESHIF TRAINING
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Vaasa's project Cooperation between vocational institute and youth workshop is done to
support the students with difficulties in learning path. The methods used
in the youth workshop are individual (life management skills) and work
coaching (vocational skills)with the goal to achieve adequate life
management skills and vocational skills accredited by vocational institute.

The beginning of cooperation process concentrates on enhancing mutual
understanding and knowledge on each others ways of working. This is
done by arranging and participating in joint courses and meetings.
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Jyvaskyla's project

FLANDERS

THE OBJECTIVES
OF ALTERNANCE
TRAINING

FROM THE POINT
OF VIEW

OF YOUNGSTERS

Crucial in this model is that the working model of the “transition coach” is
built, tested and evaluated. The model is based on services and
structures that already exist and are available. Parents are also included
in the vast sense of networking. Jyvaskyla -model benefits from newer
and more creative way of using these already existing services. It is also
essential that the transition coach works with preventive and holistic
approach.
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The formal alternance training within the Janus experiment is focussed on
the third grade of vocational training with limited and full time curriculum.
Up till now alternance training was only meant for youngsters in part time
vocational education. The experiment wants to open this pedagogical
approach to youngsters with a full time curriculum. The goal is to enlarge
their competences as written out in the curriculum partially on the work
experience place. Our goal is to motivate youngsters who are easily
discouraged by the traditional educational framework and in the mean
time offer them a supplement to their training profile.

The youngsters that are invited to participate and to engage themselves
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for the Janus project are selected from schools and training systems who
are involved through the engagement of the industrial sectors.

The formal engagement of the youngster is necessary because within the
experiment the self-steering, self-assessment and self-evaluation are
essential parts. The youngster learns to guide themselves in various and
changing situations and thus develops and shapes his autonomy.
Youngsters are very positive concerning self-assessment. Most of them
see it as a logical thing to do. They have little problem to form their own
image. Some think self-assessment is very strange and hard to do. Only
one youngster was indifferent to the idea. A report of this self-assessment
is drawn by the youngster in which he can adjust things as his training
evaluates.

In formal alternance training the connection between theoretical
knowledge and practical skills becomes visual. It illustrates that subjects
taught in schools are relevant for the work experience situation. It surely
helps youngsters to make choices for their future profession because the
test they make in this educational system is realistic and real. The
enhancement of motivation and prevention of early school leaving are the
results. This way of education also helps youngsters to find a work place
a lot faster after their school training.

The individual need to learn and to work on competences is the starting
point of this line of learning. It is up to the school to organise a trajectory
made-to-measure as basis for the personal development plan. The need
is determined by the competences one has already obtained and the
competences necessary for a certain training in regard of the chosen
profession, school trajectory and the year or the learning path the
youngster is in. For enterprises that take part in the partnership, it is
necessary to have a clear view on the starting situation and the needs of
the youngster. This accounts for the school as well. An individual profile
could be of great service here. These profiles have an important role
where the matching between school and enterprise, with regards to the
needs of the youngster are concerned. The profile will point out what
tasks are relevant for this youngster in training.

A competence based alternance training starts from an inductive
perception: to do to understand. This means that the teacher / coach /
trainer should show some consideration for competences and
experiences obtained outside the school trajectory. He cannot control
these but they are of great value to enhance the professional
competences.

To be competent to act involves several elements:
To know: knowledge and insight
To can: skills
To will: attitude and motivation
To be: personal factors and characteristics

The integration of these elements is set by the situation, the goal you're
aiming at and the personal characteristics of the youngster. His ability to
learn depends on the level for which he can be motivated: competences
can be enhanced, can be mastered and include involvement. The level of
control over competences can be: beginner, practitioner or expert.

The youngster learns to carry out integrated tasks and to find solutions to
problems and difficulties related to these tasks.

It is not always possible to determine the tasks to work on competences
because it often depends on the offer and the possibilities on the work
floor. Together with the trainer or mentor youngsters discuss which tasks
are relevant for them to execute regarding their individual educational and
development plan. This plan is the backbone of the learning path for the
youngster.

The results of the process of competence development is evaluated and
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rewarded by the youngster and his trainer or coach. To show the
development of the youngster Janus developed instruments.

Self assessment and permanent evaluation are very worthwhile as long
as the trainee learns from his mistakes and enhances what he learned
through success experience.

To evaluate the individual project is a mutual concern for teacher, coach
and mentor and for the youngster. That way all actors are aware of the
evolution within the learning path of the youngster.

Youngsters in part time learning systems such as CDO (Centre for
vocational secondary education with limited curriculum), CDV (Part-time
education centre, centre offering recognized courses to pupils / students
of compulsory school age), Syntra (Flemish Agency for Entrepreneurship
Training) add regular employment to their educational training by working
three days a week and going to school two days a week. Some of them
are guided towards a bridging project of a preliminary trajectory.
Youngsters (15-18 till 25 years old) can go through several phases or
trajectories.

Those who are willing to work, but who haven't found a job yet, can enter
regular employment immediately, combined with educational training.

If youngsters are not yet ready for the labour market, they can take part in
a bridging project before moving on to the labour market.

If the road to regular employment really is a bridge too far, youngsters can
attend a preliminary trajectory.

To help them choose the trajectory best fitted for the youngster he can do
with some help.

Guidance must be taken seriously and executed intensively because
competences and the maturity to work evolve during their development.
Youngsters can move on e.g. from preliminary trajectory towards bridging
project, in order to be ready for regular employment. Another possibility is
that they started in a bridging project but they have a fall back because of
circumstances. It is best to keep all possibilities open, although the
eventual goal - employment for each youngster — should be the focus.

Up until now the guidance is not optimal. Quite often youngsters still
escape and are guided towards a trajectory that doesn’t fit him.
Discouragement, school fatigue and early school leaving are looking
around the corner. A thorough screening of the youngster is not always
done and it is not clear which authority is best placed to do it. Therefore a
network is necessary to be able to offer the youngster the best fitted
trajectory, taken into account that it is open to changes or adjustments.

The idea of preliminary trajectories is not yet cleared out completely. As it
seems there is a wide diversity of preliminary trajectories with different
target groups, different goals and very different structural involvements.

This leads us to different questions concerning the activities within the
preliminary trajectories.

What kind of youngsters must be admitted to a preliminary trajectory?
What kind of teaching methods are best suited for these trajectories?
Where do preliminary trajectories stand in the guidance scheme? Is it
permitted to have an overflow with bridging projects? What conditions are
necessary to establish a well functioning preliminary trajectory?

It is the main goal of the Janus project to tighten the link between labour
market and education and to reduce the school fatigue of youngsters.
Therefore it reflects the efforts of the government and of the department
of education particularly to work on these two hot items.

Especially concerning preliminary trajectories, the Janus project wishes to
contribute to the possibility of a structural extension and embedding of
preliminary trajectories within the context of guidance towards
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employment. It is important to involve all relevant partners to get a broad
view on the organisation of preliminary trajectories and their place in the
whole of the guidance.

Youngsters that aren’t ready for a formal alternance training (2 days at
school, 3 days work) are guided to preliminary trajectories but always with
the same goal in mind: to lead the youngster to some form of
employment.

To describe this target group means delineation. Not every youngster in
part time education belongs in a preliminary trajectory. Some youngsters
will even fall out of this target group. For these youngsters alternative
projects are elaborated that suit their specific needs. Youngsters who lack
linguistic skills or youngsters that need psychosocial guidance where
employment is not the core issue.

The target group for preliminary trajectories is definitely the non-working
part-time education youngster who will find a differentiated and adapted
program according to the degree of willingness to work and maturity for
employment.

Try to activate the youngster
Purpose of activation:
Incite the youngster to action
Motivate the youngster to engage himself
Experience success
Influence the self-image in a positive way
Learn to reflect on his own actions
Conditions
The connection with the world the youngster lives in is meaningful
The youngster can participate
The structure is clear
Attention for the diversity of youngsters
The offer must be as wide as possible — also as concerns leisure
time

The target group
Youngsters not yet ready for the labour market and not (yet)
willing to work
It Youngsters ready for the labour market and not (yet) willing to
work

You can orientate the youngster

Purpose of orientation
The youngster can explore his vocational competences on the
work floor
The choice for a certain training is well considered and realistic
The youngster has a clear view on the labour market and
possibilities for training

Conditions
Offer the youngster the possibility to a try out period, work
experience period or practical training
No pressure for production

The target group
Youngsters that are not ready for the labour market but are willing
to word and who haven't chosen yet a profession

Youngsters can be guided individually or can experience in group.
Another possibility for the guidance counsellor is to observe the youngster
and share the findings so that he can learn from it.

The place of preliminary trajectories within the guidance issue can differ.
The regional diversity and the different possibilities of several actors
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concerning guidance make differences possible and often even desirable.

A close collaboration between all partners involved in preliminary
trajectories is a condition to avoid gaps through which youngsters drop
out because there is no suitable answer for them.

The most important partners in the network where the preliminary
trajectories are situated are the CDO/CDV, Syntra, CLB (Pupil guidance
centre), parents and the local employment agency.

One of the most important conditions for a good collaboration is to agree
the division of tasks. In everyday reality a good follow up of the
preliminary trajectory as link within the whole of the guidance often
depends on the communication and agreements between the preliminary
trajectory guidance counsellor and the guidance counsellor.

Conditions to optimize the preliminary trajectory:
- A well structured work based programme with activating and

orientating teaching methods is followed
The individual follow up and guidance of the youngster is
guaranteed (after a thorough screening of the youngster)
The youngster must be able to choose between several
preliminary trajectories (the offer must be large enough to answer
to everybody’s needs)
Experienced and well trained personnel guides the youngster
The network functions very well
The infrastructure allows the preliminary trajectory to run smoothly
There is a follow up over the borders of the different trajectories
and the information flow runs smoothly
The organisation of preliminary trajectories is on a permanent
basis with a realistic time path

We notice however certain situational elements that are modifying for the
success of a preliminary trajectory.
The criteria/conditions above can be divided into three domains:
The situational context (infrastructure, professionally trained
personnel, organisation on a permanent basis with a realistic
time path)
The organisation of the preliminary trajectory (well structured
programme, guaranteed individual follow up and guidance,
choice between different preliminary trajectories)
Interaction, networking (functional network, thorough screening
of the youngster, follow up through several trajectories,
information flow)
These three domains can be evaluated while researching a well
functioning preliminary trajectory.

Janus wishes to contribute to the possibilities of a structural extension and
embedding of preliminary trajectories within the whole of the guidance
possibilities towards employment. Important in this story is that all relevant
partners are involved to get a clear view on preliminary trajectories and on
their position in the whole of the guidance possibilities.

This will mean that an overview should be made of all on going
preliminary trajectories and that many answers will be found to the load of
guestions concerning preliminary trajectories. Without clear and
unequivocal answers, this structural extension and embedding is
impossible.

Up till now the need remains for sufficient and well tuned offer of
alternatives to give every youngster his learn — work trajectory fit-to-
measure.

The quality of existing preliminary trajectories is difficult to trace. Up till
now preliminary trajectories don’t have a structural embedding.

Those who are concerned plead for structural embedding where
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The target group :

engagements should be taken to certify and to finance. Up till now the
situation is not clear although the Flemish government frequently consults
all those involved.

(with special thanks to workshop Janus part 2 and HIVA conceptnota
2004: preliminary trajectories: step stone to the labour market for part time
students)

The Centre for Language and Education — CTO in Flanders developed a
screening document for schools to analyse the initial phase concerning
language proficiency and language policy is. As a result schools can
determine what actions can be taken to enhance linguistic skills for their
students. The screening document puts the whole school team in front of
10 goals:

1. To enhance the number of youngsters with sufficient language
proficiency

2. For teachers to know what the linguistic skills are

3. To handle the instrument to determine the language proficiency of
youngsters

4. To handle an interactive approach to help youngsters enhance
their language proficiency

5. How to use the language heterogeneity

6. Consciously handle the linguistic skills and improve language
proficiency in all subjects

7. How to involve the whole team with permanent targeting, planning

and adjusting the actions based on evaluation notification

How to support the school board actively

How to organise a policy of professionalism

0. How to link the three subjects: general subjects, professional

subjects and the working place together

B ©oox

As a result of the questionnaire the schools can see on what platform the
most important actions should enrol.

For individual students they developed the T-tool for use in school and on
the work experience place. The purpose of this tool is to determine what
specific action should be taken for the individual student. The language
coach observes the youngster in a classroom or work experience place
situation and registers the problems he hears and sees. Afterwards he
talks about this individually with the youngster to determine which action
can be taken or what needs special attention from the student himself.

This “language coach” is called “The strong link” and must be seen as the
link between school and job environment. Both environments use their
own language variety but they must be understood by the youngster in
both ways. This “Strong link” is a professional language teacher with
strong involvement towards the youngster, the school and the work place.
He brings these worlds together as it may seem.

(for the time being these tools are in a developing state but by the end of
2007 they should be available on the site of both CTO and DBO.)

The project starts from the general assessment that the flow towards the
labour market progresses problematically for a substantial number of the
lower educated adolescents. It's even more difficult for lower educated,
unqualified adolescents to claim their rightful place in the community. Not
all 18 year-olds can conquer a place by themselves. Transition,
assistance on the labour market, can be important means of help to
prevent them ending up in long-term unemployment.

Within the aims of the project it has been clearly stated that transition from
school to employment should be worked at in a formal and active way: the
escorting of adolescents from education unto the labour market.

The project supervisors selected a difficult and restricted target group that
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Elaborate a plan

The initial phase

The school phase

doesn't immediately belongs to the most wanted job-applicants. It
concerns adolescents - boys and girls - in special secondary education,
type 2. They are between 16 and 21 years old and have to live with a
intermediate mental disability, physical disabilities, character disorders or
a visual or auditory disability.

We held a simple inquiry among former pupils of the collaborating
schools, who recently made the crossing to the labour market. It showed
that they were very pleased with the knowledge and skills they developed
at school and can now apply on the job.

The counsellors were pleased to see how their former pupils adapted to
their work placement and are obviously enjoying it all.

On first sight the transition went well. Between the lines some gaps about
their training surfaced: how to deal with newly-met people, how to adapt
more easily to a strange environment, to follow new rules and procedures,
how to get used to a faster pace. Often there is a lack of insight in
administrative paperwork, they encounter difficulties with functioning in a
group and resolving conflicts.

The new counsellors on the work placement could also add some
problems to this list, especially in the field of labour-focussed attitudes. As
a result an extensive washing-list of competences for preventive training
and anticipation through the individual transition plan, came into
existence.

It is the intention to set out a working method and a set of tools to guide
the transition of these adolescents towards the labour market. The entire
body is called the INDIVIDUAL TRANSITION PLAN (ITP). The
proceeding of this plan is divided into three steps: first of all the initial
phase, then the school phase and last but not least the work placement
phase.

When is a good time to start this transition process? Within the Special
Needs Education the "natural” moment to start the transition plan is at the
moment of the transfer of phase 1 to phase 2. A tool has been developed
to assess the situation of the adolescent and to make sure the transition
can be started. A transition team is organised and every adolescent is
attributed, with his ITP, a transition coach to help install his or her
personal transition plan, to execute and coordinate it.

The position of the adolescent in the process

The active involvement of the adolescent as manager - as far as possible
- of his or her own future plan is eminent. We can not build up his or her
future if the adolescent does not have an active part in the process.

The adolescent needs to be involved in the complete process, with the
necessary assistance and with respect for the individual characteristics of
every adolescent.

Naturally the adolescent will have to be adequately guided to be able to
experience and accept his possibilities as well as his limits.

For this the school is the ideal warm nest. On the one hand the
adolescent can and may have dreams there, on the other hand he is
guided to refine the image he has of his future.

By working together in a broad sense the dream of this adolescent can be
made to come true by using realistic steps.

In this the adolescent administers his own portfolio and is able to act this
out in an assertive way with help of others.

When the transition-process has been started, immediately the great
challenge rises to equip the adolescent with the necessary competences.

In what we call the "school phase", the most important accent lays mainly
on work training and vocational education in concrete working situations,
where a clearly defined task must be completed and where the work
performance, the result and work-behaviour are subject to increasing
demands.
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The work place

phase

During this step, in the lessons vocational and work training, the pupil is
confronted with actual labour and is trained in the various aspects that are
part of the labour process. The adolescent should be educated towards a
life of working ability.

By working, the pupil learns the skills that should enable him to have a
better understanding of his surroundings, to control and influence them.
Within this phase contacts with the labour market in function of the
individual objectives should be activated. Obviously this contact will be
part of the general school policy.

Good contact implies that an extended network of regional firms and
social services is in place.

Increasing the focus on the labour market should and must include a
personal approach of the adolescent.

He should gradually but surely acquire the necessary know-how to get a
realistic image of his future world. For that, exploratory activities are
necessary in this second phase. These may be simple work assignments
from companies that can be organised in the school, real work experience
placements or extra-mural vocational training in group in a hosting
company.

Next to this, activities such as use of public transport, experiencing
aspects of social security, labour costs and worker’s unions are relevant.

Which competences are needed to cope with the labour market?

This concerns general vocational skills that include - amongst others -
social-communicative skills, functional basic skills, skills relating to the
work situation. These important vocational skills that pupils must acquire
to make the transition to the labour market without major problems, we
elaborate it in five competences : the competence to act out tasks
according to expectations; the competence of easy learning on the work
place and thereby reflecting on the personal learn and work process; the
competence to be able to communicate easily; the competence to be able
to reflect on the individual prospects for the future; the competence to get
insight on the relationship with the personal and social environment.

The third and most important phase is the actual transition towards the
sheltered workshops or the (semi) regular labour market.

How well and realistically the preparation of the transition to the labour
market may have been prepared, the actual step itself can not be left to
coincidence.

During this transition the labour maturity of the adolescent is measured.
To this end a tool was developed that should give an accurate account of
his progress in competence.

Job coaching as a transition method

To attend the transition from the school to the work place even better, the
transition coach will temporarily accompany the adolescent on the work
place. For this we use the expression "job coaching".

This means the personal attending of the adolescent on the work place
with the purpose to expand and make optimal use of his competences.
Job coaching is renovating in the sense that it gives the opportunity to
steer the transition from school to employment in the right direction and to
make sure the adolescent is not left to look after himself in the first stage
of his first work experience.

Within the transition plan this cooperation between the adolescent, his
employer and his transition coach is clearly defined.

The transition coach continues to accompany the adolescent in his
individual transition plan and thus enhances an easier integration on the
work place.

Relation between the transition coach and the mentor on the work place
The work place-mentor will obviously act as employer of the new
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employee and also as mediator towards the new colleagues and the
management and will - as far as needed - keep working on lacking
competences.

Especially during the reception phase the mentor will have to gain the
trust of the adolescent in order to enable the long term development of a
strong bond. During this phase the mentor must realise that, for the
adolescent, the feeling of well-being on the work place is more important
then high efficiency.

In this transition situation the transition coach keeps up the task of
confidential adviser. For this method a clear communication with the work
place is necessary.

A special moment in transition is the reception phase.

The new situation of the adolescent will turn round the contribution of the
actors, what will increase a feeling of insecurity.

These problems with adaptation must be handled quickly. It is of the
utmost importance to underline that this concerns a shared responsibility
between as well the adolescent, the transition coach as the work place.
The very first moments have an obvious importance and must offer the
adolescent a feeling of well being.

A warm transition is therefore recommendable. A lot depends on the
emotional skills of the work place mentor and his talent to show this to the
employee.

Integration in a new (work) environment, feeling at home in new
surroundings needs time. Here patience is undoubtedly the message.
This problem can be reduced thanks to some cleverness and simple
memory tricks.

Developing communication skills with strangers is another element.
Adolescents can be taught good communication methods in advance, but
to apply them in fitting situations is more then an art. Here the transition
coach certainly can play an important role.

To function in a group is and stays undoubtedly a point that needs
attention. Other employees with more experience obviously feel more at
home in their work place and presume to have an advantage on the
newcomer. During the school phase this can be worked on, but in reality
that may prove to be insufficient.

Handling increased tempo. The rhythm on the work place will certainly be
higher than in a simulation exercise in school. There's a good chance that
an increased tempo will increase the stress accordingly. It is important to
teach these adolescents stress control is possible even with a higher work
rhythm.

In Flanders there already exist a number of special models to guide this
target group to the labour market. These are enclave working, supported
employment and guided employment.

Enclave working

An enclave is a kind of subcontract where the sheltered workshop places
a number of employees in a regular work place to perform a certain task,
under supervision of a counsellor from that sheltered workshop.

Through enclave employment these adolescents can now be integrated
on the regular labour market, where previously they were excluded.

Supported employment

This is a method that was developed to support people with a (often
serious) mental or physical disability in the performing of a job. This
method is based on individual guidance of the disabled person, on-the-job
training, having a job in a normal, and regular work environment.

With supported employment the disabled person can count on individual
support, embodied by a personal counsellor or "job coach".

Guided employment
This is a Service of the Flemish government, who uses the principal of
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guided employment to find a work place as close to home as possible for
disabled people.

When rounding off the individual transition plan? When it is clear that this
adolescent has well been integrated as a new employee?

The intensity of the coaching depends on the need for support by the
individual and decreases when he can perform his tasks more
independently.

We must make a distinction between transition planning and supporting. It
could be that target-group-adolescents need life long support, but that
doesn't mean we should keep the transition activities going on forever.
The need for further guidance can be left to other services.

There is an obvious option to restrict transition support in time. An
estimated period for this can be more or less 6 months, depending on the
individual adolescent. Here a general rule is really too arbitrary.

To let transition fade away unnoticed is certainly no option. Putting a
formal ending to the transition plan is preferable.

By putting this forward, the actors concerned know what is and isn't
required of them and false expectations can be excluded.

A formal ending to the transition will help the actors to make a follow-up
of their contribution. It can help the adolescent to realise he stands faster
on the work place, which means he is more independent, more skilled,
equipped to handle the work situation. It can be stimulating for them.

The individual transition plan wants to be a method, fitted to the individual,
to guide the lower educated adolescents to their future, to their happiness.
To be able to take part in the labour process and to dispose of the
necessary knowledge, skills and attitudes are unmistakably part of that
happiness.

During the transition process the youngster is at the centre. He handles
his own portfolio and is constructively supported. The expectations of the
youngster can be evaluated on their feasibility. It gives a clear view on the
individual youngster, based on relevant data from the individual education
plan. The evolutions of the youngster are clear and bring the need for
adjustments to the surface.

The organisation of an ITP supposes a broad network where all relevant
partners exchange information on a regular basis. The guidance by the
school can rely on the expertise of partners within this network. Their
tasks are well defined. All partners within the network go for the same
goal. Barriers to the labour market are detected and eliminated quickly.
The ITP guarantees a warm and humanitarian transition from school to
labour market for the youngster.

The beginning and end of trajectory coaching of early school leavers
(ESLSs).

The track supervision of ESLs starts as soon as the secretary of the
RMC-FW has registered the young person for the program. The track
supervision ends as soon as the young person has obtained his or her
starting qualification, or when the readjustment period (+/- 1 year) of a
ESLs who has been placed in a follow up track has ended.

The track supervisions that have taken place on our region up until now
have proven to be effective.

Personal attention during house calls as well as a satisfactory cooperation
with the ROC's (schools in which the ESLs are given the chance to follow
alternative educational programs).
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Reporting - According to the RMC law, school administration boards are
obligated to report any school drop outs (children who have not
obtained their start qualifications) between the ages of 12 and 23.
Within the Friese Wouden region, a deal has been made which
states that any dropout cases will be reported directly to the RMC-
fie. This is done through the use of a monthly report which is filled in
and sent to the RMC-fie secretary by the ROC's/AOC’s (agrarian
senior secondary vocational education). Additionally, the
employment agencies report any ESLs that are officially registered
in their region.

All young people are contacted by the RMC secretary by means of
a telephone call or a written survey. The survey asks for the young
person’s personal-data and information on their current daily
activities. If and when it becomes clear through the information
provided on the survey that the young person is not planning on
returning to the educational program he or she once attended, this
will be registered in the RMC-register. Afterwards, the young person
is appointed to the track supervisor.

Besides the above mentioned process for appointment to the RMC
track supervisors, students, parents, social workers, municipalities
monitoring official, Social Service employees, and consultants of
reintegration companies, are also given the chance to apply to the
program directly and ask for assistance by the RMC track
supervisors. A special form has been designed for this purpose.
This additional process ensures that a course of action may be
pursued quickly in order for the mission to be a success. This is
especially important seeing as how educational institutions and
employment agencies only report to the RMC supervisors once a
month.

In addition to drop outs, at risk students whose chances of dropping
out are large may also be appointed or apply to the track.

Assessment of the application
The application of the ESLs is assessed and controlled by the RMC
secretary. The goal of the application is to decide whether the
person qualifies for track supervision. In order to assess an
application one must attend to the following:
a) registration at the RMC function
b) whether the necessary personal data has been filled in
completely; for example, does the person qualify as a ESLs,
how has the person’s school career developed (is someone a
priority ESLs or not'), does the person have a job with which
he or she can sustain his or her own lifestyle, registration at
the CWI, participation in a re-integration track, etc.
c) exemption from required education

! Priority VSV'ers:

-Have no secondary school (V)MBO) diploma and no work.

-Have no proof of passing HAVO 3 to HAVO 4 and no work.

-Have no secondary school (V)MBO) diploma but do work/ have a job.
-Have no proof of passing HAVO 3 to HAVO 4 but do work/have a job.

Non-Priority VSV’ers:

-Have a secondary school (V)MBO) diploma or proof of passing HAVO 3 to HAVO 4 but do not work/have a job.
-Have a diploma from a practical education but do not work/have a job.

-Have a diploma at the MBO level-1 but do not work/have a job.

-Have a secondary school diploma (V)MBO) and work/have a job.

-Have a diploma at the MBO level-1 and work/have a job.
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The Contact Phase The RMC secretary approaches all young people who have been registered P> .‘
as ESLs (either through a survey form or over the phone) in order to collect P &
any missing data, to ensure that the case actually involves a school drop & ®
out, and to analyze whether the young person feels the need to participate in n
track supervision.
Before the actual track supervision can take place, the RMC secretary
decides the priority status of the case. Certain at-risk target groups are
approached with priority:
1. Any direct applicants for track supervision by means of the
application form;
2. ESLs who are in any sort of multi-problem situation (no distinction is
made between priority or non-priority groups here);
3. ESLs who have earned a certificate for practical education or to
work as assistants and who do not presently have a job;
4. ESLs without a job (no distinction is made between priority and non-
priority groups here)
5. Priority ESLs who have a job
6. Non-priority ESLs who have a job
Invitation
After the application process has been completed, the ESLs is invited to
attend an intake meeting with the RMC track supervisor. Preferably, this
meeting should be held individually and face to face, as the initial phone
conversation can be used for the track supervisor to assess whether the
young person is in need of track supervision, as well as to motivate the
young person to come to the meeting. The meeting may take place at the
local municipality, in the employment agencies of the Friese Wouden region,
or at the ESLs’ home.

Intake

During the intake meeting, the actual introduction between youth and
supervisor takes place. The purpose of track supervision, and what this
entails for the ESLs, or what he or she can expect, is explained. The intake
takes place over the course of one to three meetings.

Representation The following steps are taken by track supervisors to ensure an optimal
representation:

a) Description of reason for application/description  of
problem/conflict. Present the main reasons for the application to
the track and describe when the problems originated;

b) Describe the type of aid/assistance needed based on the (‘
abovementioned data; e

c¢) Form an inventory of which specific type of supervision has F“SE POORT
previously taken place (if and when this is known to the track
supervisors); include a short description of the reasons for this
prior supervision, how it was put into practice, and what the
results were. Keep in mind both:

Internal issues: within the school, educational institution, or on the
job and
External issues: youth care services, psychological treatment for
youth, specialists, or any possible contact with police or other law
officials.

d) Form an inventory of the available diagnostic criteria: any data
from previous empirical studies about personality characteristics,
such as developmental pathologies, social skills, contact
possibilities, emotional aspects, cognitive possibilities, and
practical skills.

e) Make a description of behavioural characteristics; is the person
introvert or extrovert, a leader or a follower, or very oppositional;
analyze his or her emotional expressions, social skills,
relationship with other students, teachers, colleagues, and social
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a)

b)
c)

d)

contacts.

Make a description of his or her attitude towards work;
motivation, displaying initiative, capability of working
independently, behavior towards practical matters and getting
things done, perseverance, and tolerance of frustrations.

Make an inventory of educational performance and
setbacks/obstructions.

Describe the person’s lifestyle and living situation, family
relationships, friends/spare time, the home situation.

Research perspective (including positive aspects of the young
person).

Research the ESLs background: social background, reasons that
led to dropping out of school, educational career, and other
relevant aspects.

Research what the ESLs wants (as a career, interests,
motivation).

Research what the ESLs can do, or what skills he or she has.
Research the present possibilities for the ESLs (school or
educational tracks).

The goal of the intake meeting, besides being the initial introduction with
the track supervisor, is to start the process of creating a complete
representation. The RMC track supervisor will use a standard form during
this meeting. Additionally, it is often necessary to receive extra information
from external institutions, such as schools, youth care services, and
municipalities official in order to reach a fully objective analysis of the
case. Thus, at each first meeting an authorisation form will be filled out. It
is possible to use a certain amount of instruments in order to obtain a full
and clear picture of the young person and his or her conflict situation,
opportunities, and obstructions to achievement, etc.:

Training WorkSkills. Sometimes youth need something more than
individual track supervision in order to achieve a true
strengthening of competencies and problem solving skills. In this
case, the RMC track supervisor can motivate a young person to
participate in a Work-Skills training.
H-model (assistance sources being the highest goal, attainment
of this goal, obstructions to it, the current situation).
Client profiles, to decide the supervisory and or motivating
techniques/methods to be used.
Taxation of the motivational problem and a co-ordination of the
type of supervising technique; Motivation Cycle of Prochaska and
Diclimente. (Note: pay special attention to a cynical attitude
towards change. Relapse should be seen as a necessary
component of the learning process). A lack of motivation is not
usually a characteristic found among youth. It is crucial to earn
the young person’s trust and to prove to him or her that they will
not be embarrassed throughout the process. It is not crucial,
however, to form a strong emotional bond with the youth.
Interaction Indicator (Rose of Leary);
Conversational techniques
Supervisory techniques
Empowerment
Strengthening of competency. Competency strengthening can
support youth in the formation of an increasingly positive self
image. Strengthening one’s feeling of competency clarifies to the
young person that he or she performs well at certain things, as
well as emphasizing that this positive performance is due to his
or her own skills. A strengthening of competencies can occur by
means of:
Organization of education and/or activities that fit in closely
with the young person’s realistic possibilities. This
contributes to the person’s positive experiences with work
and strengthens his or her confidence.
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k)
1)

m)
n)

Find out what really works and elaborate on this. When
doing so, the reality of the situation should be kept in mind
at all times, and the positive ratification should be limited in
order to ensure that the young person believes the results
are due to his or her own skills and actions.
The bending and redirecting of negative and distorted
thoughts by forcing the young person to realistically
examine his or her thoughts and beliefs.
Optimizing the possibilities for successful experiences. This
can be done by setting realistic and reachable goals and by
splitting sub-goals up into a set of phases so that the ESLs
can gradually succeed in the short term.
Celebrate success: certificates, and especially the
ceremonies at which they are presented to youth, are very
important resources to achieve this.
Enhancement of problem solving capacities/skills. Many young
people from the target group need to learn to get a certain grip on
their lives. They often feel that things just happen to them, no
matter what they try to do about it. People can learn, however,
that they themselves have the power to change their lives and
situation. The problem solving skills of an ESL can be improved

in various ways:

Changing one’s locus of control. People often have a
greater effect on their own lives than they believe. The track
supervisor can make the ESL consciously aware of this by
emphasizing to him or her that he or she constantly makes
decisions, and that these decisions have important
consequences for, and affect, his or her life.
Recognize the young person’s past. It may be possible, at
times, that the supervisor needs to recognize the young
person’s past and allow him or her to give this past a
certain place in his or her life. People are often only capable
of letting go of their “innocent victim” attitude once this is
achieved.
Supervise the ESL choice process. This can occur through
brainstorming with the young person, helping them consider
the pro and cons of each decision, and forcing them to think
about the possible consequences of each choice. The goal
of this process is to have the young person commit to his or
her self-made decision and to accept responsibility for the
actual realization of these choices. The supervisor can then
address the young person on these matters.

Assessment

Knowledge of signs and networks that are related to

developmental psychiatric disorders

Intelligence tests/capacity tests/capacity to learn

Career choice test

In order to reach a responsible analysis on the ESL problematic/conflict
situation, opportunities, and obstructions or set-backs, one needs a
complete and honest representation of the case at hand.

a)

b)
c)

e)

f)

Organize additional support (Advice and the RMC consultation
team, aid/assistance, return to work track including a
comprehensive approach towards 16/17 year-olds;

Case review;

Personal and social skills;

Key skills (dealing with feelings and emotions, standing up for
oneself, how to present oneself, discussions with others, working
in a team formation, taking personal care of oneself, adapting to
changes, planning and organizing, learning, deciding, dealing
with problems or obstacles);(*)

General skills related to work or education;

Information on the labour market (e.g. application training);
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Skill 1.

Skill 2.

Skill 3.

Skill 4.

Skill 5.

Skill 6.

Skill 7.

Skill 8.

Skill 9.

Skill 10.

Career Orientation

Linking education (Learning while Working, Working while
Learning. Included in this process are: ROC Friese Poort, Lamat
ROC, Frieslandcollege, and the Bonifatiusproject of the ROC
Friese Poort);

Preparation and orientation of the learning and working
environment

Supervisions/consultations towards education or work.

Key skills have been recognized and defined in such a way that they may
apply to societal situations, as well as educational or labour/career
situations. They can therefore be applied in tracks aimed at social,
educational, or professional skills.

Dealing with feelings and emotions

The ability to put an end to, or prevent, social tensions by
limiting or adapting one’s own mood state and by applying
well thought-out/predetermined interventions.

Standing up for oneself

The ability to realize a certain effect or result by means of
acting on one’s own physical, material, or psychological
wishes or needs, even if these wishes or needs are not
shared by others.

Presenting oneself

The ability to acquire, maintain, and reinforce one’s
position by speaking out on one’s thoughts, experiences,
qualities, and expertise on things.

Discussions

The ability to communicate with others in a goal- or task-
directed manner by sharing relevant and trustworthy/valid
information at the appropriate moment.

Working together with others/ working in a team

The ability to attain certain expected results with others by
carrying out individual tasks that have been agreed on by
the others, by coordinating them with other’s activities, or
by deciding on and planning the activities which must be
carried out together/in a team formation.

Taking care of oneself

The ability to strengthen or support one’s own functioning
by applying certain physical, material, or psychological
conditions to oneself or by taking specific measures.
Adapting to changes

The ability to adapt or change one’s mode of functioning,
by adapting to the changed circumstances, or by
personally using the changed circumstances or demands
to adjust or change one’s mode of functioning.

Planning and organization

The ability to achieve an expected result by systematically
or methodically planning, ordering, structuring and
planning the tasks or activities in a certain time frame.
Afterwards, the activities are carried out according to plan,
the course of the activities is monitored closely, and both
the process and the product of the achieved results are
evaluated and assessed.

Learning

The ability to extract new information, knowledge,
insights, or attitudes by using available information
sources, learning strategies, or additional sources, by
seeking out appropriate information sources, learning
strategies, or sources and applying these to the situation
appropriately.

Making decisions

The ability to apply well thought out decisions in practical
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situations by forming a realistic self image in relation to
the choice at hand, by weighing the pro’s and con’s of
each alternative, by deciding on the appropriate
commitment and resources, and finally by making a
decision and acting in accordance to it.
Skill 11. Dealing with Problems

The ability to set one’s mind to a problematic situation
and, through this, learning to accept, shed light on, or
solve interrelated physical, psychological, or material
phenomena.

Placement - An actual effective start

Test period (including training and supervision)
Definite placement

After-care/ RMC track supervisors follow the young people and, when necessary,

readjustment

conduct a couple of follow up discussions with them for a period of 6
months after he or she has been placed in the track. This is done in order
to ensure that the young person does not drop out of the track/program
soon after initial placement.
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Chapter 5

Discussion

and further
considerations

Introduction
FLANDERS

Inspiring issues

The personal
approach

The profile of the
transition coach

Different angle

Engagement of
professionals

In this final chapter the three collaborating partners present their
concluding remarks. This may result in some overlap as they report on
shared experiences however from varying perspectives. The three
member states involved have different cultures, legislation, networks and
professionals. Such circumstances contribute to specific ways of working.
This makes it interesting to learn how problems are solved from such
perspectives.

Through the contacts and events that were organised within the meetings
of Triple-F in the different countries, we found for Flanders inspiring
issues that we implemented in our own national project. Some methods,
ideas or events were very interesting to witness but impossible to
implement in the Flemish situation because of structural or cultural
reasons. However we used a lot of ideas that find a source in the projects
of our fellow partners in Triple-F.

During the WorkSkills introduction in May 2007 in Hoofddorp (The

Netherlands) , we were startled when we heard the trainer say that
youngsters that choose to "jump overboard while crossing the river"
should do so, they are lost anyway. Youngsters tend to give up or scream
that they will give up but hardly ever do so. Youngsters want structure in
their lives, certainties. Youngsters should focus on their own personal
future plan. We applied this idea in our Janus project. The self esteem of
youngsters is a very important issue to work on. Guides, teachers and
parents shouldn’t force them to do what they have in stall for them but
should let go. Once youngsters are aware of the fact that they can be
somebody, with all possibilities and capacities they have, their self esteem
will grow and drop out can be avoided.

During our visit to RMC Friese Poort, we saw the importance of this
personal approach and we applied this idea in our Janus project, where
we aim at an individual plan made-for-measure.

A Finnish youth worker (Kalle) showed us how guidance can be
performed to the full extend: one youngster, one plan, one guide. The
profile of the transition coach in our Janus project is inspired by this
example. However ... something that is impossible to obtain in Flanders is
the availability 24 hours a day, seven days a week. The trajectory guide
has a very important role in the system. “Kalle is constantly challenging
the system”, our Finnish colleagues admitted. And imagine a meeting with
a dozen people, being available for their clients all the time. Impossible
when all these cell phones start ringing...

We saw in Vaasa (Finland) September 2005 that youngsters and adults
are treated equally in social workshops. This way the knowhow can be
brought together. Finland divides the group according to the typology and
this made us think. Attitudes can be taught to different ages at the same
time. To bring together these people with the same problem is a different
way of looking at things.

For the Flemish situation we thought: if CDO’s and CDV’s are already
working together, why not involve basic education as well? This line of
work creates collaboration — including structural. This way it can be
avoided to make copies of each others methods. At this moment there is
divided multiprofessionalism. In Finland we saw multiprofessionalism from
the inside out. An interesting angle!

In Oulu (Finland) — December 2006 - we witnessed a theatre project,
where professionals and amateurs (our target group Yyoungsters)
performed together. It was impossible to distinguish who were the
professionals. The youngsters were lifted above their capability, which is
for sure. The same system — youngsters guided under the wings of
professionals — we witnessed in Fifteen, Jamie Olivers’ restaurant in
Amsterdam and we heard from RBO Groningen representative in
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Benefits of

collaborating: the
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Drachten : “Every disability hides an ability”. We learned that engaging or
involving professionals or well known individuals can force youngsters to
move beyond their capacity. This undoubtedly has an effect on their own
future.

In the introduction it was emphasised that early school leaving is a serious
European issue. Too many youngsters enter the labour market under
qualified and run the risk of long term unemployment. Apart form
individual loss of productivity nations have to deal with compensatory
social security arrangements.

Prevention programs can focus on establishing effective guiding
processes, with attention for individual skills, capacities and personal
goals. Working together in a transnational network may inspire for new,
more effective approaches so that youngsters in various countries may
benefit.

Collaboration with a Flemish and Finnish partner in this project provided
some useful insights on how early school leaving is treated in these
countries. First of all we learned that the way these youngsters are
registered and treated is well organized and controlled in the Netherlands.
In Finland early school leaving is not considered as a separate issue and
attended as such. Activities aimed at this group are embedded in other
regular programs. Similarly in Flanders early school leaving is
incorporated in school related service provision.

Converging results

During the project we learned that in the three collaborating countries
youngsters can be characterized by the same elementary problems: lack
of vision and interest on their future. Helping to motivate these youngsters
in building a vision and investing in their future is one of the most
important challenges we face.

The regional collaborating network already existed. An important question
is about it strength to be functionally effective at the long term.

In multifaceted problem situations, such as those of early school leavers,
collaboration amongst partners in a professional network is of essential
value. The strength of such networks is in the professional’'s attitude,
knowing about each others’ existence and expertise. It is clear that
fighting early school leaving is the responsibility of a coherent professional
network. Investing in such issues as maintaining a professional network
and multi-professionalism is a key issue.

In multifaceted problem situations, such as those of early school leavers,
collaboration amongst partners in a professional network is of essential
value. The strength of such networks is in the professionals' attitude,
knowing about each others’ existence and expertise. It is clear that
fighting early school leaving is the responsibility of a coherent professional
network. Investing in such issues as maintaining a professional network
and multi-professionalism is a key issue.

Collaboration between the countries highlighted some theoretical and
practical issues. For example effective communication was promoted in
the theory of linguistic skills. This theory emphasizes that effective
communication between coaches and youngsters is dependent on the
use of appropriate phrasing and the checking and understanding of
exchanged messages (also see sections in this report on this matter).
Multi-professionalism in networks

Another example of gained insight is on multi-professionalism and
effectiveness in collaborating actors in networks. In practical situations the
risk of redundancy is high (professionals provide the same service). Apart
form overlap there is always a risk of ‘gaps’ in service provision. Usually
the costs are on the account of the person who is in need of attention.
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Commitment
workers

A supportive
environment

Policy making: the
Lisbon Agreement

Translating policies
to action programs

Final word on the
use of this manual

Generally

The target group:
youngsters,
dropouts

Methods,
interventions

Finally a remarkable issue which can easily be overlooked is the
professional commitment of project coordinators. Programs such as
WorkSkills (the intensive short lasting training of youngsters towards
achieving minimal qualifications) only work if an inspired; leading
coordinator promotes and initiates activities in schools and other
responsible offices.

A concerned environment (family, parents, teachers and persons that
matter) can be motivated to have a positive impact on the student. An
impressive example was given by the Finnish delegation about parent
meetings which were organized in order to involve parents with
educational issues of their child. Much can be expected from adult groups
that help the youngsters to broaden their vision and develop realistic
ideas about their future. Change may begin in the family of can be
supported by the family.

Apart from these concrete learning experiences some generic lessons
were learned. Important to conclude is that on the macro level, the Lisbon
agreement formed the bases for combating early (under qualified) school
leaving in European member states. Nations were urged to take action,
administer and developed and implement action programs.

Reversing the chain of activities could mean that professionals that have
to do the real work could be helped with theory driven and evidence
based programs. On the micro level professionals have to work with the
youngsters and lead them back to school or school-work combinations in
order to let them obtain minimal educational qualifications.

An objective could be added to the Lisbon agreement, for example
stating: interventions aimed at bringing youngster back to school and
helping them to obtain minimal educational qualifications should be
evidence based and help youngsters to obtain minimal educational
requirements. Governments should aim at registering early school leaving
(and those which are at risk), providing effective interventions and report
results.

In sum the lesson learned is that an agreement (Lisbon agreement) is
useful but can be more effective if objectives and actions are defined.
Actions which are aimed at solving the problem on the micro level.

As it was emphasized in the beginning of this chapter differences are
typical for countries which has implications for the way how to handle
them. National and local policies determine partly how issues can be
solved. Therefore solution may well work in one condition but not in
others. In this situation we can conclude with: ‘don’t copy ideas but try and
experiment to the degree which your environment or practice allows for.

[Collection of issues gathered in Drachten’s closing meeting]
This information is probably all processed in the description by the three
countries in the final chapter. Suggestion not to use it separately

Projects usually lack time and money
Strength is in networking, and an integrated approach
Simple ideas may have great impact

What is the cause of recent dropout behaviour,
Why didn’t it happen on that scale before,

What is the deeper meaning of dropout behaviour
Increased tolerance, lack of responsibility

How to introduce interventions in organizations

It's all about change: on the level of implementation, attitude of the
professional, the participant to programs

Educational systems lack behind, have become conservative, afraid of
change

Make more of multi-professionalism

Interventions should be all inclusive (accessible to all)
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Oulu theatre project provides optimal chances

Follow inclusion principle, multi professionalism from within, better
information exchange, better insight

One unique person, one plan one matching guidance tool

Talents discovery: empowerment: upgrading competences

How to get people motivated to enter programs

How to get coordinators motivated to organize programs

Essentials of communication on all organizational levels

Aspects of communication: in depth (see work Delfos)

Trajectory guidance: relates to assessing, tailor made content
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WORDS AND TERMS

Alternance training
Educational concept, where education takes place in school and through
work experience

Bridging projects

Project as a result of collaboration between school and enterprise to bring
about under thorough guidance new possibilities of knowledge transfer to
enhance the chances of employment for youngsters who choose part time
education

CWI
Centre for Work and Income

Early School Leavers

Youngsters without a “start qualification”. This basic qualification is
obtained when one has successfully completed an education on Level two
in the senior secondary vocational education (MBO), or by obtaining a
diploma in the senior general secondary education (HAVO) or the pre-
university education (VWO).

Formal alternance training

Educational concept, where education is organised in a formal way in
school and in an apprenticeship workshop. Both teachers and mentor are
aware of the competences they have to learn the pupils

Individual transition plan

Instrument in the form of a document with information about the world of
the youngster, personal and in relation to school and education to enhance
the chances of this youngster towards long-term employment

Linear education
Educational system where students get a learning package per school
year. At the end of the year students are evaluated

MBO
Senior secondary vocational education

Modular education
Educational system where students obtain certain specific modules (the
smallest part of training suitable for certification)

Full time education
Full time secondary education consists of four grades and contains six or
seven school years.

Part time education

Youngsters from the age of 15 or 16 on have the possibility to choose for
part time secondary vocational education organised in Centres for Part
Time Education. These centres are always connected to a secondary
school with full time curriculum. In part time education youngsters have 15
hours per week in class, usually 7 hours of general education and 8 hours
of vocational education. The aim is that the education is completed with
some kind of employment preferably related to the training in the centre.

Pedagogical partnership

Global and mutual developed partnership between school and enterprise,
supported by an on-going dialogue, focussed on the installation of formal
alternance training

Preliminary trajectory
A variety of activities organised inside and outside the centre for part time
education that must lead under thorough guidance towards entrance in the
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normal economical circuit

RMC
The Regional Report- and Coordination function to reduce and prevent
early school-leaving. The RMC collects data on early school leavers

ROC
Regional Training Centre for senior secondary vocational education

Sheltered labour market
Assembly of sheltered workshops. These are enterprises with the main
goal to employ people with vocational handicaps

Special needs education Training form 2

This type of education focuses on social adaptation and making
youngsters ready for employment. The goal is integration in a protected
life and work environment

Start qualification
A basic qualification; i.e. a diploma in the senior general secondary
education (HAVO) or the pre-university education (VWO).

Transition coach

The person that guides and supports the individual transition plan for a
certain youngster. The transition coach makes contact with enterprises,
does the follow up on the youngster’s evolution and capacities and helps
him on his way to and even on the labour market

Transition from school to work

Transition is a process of social orientation that includes a change in the
role and status (e.g. from pupil to student-worker, from student-worker to
worker and from dependant to independent). It is crucial for the integration
into society. It demands adaptation of relationships, habits and self-image

Transition team
All relevant partners that support the youngster in his individual transition
plan
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To examine the extent to which personal goals and their appraisals are
associated with problems in socialization, 20 young 'social drop-outs' (15
men, 5 women) and 21 students from a vocational school (20 men, 1
woman) were interviewed about their personal goals, related views of
internality, externality, and likelihood of accomplishing goals. Analysis
indicated that young adults who showed problems in socialization
mentioned less frequently personal goals related to future education and
housing than did the control group. Second, social drop-outs held more
external and less internal views and were less optimistic about
accomplishing personal goals than was the control group.

www.ond.vlaanderen.be/dbo
information on all DBO projects, including JANUS

www.vlab.be
Flemish Federation of Sheltered Workshops
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